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In 1968, a strike by sewing machinists at the Ford 
Dagenham plant led to the introduction of the Equal 
Pay Act 1970, which prohibited any less favourable 
treatment in terms of pay and working conditions 
between men and women.

Yet, despite its initial promise and intentions, just 
over 45 years later there is still a significant gender 
pay gap in the UK.

In July 2015, prime minister David Cameron pledged to end the gender 
pay gap in one generation by making it mandatory for organisations 
employing more than 250 staff to publish details about the difference 
in average earnings between male and female workers. In October, the 
government extended these plans to also cover large employers in the 
public sector and to stipulate that bonuses must be included within 
the reporting requirements.

But how realistic is Cameron’s aim given previous attempts to close 
the gender pay gap have not succeeded in doing so? Read more about the 
issues impacting gender inequality in the workplace and what is needed 
to overcome this in Closing time? on page 12.

Looking to the future, a further challenge for employers is how to best 
motivate and engage tomorrow’s employees. As the composition of the 
workforce itself and the way in which work is undertaken both continue 
to evolve, employers will increasingly have to consider what elements 
are most likely to engage multiple generations in the workplace. Find out 

more in Floating ideas for 
tomorrow’s workforce on 
page 32.

Some organisations 
are already making great 
headway in this area. 
This is why the Employee 
Benefits Awards 2016, 
for the first time, includes 
a category designed to 
reward Best benefits 
strategy for a multi-
generational workforce. 
The deadline for 
submissions to the awards 

has now been extended to 29 January 2016. Find all the information you 
need to enter at www.employeebenefitsawards.co.uk.

Debbie Lovewell-Tuck
Editor

Follow us on Twitter
@EmployeeBenefit

Join our Linkedin group by 
searching: EmployeeBenefits

Contact the team:

Debbie Lovewell-Tuck
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@DebbieLovewell
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O.C. Tanner helps thousands of the world’s most 
respected brands reward people who achieve. 
Every bit of technology we develop, every award 
we design, everything we do helps people 
dream bigger and reach higher.  We’re on a 
mission to make sure people who do great work 
are the most celebrated people of all. Join us. 
octanner.co.uk

we create
best places 
to work
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1 The Autumn Statement’s impact 
on employee benefits
On 25 November, Chancellor George 
Osborne delivered the 2015 Autumn 

Statement and Spending Review. bit.ly/1IObkDq

2 Government to gather evidence 
on salary sacrifice
The government will continue to consider 
what action, if any, will be taken around 

salary sacrifice arrangements. bit.ly/1OJ33Hw

3 British Gas holiday pay case reaches 
employment tribunal
The Employment Appeal Tribunal was 
scheduled to hear the case of Lock v British 

Gas on 8 and 9 December. bit.ly/1SHA5qD

4 Diesel supplement to continue 
The diesel supplement in company car tax 
will be retained. A three-percentage-point 
differential between diesel and petrol will 

be in place from April 2016 to 2021. bit.ly/21HWmdQ

5 Rangers Football Club to pay living wage
The club’s chairman, Dave King, announced 
that all employees would be paid the living 
wage with immediate effect following 

unanimous approval by the club’s board. bit.ly/1XUdsR1

6 Auto-enrolment contribution rate rises 
to coincide with tax year
Minimum pension contribution increases 
will align with tax year. bit.ly/1PNIB9G

7 New income limits for tax-free childcare
The upper income limit for the new tax-
free childcare scheme is to be lowered to 
£100,000 a year. bit.ly/1ThANuz

8 Consultation opens on income tax and 
national insurance alignment
The Office of Tax Simplification is seeking 
views on how income tax and national 

insurance systems could be simplified. bit.ly/1OOBnyX

9 GHD launches new platform for 
employee engagement
GHD launched a platform to communicate 
its employee benefits, culture and values 

to its 284 members of staff. bit.ly/1IOd3ZF

10 Share scheme tax rules to be simplified
The Finance Bill 2016 will introduce 
measures to streamline aspects of the 
tax rules for tax-advantaged and non-tax-

advantaged employee share schemes. bit.ly/1PNJFuc

briefing
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the top 10 most read stories

Credit Suisse acts 
for parental support

M a r i a n n e  C a l n a n  |  R e p o r t e r
E m p l o y e e  B e n e f i t s

Credit Suisse is rolling out a programme 
allowing nannies to accompany employees 
travelling on business trips with infants. From 
January 2016, the bank will pay for nannies’ 
travel and subsistence costs.

The organisation will also extend its paid 
parental leave policy from 12 weeks to 20 
weeks for its 8,500 US employees. It will 
offer the additional eight weeks in a bid 
to attract and retain top talent.

The policy applies to hourly-paid and 
salaried employees who work at least 20 
hours a week and are primary caregivers. 
The leave can be taken at any time in the 
12 months following a baby’s birth.

Elizabeth Donnelly, head of benefits 
for the Americas at Credit Suisse, said: “We 
recognise that some women must travel as 
part of their jobs at the bank. We are happy 
to pay for nannies to accompany these 
women on business trips during the first year 
of the child’s life.”

Sarah-Jane Butler, director and founder 
of Parental Choice, added: “It is easy to 
underestimate the positive impact supporting 
working parents can have. There is no need 
for large expensive tick-box gestures; rather 
understanding the particular stresses and 

pressure points that affect employees 
with children, such as travelling with infants 
or finding the right childcare, can generate 
a huge amount of goodwill and loyalty.”

Denise Keating, chief executive at the 
Employers Network for Equality and Inclusion 
(ENEI), said: “Business travel can be a huge 
barrier for working parents, especially women 
as they take on the majority of childcare 
commitments. Employers that recognise these 
commitments and are able to take an active 
role in supporting their employees will benefit 
by retaining the huge number of very able 
women who are forced to make choices about 
their employment due to the need to prioritise 
their children.”

However, such initiatives should form 
part of a wider culture of support, including 
flexible-working arrangements. Employers 
must also ensure that unconscious bias 
against parents is not at work when assigning 
projects and promotions, said Keating. 

She added: “There is a huge opportunity 
for UK employers to do much more around 
retaining parents in the workplace. The 
‘super-mum’ is something that very few 
mothers can realistically achieve, but they still 
want to have successful and fulfilling careers.”
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Most read stories online between 15 November and 3 December 2015
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Expert advice

tax & 
legislation

The Autumn Statement  
and workplace benefits

Chancellor George Osborne delivered 
the 2015 Autumn Statement and Spending 
Review on 25 November, which included 
announcements that will impact the 
future of employee benefits.

Pensions
The next two phases of minimum pension 
contribution rate increases under auto-
enrolment are to be pushed back to coincide 
with the tax year. The minimum contribution 
rate for employers was scheduled to rise 
to 2% from October 2017 and 3% from 
October 2018, but these increases will 
now come into effect from April 2018 
and April 2019, respectively.

The government will maintain the triple 
lock, with the basic state pension rising 
to £119.30 a week from April 2016. The 
single-tier pension rate has been set at 
£155.65 a week, which will be available 
to those reaching pensionable age from 
April 2016.

The government confirmed that it is to 
remove the barriers to creating a market for 
secondary annuities to allow individuals to 
sell on their existing annuity income stream.

Tax-free childcare
The upper income limit for parents to take 
advantage of the government’s new tax-free 
childcare scheme is to be lowered from 
£150,000 to £100,000 a year.

Salary sacrifice
The government will continue to consider 
what action, if any, will be taken around 
salary sacrifice arrangements. It will gather 
evidence, including from employers, 
to inform its approach.

Company cars
The government will retain the diesel 
supplement in company car tax. There will 
be a three-percentage-point differential 
between diesel cars and petrol cars from 
April 2016 to 2021, when EU-wide testing 
procedures are expected to ensure that 
new diesel cars meet air-quality standards 
under strict real-world driving conditions.

Employee share schemes
The Finance Bill 2016 will introduce measures 
that are expected to simplify tax rules for 
employee share schemes. These technical 
changes have been designed to streamline 
and simplify aspects of the tax rules for 
tax-advantaged and non-tax-advantaged 
employee share schemes.

Sickness absence
The government will undertake a review of 
sickness absence in the public sector. It will 
subsequently consult on how to best reduce 
the impact of sickness absence on public 
service delivery, and will consider legislation 
where necessary.

Caroline Harwood 
is director, incentives, 
at law firm Burges Salmon

Scoring an own goal on 
employee benefit trusts? 

The ‘Rangers’ or ‘Big Tax’ case concerns the establishment 
of an employee benefit trust (EBT) in 2001 by the Murray 
Group, then owners of Rangers Football Club. Sub-trusts 
were established for the benefit of players, other employees, 
and their families. Sub-trust funds were then lent to 
relevant employees.

HM Revenue and Customs (HMRC) contended 
payments into the EBT should be treated as employment 
income, but both First-Tier and Upper Tribunals held in 
the taxpayers’ favour, rejecting application of the Ramsey 
principle. HMRC appealed to the Court of Session 
(Advocate General for Scotland v Murray Group Holdings and 
others) presenting two grounds. First, contributions to the 
EBT were “redirected payments of earnings” taxable as 
employment income (new ground). In November 2015, 
the court agreed that “accords with common sense”, 
although a statement that funds once in the EBT are 
capital appears erroneous. Second, as ‘protectors’, 
employees had power to access sub-trust funds 
absolutely, which it rejected. Murray Group’s liquidator 
is applying for leave to appeal to the Supreme Court.

So what could this mean for employers and employee 
benefits? If the taxpayer does not win the next match, 
then the basis of salary sacrifice arrangements may be 
questionable. Here, employees waive employment 
income before entitlement, in exchange for benefits. 
Wide application of the ‘redirection principle’ could mean 
that the amount waived is still taxable.

Those with EBT arrangements registered under 
disclosure of tax avoidance schemes who did not use 
HMRC’s ‘settlement opportunity’ can expect accelerated 
payment notices. These cannot be appealed, presenting 
a cash flow disadvantage. Hence, it might be wise 
to approach HMRC for an out-of-court settlement. 
However, inheritance tax implications arise.

Finally, introduction of Part7A of the Income Tax 
(Earnings and Pensions) Act (ITEPA) (‘disguised 
remuneration’) has generally stopped this type of 
planning. However, if reward or recognition of earnings 
occurs before the money enters the EBT it is possibly 
outside the scope of Part7A. An own goal for HMRC?

M a r i a n n e  C a l n a n  |  R e p o r t e r
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More advice from tax and legal experts 
bit.ly/218Molw

The latest information on legislation and tax issues 
affecting benefits, including a comprehensive overview 
of the Autumn Statement and its projected impacts 
upon employee benefits in the coming years 

@
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events

British Airways
and Media Zoo
to deliver keynote 
addresses

Employee Benefits Connect 2016, 
which takes place at Lancaster 
London on 9 March 2016, will give 
attendees the opportunity to stay 
ahead of the curve with the latest 
thinking on the future of reward.

During the annual event, HR, 
reward and benefits professionals 
will have the chance to share ideas 
and knowledge with peers.

Industry experts will provide 
insight into benefits approaches 
for the workforce of tomorrow as 
part of the four-stream conference 
programme. This will focus on the 
key areas of reward and benefits: 
employee benefits strategy; financial 
wellbeing; workplace wellbeing; 
and global reward.

Speakers include Dr Andreas 
Kornelakis, lecturer in human 
resource management at the 
School of Business, Management 
and Economics, University of 
Sussex, who will discuss how 
employers can bring innovation 
into communication for a global 
workforce. His session will also 
look at the impact of regional 
cultures and the institutional 
context on reward.

Meanwhile, Adam Brooke, 
international benefits manager 
at Standard Chartered Bank, 
will examine the UK’s rising 
eldercare demands, and how 
organisations can offer support 
and advice to employees.

Delegates can also hear from 
British Sugar’s head of reward, 
Henk Verhoek, who will outline how 
organisations can work to build an 
international benefits strategy for 
a multi-generational workforce. 
And Spencer Roach, total reward 
manager, Europe, Middle East 
and Africa (EMEA) at Cisco 
International, will focus on how 
employers can create global 
benefits strategies for the 
businesses of the future.

Delegates will also be able to 
discover innovative reward and 
benefits solutions at the exhibition, 
which will bring together a number 
of leading suppliers from across 
the industry.

Nigel Jeremy, chief learning officer at British 
Airways, will present the opening keynote 
session at Employee Benefits Connect 
2016 on 9 March. Jeremy will outline the 
latest thinking on how the range of different 
generations in the workplace might affect 
employee benefits in the future.

Perry Timms, director, people and 
learning at Media Zoo, and an adviser to 
the Chartered Institute of Personnel and 
Development (CIPD) on social media and 
engagement, will deliver the closing keynote 
session at the one-day event.

Timms will offer insight into the 
digital future of the workplace, including 
technological innovation, shifts in working 
habits and the creation of new ways to 
lead and be successful. He will also 
examine what learning will be like in the 
future work landscape and what this could 
mean for what we currently call ‘reward
and benefits’.

Employee Benefits Connect 2016 
will take place at the Lancaster London 
on 9 March.

The entry deadline for the Employee Benefits Awards has been extended to the end of 
January, while the workforce of tomorrow is in the spotlight at Employee Benefits Connect

Recognition is the 
name of the game
Get in the running for the 
Employee Benefits Awards

Stay ahead of the curve and listen to the 
very latest thinking on the future of reward

The Employee Benefits Awards 2016 entry deadline 
has been extended to 29 January 2016.

The annual Employee Benefits Awards provide 
employers with an opportunity to gain recognition for 
their benefits achievements. There are 23 categories 
to enter, ranging from pensions and healthcare to 
voluntary and motivational benefits, and everything 
in between, so make sure your organisation or clients 
are in the running.

The categories are reviewed each year to ensure 
they are in line with the latest market trends, resulting 
in the creation of three new categories for 2016: 
Best use of benefits technology; Best healthcare 
communications; and Best benefits strategy for 
a multi-generational workforce.

The well-established event will give 2015’s winners 
a chance to defend their titles, while new entrants and 
those previously shortlisted can demonstrate why they 
should be the recipient of a coveted Employee 
Benefits Award in 2016.

There will also be an award for the Employee 
Benefits professional of the year, so email your 
nominations to eb.editorial@centaurmedia.com.

The awards process will culminate in the much-
anticipated Employee Benefits Awards and Summer 
Party, which will be held on Friday 3 June 2016 
at the Artillery Gardens at the HAC.

For more information and to enter, visit: 
www.employeebenefitsawards.co.uk.

For more information and to register to attend, visit www.employeebenefitsconnect.co.uk
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the hub

As the countdown 
to midnight on 31 
December ushers in 
2016, it also brings 
with it an abrupt 
shift in focus for the 
lifestyle pages in 
glossy magazines and 

the advertising campaigns that herald the 
start of another year. Gone are the calls 
for festive indulgences, luxurious treats 
and celebration; instead it’s all about 
‘new year, new you!’

Or, perhaps of more concern to those 
employers that are doing their utmost 
to retain top talent, ‘new year, new you, 
new job?’

Around a third (30%) of HR director 
respondents believe employees leave an 
organisation in search of a better work-life 
balance, compared to 27% who cite 
higher remuneration, including salary, 
bonus and benefits, as a key motivator for 
change, according to research by Robert 
Half UK, published in August 2015. 

With almost one in 10 (8%) new 
starters leaving a new role because 
of poor work-life balance, according 
to research by CV-Library, published 
in November 2015, this is clearly 
an important issue to consider when 
developing an effective attraction 
and retention strategy.

Interestingly, 12% of respondents to 
a YouGov survey, published in January 2015, 
included achieving a better work-life 
balance among their new year resolutions, 
a greater number than those attempting 
to give up smoking (5%) and those looking 
to reduce their alcohol consumption (11%).

Striving for a positive work-life balance 
was particularly high on the agenda for 
those in London (19%) and among 
younger respondents; 21% of 18-24 year 
olds, and 19% of 25-34 year olds, 

dropping to 12% of 45-54 year olds.
There is, then, scope for aligning 

employees’ personal goals with the 
business benefits of work-life balance. 
Fostering a workplace culture that 
supports flexibility and encourages 
employees’ interests outside of the office, 
could not only reduce recruitment costs, 
but also enhance motivation and 
engagement levels. Making workloads 
more manageable and ensuring that staff 
have time to unwind and relax can also 
have a positive impact on employee 
health and wellbeing, not to mention 
the knock-on effect on absenteeism, 
presenteeism and productivity.

Just 10% of respondents to the YouGov 
survey manage to fulfil their new year 
resolutions, while 32% usually break theirs 
by the end of January. 

Perhaps by collectively committing 
to a better work-life balance, employers 
and employees will have a better chance 
of seeing the resolution through to the 
end of 2016 and beyond.

Kuoni appoints 
Martyris 
Travel services 
business Kuoni 
Group has 
employed 
Bernard Martyris 
as group chief 
human resources 
officer. Martyris 
has over 35 years 
of experience in 
human resources. 
He previously led 
the corporate HR 
function of Kuoni 
Group on an 
interim basis 
between 2013 
and 2015.

Travelex 
promotes Riley 
Travelex has 
promoted 
Rebecca Riley 
to interim head of 
reward. She was 
previously reward 
manager at the 
foreign exchange 
firm. Riley started 
her career at 
Whitbread as 
reward analyst 
and worked in 
compensation 
and global 
mobility roles 
at Hilton 
Worldwide.

Shepherd joins 
BGL Group
Chris Shepherd has 
joined financial 
services firm 
BGL Group as 
group HR and 
communications 
director. His 
previous roles 
include chief 
human resources 
officer at Kantar 
and group HR 
director at 
Edwards. Shepherd 
was also employed 
in various human 
resources positions 
at Mars.

Lisa Day moves 
to Deckers 
Lisa Day has 
moved to fashion 
retailer Deckers 
Brands as total 
rewards manager, 
Europe, Middle 
East and Africa 
(EMEA). Day was 
previously global 
reward manager 
at market 
research firm 
TNS, and reward 
and human 
resource 
information 
systems analyst 
at De Beers.

Collective commitment to work-life balance 
is key resolve for 2016 and beyond

People | Moves

The hub...
      Louise’s lowdown

            @employeebenefit

            search EmployeeBenefits

Social | Media

Barclays appoints 
Roberts 
Barclays has 
appointed Tristram 
Roberts group HR 
director. Previously, 
he was interim 
group HR director 
at Barclays, and HR 
director at Barclays 
Investment Bank. 
Roberts was also 
group head of 
performance and 
reward, as well 
as head of HR for 
global functions, 
operations and 
technology 
at HSBC.

Whitaker moves 
to Amazon 
John Whitaker 
has joined 
Amazon as 
global benefits 
programme 
manager. He has 
been a benefits 
consultant at 
Sky, managing 
employee 
benefits in the 
UK and Republic 
of Ireland, and 
senior benefits 
consultant 
Europe, Middle 
East and Africa at 
analysis firm IHS.
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big 
question

How can staff be supported 
through the ‘January blues’?

This month’s big question...

With ‘new year, 
new start’ ringing 
in our ears and the 
list of resolutions 
growing by the 
day – ‘I’m going 
to join the gym’, 
‘I’m going to get 
fit for summer’, 

‘I’m having a dry January’ – it is important 
we remember that life often has a way 
of throwing us a curveball so we need to 
be prepared for those ‘bumps in the road’. 
Things do not always work out as planned 
and, in my opinion, accepting this is 
a key component of resilience and 
positive mental health.

When we add to this the post-Christmas 
‘hangover’, perhaps having spent too much, 
eaten too much, or seen the odd frayed 
temper, it is easy to see how, on the return 
to work, the physical and mental health and 
wellbeing of employees might need that 
little bit extra TLC to make sure the new 
year gets off to a positive start.

Employers can play a supportive role 
in this regard by using the ‘new year, new 
start’ philosophy as a way of re-energising 
their health and wellbeing programme. In 
terms of January’s ‘Blue Monday’, reframing 
this to have positive conversations, as 
opposed to the negative ones associated 
with it, could be a good opportunity 
to promote an organisation’s approach 
to mental health and positive wellbeing, and 
to remind employees just how seriously their 
health and wellbeing is to the organisation.

Why not use it as an opportunity to 
re-launch a health and wellbeing strategy, 
to communicate the 2016 health and 
wellbeing objectives, or perhaps to promote 
the employee assistance programme? 
Organisations could hold a team-building 
day or remind employees of the role they 
can play in supporting each other; peer 
support in the form of mental-health first 
aid is proven to be highly effective.

Reframing an issue is often all that is 
needed to give it that positive position that 
is good for individuals and the organisation.

Short days, 
cold weather, 
and Christmas 
festivities over 
for another year 
make January 
a difficult time for 
many people. While 
there is insufficient 

evidence to legitimise ‘Blue Monday’, a day 
in January said to be the most depressing 
day of the year, many people are likely to 
feel the effects of the darker days and the 
consequences of overdoing it in December.

To support staff this January, employers 
can share some practical steps on how to 
maintain good mental health and wellbeing.

First, inspire new healthy eating and 
exercise habits. Christmas is typically a time 
for overindulgence, so employers could 
encourage staff to kick any bad habits 
of 2015 and to start the new year with 
a commitment to healthier living. Why not 
sign up to Dry January or The Workplace 
Challenge as a team?

Other simple and low-cost interventions, 
such as providing fruit for staff and 
encouraging activities such as lunchtime 
walks, may all be helpful for improving 
wellbeing and productivity at work.

Second, encourage staff to seek help. 
It can be difficult to admit that after such 
an exciting time of year, we do not actually 
feel that great. But asking for help and 
discussing feelings early on with someone 
they trust (this can be a loved one or a GP) 
can improve chances for feeling better in 
the future. The Campaign to End Loneliness 
and Debt Awareness Week also have 
practical recommendations on how to 
address worries and come closer to finding 
solutions. January is also an opportune time 
to remind staff about access to employee 
assistance schemes and employee benefits.

Third, remind staff to self-manage their 
wellbeing. Employers can support staff 
through the January lull by signposting self-
management techniques to maintain their 
wellbeing, such as mindfulness, which can 
help reduce levels of stress and anxiety.

January can 
be a challenging 
month for some. 
Too much food, 
too much wine, 
too much expense, 
or a festive period 
without nearest 
and dearest, can 

all take their toll on colleagues’ physical 
and mental health.

Hygiene from an organisational 
perspective can help to give everyone 
renewed direction and focus; taking 
a moment to reflect on all the challenges 
and successes of last year, and looking 
forward to the big issues of 2016.

On a local level, the first team meetings 
of 2016 at the National House Building 
Council (NHBC) will include discussions 
about our latest engagement survey results 
and what activity teams and individuals can 
get stuck into. This will help colleagues to 
improve their own social circumstances in 
the workplace, which will happen alongside 
implementing and communicating what 
we are doing across the board.

Tactically, then, it can be a good time 
for the introduction of new benefits, 
or making certain benefits available where 
there are time-limited windows, using the 
‘New Year’s resolution’ hook to help drive 
initial take-up. NHBC offers part-funded 
smoking cessation clinics and is introducing 
weight loss and alcohol dependency 
to sit alongside that.

In addition, our quarterly lunch and 
learn in January, which will be broadcast 
to our significant home and field-based 
population, will provide some light relief. 
We will spend 45 minutes with an 
expert speaker on the use of humour 
in everyday life.

The one thing I feel all employers can 
do to support staff during the ‘January 
blues’ is to be sensitive to the fact that for 
some colleagues the festive period may not 
have been so full of joy, therefore additional 
support may be required and the promotion 
of schemes focused on physical health.

Shaun Davis is group director 
of safety, health, wellbeing and 
sustainability at Royal Mail Group

Josefien Breedvelt
is research manager at the Mental 
Health Foundation

John Attley
is engagement manager at the National 
House Building Council (NHBC)

     do you agree?
Join the discussion by searching 
for the EmployeeBenefits group on:
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The month in numbers
Louise Fordham rounds up some 

of December’s key facts and figures 
relating to employee benefits 

£100k
is the new upper 
income limit per 
parent for tax-free 
childcare. The 
reduction from 
£150,000 was 
announced by 
Chancellor George 
Osborne in the 
Autumn Statement 
bit.ly/1ThANuz 60% 

of housing 
association 
respondents offer 
staff a defined 
contribution (DC) 
pension scheme 
(Source: EMA Business 
and Management 
Consultancy) 
bit.ly/1PqJR2z

36% 
of employees are 
coping with a chronic 
health condition 
(Source: Britain’s 
Healthiest Company) 
bit.ly/1N0VSWC 

38,100
Asda staff were 
enrolled in its 
employee share 
scheme in August 
2015, up from 
26,212 in 2010 
bit.ly/1l4y25f

8%
would consider 
moving on from 
a new job if it does 
not provide them 
with a suitable 
work-life balance 
(Source: CV Library) 
bit.ly/1Nn9oHt

34% 
believe that 
having pets in 
the workplace 
boosts health 
and happiness 
(Source: Purina) 
bit.ly/1Nn9sqE
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The gender pay gap 
is still demanding attention 

in the workplace  

M a r i a n n e  C a l n a n  |  R e p o r t e r
E m p l o y e e  B e n e f i t s

cover story 

Need to know
• Eradicating gender stereotypes 
could help to bridge the pay gap.

• Pay audits must include 
additional remuneration.

• Efforts to close the pay gap 
should be supported by workplace 
cultures that embrace and facilitate 
diversity.

up senior executive and executive director 
roles across all sectors, as well as the number 
of women being offered these types of roles in 
the first instance.

In order to achieve these goals, employers will 
also need to work on evolving their workplace 
culture to create environments that thrive on 
equality and diversity, says Mandy Garner, web 
editor at Workingmums.co.uk. This would involve 
breaking down barriers that stall the career and pay 
trajectory of women. “The job market needs more 
quality part-time jobs because many women are 
moving to jobs that are closer to home but paid 
less, just so they can balance childcare with work,” 
Garner adds.

Taking action to eliminate gender stereotypes 
could also help narrow the pay gap, particularly 
when it comes to the sectors and roles women are 
encouraged into. “The gap needs to be bridged 
between what’s viewed as a ‘female’ role and 
what’s seen as a typically ‘male’ role,” says Garner.

If employers actively combat gender stereotypes 
and the consequences of these stereotypes, such 
as the gender pay gap, they are more likely to 
equalise pay in their organisation, adds Duncan 
Brown, head of consulting at The Institute for 
Employment Studies.

L i k e  f o r  l i k e
One of the government’s key initiatives to address 
the gender pay gap is something that employers will 
have to incorporate into their own organisations 
from spring 2016: compulsory gender pay gap 
reporting requirements.

Employers could take a proactive approach to the 
reporting requirements by conducting a pay audit. 
Wilton says: “Pay audits are carried out by pay 
levels, which are dependent on the scope of an 
organisation. Employers need to segment the data 
to figure out where they can make a difference.”

The inconsistency in remuneration between 
male and female workers compelled the government 
to pass the Equal Pay Act in 1970, which legally 
entitles men and women to receive equal pay 
for equal work.

Yet, there is still a 19.2% gender pay gap in the 
UK, when considering full- and part-time median 
earnings, and a 9.4% gap for full-time earnings 
alone, according to the Office for National Statistics’ 
(ONS) Annual survey of hours and earnings, 2015 
provisional results, published in November 2015. 
Meanwhile, the mean average of full-time male 
and female hourly earnings, the measure used by 
organisations such as the Fawcett Society, puts the 
gender pay gap at 13.9%. Whichever measurement 
is looked at, there is clearly much more to be done.

T a r g e t e d  c h a n g e s
There are a number of factors behind the gender 
pay gap, including the under representation of 
women at senior level. Lord Davies’ Women on 
boards report, published in February 2011, 
highlighted the need for greater equality between 
the treatment and pay of male and female workers. 
It was primarily driven by the fact that 88% of FTSE 
100 boards’ seats were occupied by men, and that 
if boards changed at a continual rate, it would take 
70 years to achieve gender balance.

The report recommended that FTSE 100 
companies aim for a minimum of a quarter (25%) 
female representation on their boards by 2015.

In October 2015, Women on boards: five year 
summary (Davies review) found that women now 
make up 26% of FTSE 100 boards and 20% 
of FTSE 250 boards. The review also reported 
a significant reduction in the number of all-male 
boards in the FTSE 350; there were 152 in 
2011, whereas in October 2015, there were 
no all-male boards in the FTSE 100 and 15 in 
the FTSE 250. The review has now set a new 

target of 33% female representation on FTSE 
350 boards by 2020.

Petra Wilton, director of strategy and external 
services at the Chartered Management Institute 
(CMI), says: “We’ve seen great progress with the 
report because it set a focus, but there are still 
huge issues in the FTSE 350, so we need higher 
targets of the amount of women on executive 
boards and in director roles, to push progress 
more quickly and widely.”

S t e p s  t o  s u c c e s s
One of the government’s key pledges to eliminate 
the gender pay gap is to make it a formal 
requirement for organisations with more than 
250 staff to publish the difference in average pay 
between male and female employees. In October 
2015, the government extended its plans for 
pay gap reporting beyond voluntary and private 
sector organisations to cover large public sector 
employers, and announced plans to include 
bonuses within the reporting requirements.

Further efforts to narrow the gap include: 
working with businesses to eliminate all-male 
boards within the FTSE 350; working to achieve 
notable progress in the number of women taking 

@ Read also
Government extends gender
pay reporting
bit.ly/1melsRd

“ THE JOB MARKET 
NEEDS MORE 
QUALITY PART TIME 
JOBS AS MANY 
WOMEN ARE 
MOVING TO JOBS 
THAT ARE PAID LESS”
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Simplyhealth is a trading name of Simplyhealth Access, which is authorised by the Prudential 

Regulation Authority and regulated by the Financial Conduct Authority and the Prudential 

Regulation Authority. Simplyhealth Access is registered and incorporated in England and Wales, 

registered no. 183035. Registered office, Hambleden House, Waterloo Court, Andover, Hampshire, 
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Reduce absence and 
protect your bottom line 
with the Simply Cash Plan

*Up to annual limits

For full details on all of the Simply Cash Plan benefits visit 

www.simplyhealth.co.uk/business

The Simply Cash Plan can help to:

Avoid short term absence by giving your employees access to a GP 24/7

Reduce stress related absence by providing face to face and telephone counselling

Prevent absence due to musculoskeletal conditions such as back pain by allowing employees 
to claim back the cost of visits to the physiotherapist, osteopath and chiropractor*
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Giving staff insight into the organisation’s 
pay data after carrying out the audit can improve 
employee engagement, adds Garner. “Reporting 
back will really boost engagement with the data, 
especially if employees know something is being 
done about any problems,” she says.

Pay audits involve the total remuneration that 
employees receive, including salary and bonuses. 
The extension of the governments’ gender pay 
reporting requirements to include bonuses should 

therefore paint a better picture of the overall 
pay staff receive.

Kathryn Nawrockyi, director of gender equality 
at Business in the Community, says: “It’s hugely 
important that organisations clearly define pay, 
as well as how bonuses are given.”

The way bonuses are distributed can vary, so for 
accuracy, employers must include how and why 
bonuses are awarded. “Understanding bonus 
payments is so important because these can 
significantly skew overall remuneration,” says Wilson.

N a r r o w i n g  t h e  g a p
To be perceived as an attractive employer, 
organisations need to eradicate any negativity 
associated with them that could result from 
failure to take action to address the gender pay 
gap. Tom Hellier, UK practice lead, rewards, at 
Towers Watson, says: “It’s very outdated to think 
it is okay to have any sort of pay gap, so employers 
need to plan how to mitigate against it if they 
discover they have one. After all, they are not 
sending out a particularly good message 
if they fail to address it.”

In August 2015, Deloitte voluntarily released 
its pay data prior to this becoming a compulsory 
requirement for large employers under the 
government’s gender pay gap reporting plans.

Deloitte wanted to publish the data before 
it became compulsory to demonstrate to its 
15,000 UK staff that it is fully committed 
to gender equality.

The data showed that the financial services 
firm has a gender pay gap of 18%.

Emma Codd, managing partner for talent 
at Deloitte, says: “Attaching a number to 
something gives it leverage and shows what 
you’re actually aiming to improve or change.”

Men hold 17% of Deloitte’s highest-ranking 

and paying roles, which is why the organisation 
is working on a culture shift to make it more 
inclusive and ensure each employee is judged 
solely on their value to the business.

Codd believes that women are not typically 
attracted to the financial services industry, 
which makes it more difficult for an organisation 
such as Deloitte to recruit and retain female 
talent. “Finance isn’t a particularly female-
dominated sector, so, as well as a returners’ 
programme for women who have not been in 
the workplace for five or so years, we also have 
a maternity returners’ programme, which is 
based on guiding and coaching new mothers 
back into the workplace,” she says.

However, Codd recognises that such an 
inclusive culture shift is not something that 
can be achieved quickly. She says: “This is 
not something you can change overnight; 
it is a long-term initiative so it needs to 
be strongly driven.”
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Case study | Deloitte

Statistics

Denise Keating is chief 
executive of the Employers 
Network for Equality and 
Inclusion (ENEI)

It is important to start 
with acknowledging that pay 
inequality is rarely due to 

women and men in the same role being paid 
differently. A huge amount is due to the 
dominance of men in senior positions.

Other causes include women being more 
likely to work part time, and dominating 
professions such as administration, cleaning, 
caring and catering, with men dominating 
professions such as construction, 
engineering or skilled trades.

This does not mean that organisations 
can breathe a sigh of relief; organisational 
cultures are often tilted to benefit existing 
male leadership, creating barriers for women 
wanting to increase their pay. In promotions, 
bonuses and performance reviews, women 
are overwhelmingly likely to receive less 
than male colleagues. This usually stems 
from unconscious biases, which lead the 
existing male management to place greater 
value on the work done by the male 
colleagues that they have affinity with. The 
result? The gender pay gap will increase as 
one moves up the organisational ladder.

Introducing diversity by increasing the 
number of women in senior positions or 
male-dominated professions introduces 
new thinking, ideas and reduces groupthink.

Only by normalising the presence of 
women as organisational leaders will the 
gender pay gap be eradicated at all levels.

Viewpoint

“ IT’S IMPORTANT 
ORGANISATIONS 
CLEARLY DEFINE 
PAY, AS WELL AS 
HOW BONUSES 
ARE GIVEN”

... meaning they are 
eff ec  vely unpaid for one hour 

40 minutes every day...

Female managers who 
work full-  me are paid 22% 

less than men...

... or work 57 days for free 
every year…

(Source: Chartered Management Ins  tute and XpertHR’s 2015 Na  onal management salary survey, August 2015)

£ £

Deloitte publishes pay data to demonstrate equality
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ThoughtWorks reduces gender 
stereotypes and pay gap

Global software consultancy firm 
ThoughtWorks connects its internal values 
with the attraction and retention of female 
talent. Its three key values are: being 
a sustainable business; championing software 
excellence; social and economic justice.

ThoughtWorks makes its decisions as an 
organisation based on these values, as well as 
attracting women to its tech-based roles and 
championing those within the organisation.

In 2013 and 2014, 50% of the organisation’s 
new graduate recruits were women. 
However, Ruth Gorman, people specialist at 
ThoughtWorks, says: “We are still seeing far less 
women in more senior roles, so we constantly 
develop women into internal role models.”

ThoughtWorks encourages its 270 UK 
employees to share their experiences and 
success stories. For example, it offers a group 
for parents returning to work, which 27 
employees (10%) currently attend. The group 

allows employees to informally share 
experiences and tips to help their colleagues 
balance childcare and work responsibilities. The 
organisation also runs Women in leadership 
development, a global leadership programme 
for its female staff.

These initiatives aim to eradicate gender 
stereotypes in the industry and in turn help 
to close the pay gap. Yet Gorman feels there 
is still much more that can be done. She says: 
“The reality of getting women into tech roles 
is that the gender imbalance still exists, so it’s 
crucial to show that it’s possible for women to 
thrive in a typically male-dominated sector.” 

Case study | ThoughtWorks

On the other hand, Brown believes that the high 
number of responses to the government’s equal 
pay consultation is an indication that employers 
are recognising the significance of gender equality 
issues such as the pay gap and are beginning 
to engage with them. Therefore, how many 
organisations are engaging with the pay gap 
means employers are engaging with 
the issue. 

Employers such 
as Deloitte (see case 
study page 15) and 
Camden Council, 
which have 

already voluntarily published pay data, have set 
themselves apart, says Nawrockyi. “Releasing [pay] 
data is a really positive step for employers to show 
they are committed to achieving transparency. 
It also means they’re holding themselves publicly 
accountable and committing to doing something”.

To engage staff with the organisation and 
demonstrate their willingness to narrow the pay 
gap, employers need to follow up the publication 
of pay data by communicating the figures to staff 
along with planned actions to close the gap. Garner 
says: “It’s really difficult to argue something without 
the numbers to back it up, and revealing the pay 
gap gives a message that [employers] want to 
change it, but there is much more employers 
need to do other than find the numbers.”

There are numerous actions employers 
can take. And with organisations such as HSBC 
vowing to appoint women to half of its senior 
roles, it is clear that some employers are taking 
a proactive stance. But there remains much more 
to be done to close the gap, particularly because, 
according to research by Reward Gateway, 
published in November 2015, 79% of employers 
do not believe a gender pay gap exists in 
their organisation

“ REVEALING THE 
PAY GAP GIVES 
A MESSAGE BUT 
THERE IS MUCH 
MORE EMPLOYERS 
NEED TO DO”
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Government Tax Free Childcare Scheme 

Delayed until Early 2017.

Save money now by signing up to Co-operative Flexible Benefits  Childcare 

Voucher Scheme!

The Government announced at the 2013 budget the introduction of the 

Tax Free Childcare Scheme, whereby eligible parents can benefit from a 

Government top-up of up to £2,000 per child, per year.

For every 80p contributed by the parent, the Government will top up 20p, up 

to a maximum of £2,000 per annum.

Co-operative Flexible Benefits is encouraging Employers to sign up to 

Childcare Vouchers so that working parents have access to our Childcare 

Voucher scheme. Given that the Government will be launching their scheme 

in early 2017 there are 2 fundamental reasons why Employers should sign 

up now, these being:

Employees save up to £933 per year and up to £1,866 as a working 

couple, in addition Employers save up to £402

Once the Government Scheme is launched no new joiners can sign up to the 

existing Childcare Voucher scheme, therefore, if employees are not eligible 

for the Government scheme and not signed up to the current Childcare 

Voucher scheme, they will not benefit from either scheme.

For more information on the Government Tax Free Childcare Scheme, please 

visit www.taxfreechildcare.co.uk or call our Customer Service Team on 

0845 458 7929.

Why Choose 

Childcare Vouchers?

Childcare Vouchers are a great way 

for parents to get the most out of 

their wages as the vouchers allow 

tax-payers to pay for childcare from 

their pre-tax and national insurance 

income. These employer schemes 

mean that working parents get more 

for their money than they would if 

they paid cash. Co-operative Flexible 

Benefits have been providing Childcare 

Vouchers since 2005, and are trusted 

by over 1,000 employers nationally to 

run this scheme for thousands of their 

employees.

Co-operative Flexible Benefits 

Childcare Voucher scheme is designed 

to financially benefit the employer as 

well as the employee, allowing the 

employee to save on both Tax and 

National Insurance, whilst the employer 

saves 13.8% NIC.

As a co-operative organisation, 

integrity and honesty are high on 

our priority list; therefore, we will 

always provide accurate and factual 

information to ensure that Employers 

are doing the right thing by their 

employees. By offering a Childcare 

Voucher scheme it demonstrates a 

commitment to working parents in 

terms of offering a family friendly 

benefit which in return increases 

motivation, therefore aiding an 

employer’s recruitment and retention 

strategy.

Allow your employees to make an 

informed decision on which scheme is 

better suited to their circumstances…

Allow your employees 

to save money now…

 

For more information or to sign up to a Childcare Voucher scheme today, please contact us on 0800 458 7929, e-mail us at info@flexiblebenefits.coop or visit 

our website: www.flexiblebenefits.coop
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to a world of benefits
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REWARD 
SOLUTIONS TO 
BUILD A STRATEGY 
FIT FOR THE  
FUTURE
GET INSPIRED AND BOOST YOUR HR KNOW-HOW WITH OVER 

21 HOURS OF FREE HANDS-ON LEARNING FROM 35+ INSPIRING 

SPEAKERS AND 50+ SPONSORS ALL UNDER ONE ROOF

REGISTER TO ATTEND FOR FREE AT: 
EMPLOYEEBENEFITSCONNECT.CO.UK/EBJAN

LANCASTER LONDON
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A glimpse
into the future

Look ahead to the coming trends in employee 
benefits in 2016 and beyond

M a r i a n n e  C a l n a n  |  R e p o r t e r
E m p l o y e e  B e n e f i t s

Enterprise and Employment Act in March 2015 (see page 12). 
This year may see a keener eye passed over the pay differentials 
between males and females, says Evershed’s Craven.

3. Revamped salary sacrifice
In June 2015, former pensions minister Steve Webb, now 
director of policy and external communications at Royal 
London, stated that the Conservative government may 
reduce its £15bn salary sacrifice bill in the July emergency 
Budget. Although that did not occur, the government is still 
monitoring salary sacrifice schemes.

Craven believes the popularity of salary sacrifice is declining. 
However, he adds: “When one considers that the government 
benefits from schemes [such as] car salary sacrifice, in terms 
of increased registration fee revenue for example, and new 
cars bring greater environmental benefits in terms of lower 
or zero emissions, I suspect moves on this front may not 
happen, and we may see continued, even increased use.”

4. Technological developments
Technology-driven health benefits, such as telemedicine and 
health and fitness tracker apps, have blossomed in popularity 
over the last couple of years. Indeed, 29% of human resources 
professionals intended to spend more on benefits technology 
in 2015 than they did in 2014, according to Thomsons Online 
Benefits’ 2015 Global employee benefits watch, published in 
October 2015.

To counteract the potential spending cuts to the NHS, 
it is imperative to pledge greater investment in health and 
wellbeing benefits, says Mark Carman, director, communication 
services at Edenred. “Technology will continue to drive the 
benefits agenda over 2016, enabling [employers] to access 

and update benefits packages tailored to their needs,” he adds.

5. Personalised benefits
As employees’ personal situations vary, it is likely the market will react to their ever-changing 
needs by offering more bespoke and personalised perks.

There is great potential for employers to utilise such arrangements, says Andrew Drake, head 
of flexible benefits at JLT Employee Benefits: “Employers are likely to offer more benefits that 
affect employees’ everyday lives, such as voluntary benefits and work-life balance perks.”

Choice is key when it comes to engaging the workforce of the future with benefits, which 
is why 2016 may bring a wave of evolutionary and technology-driven benefits to support, 
motivate and retain employees

Through 2016 and beyond, 
employee benefits will evolve 
as staff wants and needs 
vary, and technology 
continues to improve.

1. Bespoke pensions
Owing to the pension 
flexibilities introduced in 
April 2015, it is likely that 
employers will still be piecing 
together their strategy to 
assist employees in 
understanding their options. 
Pension products and 
communication to counteract 
lack of understanding could 
seep onto the horizon. Paul 
Craven, reward and benefits 
manager at Eversheds, says 
that the pension freedoms 
have created a “need for 
understanding and clarity 
for [employees] who do not 
feel able to make those 
decisions alone”.

The way in which 
employers communicate the 
pension changes is integral 
to staff comprehension of 
these, says Dupe Olowokere, 
global benefits manager at Travelex Global Support Centre. 
“The best thing employers can do is inform and educate; 
general financial education will equip employees with an 
understanding of the impact of the changes,” he explains.

2. Transparent pay reporting
It is no surprise that 2016 will bring more transparency from 
businesses when it comes to revealing what they pay staff, 
particularly because employers with over 250 workers will 
have to reveal differences in pay between male and female 
staff after a new clause was added into the Small Business, 
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Are employers returning to a 
paternalistic benefits approach?
bit.ly/1M5gsmN

Read also@

total 
reward

•  April 2015’s pension freedoms have created 
a gap in the market for bespoke pensions.

•  Increasing pressure to publish pay data may lead 
to more employers doing so voluntarily.

•  Technology and staff-driven benefits are likely 
to increase in popularity.

Need to know
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Why the grass 
is not always greener...

Total reward statements can be an effective 
driver of engagement and retention

A l i s o n  C o l e m a n  | 
F r e e l a n c e  j o u r n a l i s t

Total reward statements (TRS) that highlight the value of the 
entire reward provision to employees can be a useful tool in an 
employer’s recruitment, retention and engagement strategy, 
as long as these are positioned to create maximum impact 
and communicated in the most effective way.

There are various ways of doing this and the outcome 
will very much depend on the organisation and its particular 
workforce demographic.

Tim Kellet, director of PayData, says: “Many employers focus 
on the value of specifics, for example, employee wellbeing 
initiatives, such as free fruit, volunteering days and bikes-
for-work schemes, to highlight the employers’ caring side.”

Certain industry sectors place greater emphasis on some 
reward elements, compared to others; for example, car 
provision has historically been regarded as a ‘must have’ 
within the construction industry.

And with different generations of employee valuing 
different benefits, most employers choose to highlight all 
reward elements within TRS, so their statements appeal 
to as much of their workforce as possible, says Kellet.

C o s t  o f  t o t a l  r e w a r d
Some employers focus on communicating benefits’ value by 
highlighting the difference in cost if the employee were to 
source the benefits themselves elsewhere, for example, on 
the high street. However, Jonathan Wood, corporate pensions 
director at Jelf Employee Benefits, advises employers to be 
wary of this approach. “[Employers] don’t want to be perceived 
as artificially inflating the total reward value because there will 
always be an employee who thinks they can find the benefit 
cheaper,” he says. “A TRS should be supported with education 
to ensure employees understand the corporate discounts and/
or tax or national insurance (NI) advantages of employer-
provided benefits.”

E m b e d d e d  T R S
To ensure that staff are given the right messages about their 
entire reward provision, TRS must be embedded within the 
business, from recruitment through to job offer, pay review, 
promotions and financial wellbeing sessions. And it is not 
just about providing details of monetary benefits, but also 
highlighting some of the more intrinsic benefits such as holiday iS

to
c

k

•  There are many ways of positioning total reward 
statements (TRS) for maximum engagement but, 
for this to succeed, they must be embedded in all 
employee-related aspects of the business.

•  Timely presentation of a well-developed 
and detailed TRS can be an effective driver 
of retention, particularly when employees are 
considering a move.

•  Highlighting all reward elements within TRS 
increases their appeal among a large proportion 
of the workforce. 

Top five ways to create an engaging 
total reward statement
bit.ly/1Y2biil

Need to know

Read also@
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of UK employers 
believe their 
employees’ under-
standing of benefits is 
low or very low

of UK employers plan to use 
total reward statements in 
the future (Source: Aon 2015 

EMEA Employee Benefits 

Communication Survey)

65%

53%
Simplyhealth offers its workforce a total 
reward overview

Simplyhealth, which employs 1,400 people, uses its reward 
site, My Reward, to strengthen its employee pay, bonus and 
benefits offering and provide a go-to place where employees 
can find out anything they want to know about their total 
reward package.

With its employee engagement relative to benefits on 
the increase, the organisation wanted to evolve its total 
reward site to become an area that employees interact 
with on a regular basis.

In October 2015 therefore it relaunched My Reward, 
in partnership with Thomsons Online Benefits, to include a My pension e-community, 
in partnership with Friends Life (now part of the Aviva Group), bringing pensions 
information together in one place.

Louise Wells, reward and benefits manager, says: “Before the upgrade, we primarily 
used My Reward to enable employees to manage their benefits such as buying and 
selling holiday and purchasing childcare vouchers. We offer benefits on a flexible and 
voluntary basis and are working towards evolving it so we can use it to provide a full 
flexible benefits offering.”

My Reward also allows employees to view each element of their total reward 
package as a percentage and the actual employer and employee cost.

Wells says: “Employees can now view the monetary value of each benefit to show
 the true cost to them and Simplyhealth at a high level and in great detail. We don’t 
offer a comparison to the cost of sourcing elsewhere because each individual’s 
scenario is different.

“We provide a breakdown using both percentages and financial cost so employees 
have as much information as possible. The more information we, as an employer, 
can provide, the more an employee is going to get out of the site.”

“ REALISING THE TRUE 
FINANCIAL VALUE 
OF WHAT THEY ARE 
RECEIVING CAN BE 
AN INCENTIVE FOR 
STAYING PUT”

of UK employers 
are unhappy with 
the impact benefits 
communications have 
on staff

65%

Case study | Simplyhealth

Highlighting the cash total 
or the reward total can also 
be effective if the timing is 
right. Duncan Brown, head 
of HR consultancy at the 
Institute for Employment 
Studies (IES), says: “Some 
organisations, having learned 
of a manager’s intention to 
leave, will produce a TRS for 
them detailing the total 
reward value to very good 
effect. Realising the true 
financial value of what they 
are already receiving can 
be a powerful incentive 
to stay put.”

TRS can be made 
effective for all sectors, 
and generational factors 
are irrelevant as long 
as TRS are delivered in 
a tailored way, taking an 
‘audience-of-one’ concept 
into consideration, 
according to Sheridan. 
“There are rare instances 
when TRS are not 
appropriate, such as 
[organisations] that 

What is included in your total reward statements?
(Source: Aon’s Employee benefits and trends survey, November 2015)

Benefits

Bonus

Car

Pension

Salary

Shares

Training

Career development

Non-financial recognition

Holiday

96% 

85% 

67% 

91% 

96% 

38% 

12% 

10% 

10% 

58% 

have populations where 
no benefits or perks 
are provided over and 
above salary,” she adds.

Employers should also 
be mindful that in a climate 
where salary growth is 
still slow, communicating 
the full value of the reward 
package can cut both ways. 
As Brown says: “With the 
prospect of another year 
with no decent pay rise, 
there is the risk that people 
will be quite cynical about 
employee benefits and 
say they would rather 
have the cash.” 

entitlement and training. 
Benefits to which a value 
cannot really be attributed, 
for example, free tea and 
coffee, can be just as 
effective as 
a retention tool.

However, there may be a 
case for focusing on the cash 
total that an employee 
receives, rather than just the 
benefits, on the basis that 
some may be more inclined 
to stay with an employer if they 

can see that the cash reward is higher than a competitor’s.
Clare Sheridan, head of online and flexible benefits at Capita Employee Benefits, says 

that total reward should mean just that, 
the total benefit in monetary terms that an 
employee receives.

“This should include all cash elements of 
reward, salary, bonus, overtime, shares, 
benefits, typically shown as an annualised 
figure,” she explains. “Depending on the 
type of firm, this can be very powerful.
 For example, in a sales environment, 
TRS can be used to show the potential 
income for an employee dependent on 
hitting agreed targets and can play a key 
part in motivating, retaining and engaging 
the individual.”

(Source: Aon 2015 EMEA Employee Benefits Communication Survey)
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Musculoskeletal disorders (MSDs) can represent a huge burden to UK employers: the latest 
Labour force survey published by the Office for National Statistics (ONS) in October 2015, found 
that work-related MSDs in 2014/15 accounted for 44% of all incidences of work-related illnesses. 
According to the Health and Safety Executive’s (HSE) Work-related musculoskeletal disorder statistics, 
also published in October 2015, this equates to an estimated 9.5 million lost working days.

MSD refers to injuries that affect muscles, joints and tendons in any part of the body. These 
can develop over time, and progress from mild to severe disorders, and can also result from an 
injury sustained in a work-related accident. MSDs are more prevalent in industries where roles 

Making the 
position clear

Musculoskeletal disorders can be effectively 
prevented and managed in the workplace

T y n a n  B a r t o n  |  F e a t u r e s  e d i t o r
E m p l o y e e  B e n e f i t s

require a lot of physical work; for example, lifting and carrying 
mail bags in the postal industry. However, even in industries 
that might have roles considered to be sedentary, MSDs can 
be commonplace.

MSDs can impact upon on an employer’s private medical 
insurance (PMI) scheme. Dr Doug Wright, medical director 
at Aviva UK Health, explains that MSDs form a large part of 
claims on employer-funded PMI schemes. “Typically around 
a third of spend is associated with [MSDs]. While most aren’t 
necessarily caused by things happening in the workplace, 
clearly if [an employee] has an MSD, it will impact their work 
and how [they] need to work a bit differently to allow them 
to be effective and recuperate from treatment properly.”

P r e v e n t i o n  a n d  m a n a g e m e n t
Employers can play a key role in preventing and managing 
MSDs by ensuring workplaces are properly set up, and that 
employees are properly informed. Catherine Albert, director 
at occupational health provider WorkFuture, and a chartered 
ergonomist and physiotherapist, explains that office workers 
can have significant MSD problems. “Quite a percentage 
of people who work at a computer, probably as many as 60 
or 70%, because they’re doing it for such a long period of 
their time, will have problems at some stage in their lives.”

An employer should first plan a strategy of how it wishes 
to use the physical workplace to address MSDs. Jan Vickery, 
head of musculoskeletal services at Axa PPP Healthcare, says: 
“For employers, the most important thing is to think about 
what they want to do; do they want to focus on prevention, 
do they want to focus on assessment, management and 
monitoring, and how do they do that?”

The Health and Safety (Display Screen Equipment (DSE)) 
Regulations 1992 were introduced to help employees 
working in front of DSE and sought to address the high 
proportion of aches, pains and eye discomfort experienced 
by these staff. The regulations provide a starting point for 
employers looking to address MSDs, because they brought 
in the importance of risk assessments for DSE users.
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•  Musculoskeletal disorders (MSDs) represent 
a large proportion of working days lost to ill health.

•  Employers can help staff make adjustments to the 
physical workspace to prevent and manage MSDs.

•  Movement is a highly important factor 
in managing MSDs.

What are the latest trends 
in occupational health?
bit.ly/1HWuSL6

Need to know

Read also@

healthcare 
& wellbeing
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of office workers do an hour 
or less of physical exercise 
a week (Source: Bupa and Age UK 

research, July 2015)

of employees are concerned 
about back or neck injuries 
at work (Source: Arinite 

Research, May 2015)

35% 22%

of employees are worried 
about repetitive strain 
injuries at work (Source: 

Arinite Research, May 2015)

18%
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healthcare 
& wellbeing

Stephen Barraclough is chief 
executive at the Chartered Institute 
of Ergonomics and Human Factors

Progressive employers will give 
as much thought to factors within 
an office environment that enable 
individuals to be the best they can be 

as they will to acquiring the best building on the best 
possible terms. Why? Because even the most high-tech 
or contemporary environment will be sterile in terms of 
creativity, teamwork and vibrancy if employers fail to 
recognise the factors that can help employees excel, 
and stay. Retaining good people is good business.

Ergonomists, sometimes also called human factors 
specialists, have long been in the business of ‘designing 
for people’, that is, recognising that taking into account 
the capabilities of each individual can have a significant 
impact on the work that someone can do, and the ease 
and joy with which that work can be done. After all, 
musculoskeletal disorders such as muscle, back or 
joint problems are, for example, the single largest 
cause of work absence in Scotland: every year 
over one million people visit a doctor with 
a musculoskeletal disorder.

Working environments at which people can sit, 
stand, flex, move around, enjoy natural daylight and 
retain personal workspace while, at the same time, 
remaining integrated into a team are key factors in 
retaining and growing organisational capability.

Ergonomics, by applying scientific principles to the 
environments in which we live, work and play, helps 
people contribute, thrive and enjoy their surroundings 
and to make the most of their potential.

“These risk assessments 
are supposed to encourage 
an employer to make certain 
that [it has] provided the 
minimum standard of 
equipment for employees to 
work at: the type of chair [it 
has] provided, adjustments, 
a suitable keyboard, monitor 
and mouse,” explains Albert.

However, if employees are 
not provided with the proper training and information, they may 
not know how to adjust their chairs, for example, or create a workplace that does not put 
strain on them.

“[Employers] don’t want to just provide individuals with equipment or change workspaces 
in a way that is not specific to them, because then they have a potential duty-of-care 
issue,” adds Vickery. “The duty of care, required through health and safety legislation, is 
to focus on that individual assessment and make that gateway into the individual having 
any changes.”

W o r k p l a c e  g a d g e t s
A popular request from employees is for the latest technology that they believe will help to 
relieve aches and pains, but without actually carrying out any assessment first. “One of the most 
common requests is for the latest ‘gadgety’ mouse because somebody has pins and needles,” 
says Vickery. “Quite often, that device will make things worse; that’s why it is important to make 
sure things aren’t just ‘doled out’ and that proper assessments are done before spending and 
providing equipment, and before any changes are made.”

Standing desks are also becoming commonplace in offices, but these can come with little 
advice on how often an employee should stand, or how high the desk should be. This equipment 
could make an employee’s problem worse if used incorrectly, so it is crucial that any changes 

are made with the right education 
and training.

The key areas of concern with MSDs are 
back, neck and spine problems, so employers 
should help people to do the right exercise 
to both get them better and to keep them 
well in the work environment, explains Aviva 
UK Health’s Wright. “Allow them to change 
how they work, make sure they are fit for 
being at work, and to and from work,” 
he explains.

An employer should help employees 
by looking at specific tasks and specific 
environments rather than taking a broad-
brush approach to try and make 
everyone do the same thing, 

but there are some generalisations they can make, says Katherine Cran, 
physiotherapist at Bupa. “[Employers] can encourage employees to 
move around and use different positions,” she says. “Things 
such as walking meetings and standing desks are 
becoming more fashionable because they mean 
[staff] can move around during the day.

“Also, encourage employees to take 
care of themselves with things such 
as[bikes-for-work] schemes, or having 
gyms onsite so they can 
do classes at lunchtime.”

Just as key is that 
employers are training 
their staff to assess 
their own workstation 
and working environment 
to ensure they 
are aware of the 
importance of movement 
and preventing 
prolonged postures 

“ WALKING 
MEETINGS 
AND STANDING 
DESKS ARE 
BECOMING MORE 
FASHIONABLE”
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Getting ready 
for take-off

Lifestyle funds and derisking need some careful 
attention as people get close to retirement

T y n a n  B a r t o n  |  F e a t u r e s  e d i t o r
E m p l o y e e  B e n e f i t s
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•  Lifestyle funds gradually move an employee away 
from high-risk, high-return assets into lower-risk, 
lower-return assets as they approach retirement.

•  Following the introduction of the pension 
freedoms, fewer people are buying an annuity, 
which raises the question of whether lifestyle 
funds are an appropriate default strategy.

What are the latest trends in default 
investment strategies? 
bit.ly/1R8xAQC

Need to know

Read also@

pensions

a big loss in their pension pot the closer they get to retirement, 
because they’ve less time to recover that loss again in the 
market. It’s about derisking the closer they get to retirement 
and then getting ready to take their assets and retire.”

The time an employee chooses to start derisking depends 
on their own views, but one of the challenges of lifestyle 
strategies is that employees do not always know when they are 
going to retire. “Different investment houses will have different 
views on their retirement glide path, which would dictate the 
risk return level at the stage [an employee is] in their retirement 
journey,” explains Tilston-Hales. “Typically, people might start 
derisking around 15 to 10 years prior to when they expect 
to retire. The investment strategy can be only as precise as 
people’s own knowledge at the age of 25 as to when they 
might want to retire.”

D i v e r s e  c h a l l e n g e
A default strategy needs to be suitable for a diverse workforce, 
says Paul Todd, director of investment, development and 
delivery at the National Employment Savings Trust (Nest). “One 
investment strategy may be more important for people in their 
20s, but they may need a very different approach when they 
get in to their 40s or 50s, or approach retirement,” he explains.

Pre-pension freedoms, the expectation was that almost all 
employees would buy an annuity as the end-point of a lifestyle 
strategy that would point towards investing in asset classes. 
Tilston-Hales explains: “That meant that the investment mix 
that [an employee] had in their pension pot moved from almost 
100% in equities at the beginning to something that was 
almost entirely in gilts and long-dated gilts because that best 
matches an annuity-type strategy. That makes a lot of sense 
if everyone is going to annuitise, but that strategy makes less 
sense if people want to take all their money in cash, or if they 
want to stay invested in the stock market and draw down 
an income from an invested portfolio.”

Now the industry is questioning if a lifestyle strategy is 
applicable if employees are typically not going to annuitise. 
Nick Dixon, investment director at Aegon, says: “In my 
judgement, lifestyling, where the provider undertakes the 
derisking towards the end of the retirement journey, still has 
a very important role to play. I think it is very important that 
people derisk towards the end of their journey otherwise 
they could be significantly out of pocket just at the time 
that they need that capital.”

With the introduction of the pension freedoms from April 2015, there is a question around 
lifestyle funds as to if they are still appropriate for an employer’s default investment strategy.

A lifestyle fund gradually moves an employee away from high-risk, high-return assets at the 
start of their employment, when they have around 30-35 years to retirement, into lower-risk, 
lower-return assets the nearer they get to retirement. The logic of this investment strategy is 
that when an employee first starts contributing to a pension, hopefully they will be quite young 
and a long way from retirement, so can afford to take on risk at this point.

Becky Tilston-Hales, director, strategic product management at BlackRock, explains: 
“[Employees should] take on the risk early, try and grow their pension pot as fast as they can, 
and then try and reduce the risk as they get nearer to retirement. They’re less able to tolerate 
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Contributing 
to a good catch

Improving pensions engagement means 
harnessing a range of tools and insights 

C e r i  J o n e s  |
F r e e l a n c e  j o u r n a l i s t

Workplace pension provision has been transformed in the 
last few years as employers that previously have not offered 
pensions comply with the auto-enrolment regime. Where 
the scheme introduced the bare minimum, the homogeneity 
of contribution levels means employers must look to other 
features to differentiate their benefits in order to offer 
an attractive package to retain talented staff. In effect, 
contributions of 8% will eventually become the new zero.

Few employers contribute more than the minimum to 
auto-enrolled schemes. In fact, the number of employers 
levelling down their contributions towards staff pensions has 
increased slightly, according to the Department for Work and 
Pensions’ (DWP) Automatic-enrolment evaluation report 2015, 
published in November 2015, which reveals that the average 
amount saved per employee fell from £6,370 in 2012 to 
£4,673 in 2014. Partly, this reflects increased participation 
levels among lower earners, but the proportion of eligible 
savers experiencing some form of levelling down by their 
employers also rose slightly, from 6% before automatic-
enrolment was introduced to 8% in 2014.

A t t r a c t i v e  r e t i r e m e n t  o p t i o n s
However, stumping up higher contribution rates is not the 
only way to mark up a scheme. Some schemes offer the full 
raft of post-retirement freedoms. Around 50% of employers 
have chosen a multi-employer master trust rather than make 
their own arrangements, according to The Pensions Regulator’s 
Automatic-enrolment commentary and analysis, April 2014–March 
2015, published in July 2015, and these schemes increasingly 
offer options at retirement such as income drawdown. Ken 
Anderson, head of [defined contribution] DC solutions at 
Xafinity, argues that it is prudent to offer post-retirement 
services because if members leave at retirement to go into 
a self-invested personal pension (Sipp) 
or income drawdown plan elsewhere, that arrangement 
will carry retail charges, as opposed to lower institutional 
charges, creating a tenfold increase in fees and some very 
unhappy pensioners.

The battle can also be won on user-friendliness and 
compelling financial planning tools. For example, master trusts 
from Aon and Towers Watson include tools allowing members 
to aggregate all their pensions, and other savings that they may 
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•  Pensions differentiation does not have to be all 
about contribution levels. The first step is to help 
employees understand the benefit.

•  Master trusts can provide great tools and the 
complete panoply of post-retirement options.

•  Behavioural science can be harnessed to improve 
pensions engagement, because employees are 
more receptive in certain environments.

How to win employee buy-in for 
pension scheme change
bit.ly/1OlKmVF

Need to know

Read also@

pensions
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Clive Lewis is head of enterprise at 
the Institute of Chartered Accountants 
in England and Wales (ICAEW)

Many employees are unconcerned 
about the value of their pension 
scheme, if they have a scheme at all, 
until they are close to retirement. 

Indeed, many employees are hard pressed to specify 
the benefits their workplace pension scheme offers.

Two things are changing this situation. First, changes 
to the rules regarding when people can access their 
pension fund, which came into effect in April 2015. 
This means that from age 55 onwards people can 
get access to as much of their pension money as 
they like, when they want it.

Second, the advent of auto-enrolment, making 
it compulsory for all employers to offer a pension 
scheme. The government has set minimum levels 
of contributions that must be paid to the workplace 
pension scheme by the employer and employee.

These changes are a golden opportunity for 
employers to emphasise the benefits of a staff pension 
scheme at a time when the topic is constantly in the 
media. With the labour market tightening and good 
staff in short supply, a staff pension scheme will be 
viewed as a significant additional benefit. Such 
schemes may also prevent existing staff from leaving 
for other employment. This is particularly the case 
if the scheme provides benefits better than the 
auto-enrolment scheme.

One message employers need to emphasise is that 
with staff likely to be working until their 70s, pension 
contributions by an employee in their 20s have nearly 
50 years to accumulate benefits. This is a compelling 
argument that employers need to make.

In this scenario, for example, investment funds would 
be selected on behalf of each member.

Perhaps the industry is heading to a place where pension 
providers and consultants should give up trying to help 
members make informed decisions and actually make 
the decisions for them

want to use for funding their retirement, and in this way come up with creative strategies such 
as individual savings accounts (Isas). Members also receive guidance on the most tax-efficient 

order in which to encash various investment holdings.
In communication terms, understanding of behavioural science is improving all the time. 

Mark Rowlands head of DC services 
at Mercer, says: “One of the reasons 
pensions communications fail is that 
people are hit by 2,500 marketing stimuli 
per day. We need to cut through the noise 
of too much information, and then 
empower people to take action.”

He explains that Mercer is working 
with behavioural science expert Shlomo 
Benartzi to explore ways to overcome 
employee inertia. One central tenet is 
that any call to action must include an 
opportunity to sign on the dotted line 
there and then. If, on the other hand, 
employees attend a pension seminar and 
come out saying they need to increase 

their contributions, then unless they can sign up immediately, evidence suggests that six 
months down the line only 14% will have done so.

Auto-escalation also works particularly well if employees are asked to agree to automatic 
increases in contributions in the month of January, something behavioural scientists call 
‘fresh-start syndrome’. Individual communications on birthdays are similarly effective.

Responsiveness also varies according to the time of day. Employees are typically more 
receptive to ideas in the afternoon compared with the morning when they often arrive 
at the workplace with a pre-set list of things to do.

I m p r o v e  p e n s i o n s  u n d e r s t a n d i n g
Tessa Wishart, senior consultant at Towers Watson, says: “There is so much in the press about 
pensions, but this does not mean people understand it. The job of employers is to help people 
get to grips with understanding pensions generally.”

That includes hikes in the state pension age and other changes such as the disappearance 
of the ability to inherit a spouse’s state pension, which could come as a shock to women who 
have not built up a pot for themselves.

“People need very simple steps, and not to be overwhelmed with information,” adds Wishart. 
“Pensions are not the number-one attraction that makes a person work for a specific 
[organisation] but if positioned as part of a deal and as part of the brand of an organisation, 
then employees will value it.”

Others have noticed a marked shift in perceptions about pensions as a benefit, however. 
Damian Stancombe, partner at Barnett Waddingham, says that a straw poll the firm conducted 
at a National Association of Pension Funds (now the Pensions and Lifetime Savings Association) 
event suggests that the standing of pensions for attracting and retaining staff has fallen back 
from its previous position as second only to holiday entitlement, as people now have more 
here-and-now issues, such as debt and concern about keeping their jobs.

Lee Hollingworth, head of DC consulting at Hymans Robertson, says: “A complete change 
in approach is required. The sooner it’s accepted that the majority of employees will never 

fully engage with their pension and make informed decisions, the sooner we can move 
on to an effective ‘help-me-do-it’ approach.”

“ COMMUNICATIONS 
ABOUT PENSIONS 
FAIL BECAUSE 
PEOPLE ARE HIT BY 
2,500 MARKETING 
STIMULI PER DAY”
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Viewpoint

Assessing the impact of workplace pensions: the employee’s view
(Source: Workplace pensions report 2015, Scottish Widows, September 2015)

Small (10-49 employees)

My workplace pension scheme is a major incentive 
to remain with my employer

Employer contributions are the main factor driving my decision to save 
into my company pension scheme, as opposed to other savings options

Small (10-49 employees)

Medium (50-249 employees) Medium (50-249 employees)

Large (250+ employees) Large (250+ employees)

10% 

20% 

39% 62% 

58% 

39% 
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Workplace 
Savings Guide
How employers are helping employees 
prepare for retirement and the role EBCs, 
financial advisers, providers and fund 
groups are playing.

Workplace savings is at the centre of the debate 
about the future of retirement income and the 
emergence of a new savings culture in the UK. 

Platforum’s Workplace Savings Guide helps pension 
providers, fund groups and technology companies  
to keep up to date with this changing market. 

The research builds on Platforum’s past coverage  
of workplace savings and allows firms to:

•   Benchmark growth of workplace savings  
platforms in 2011, 2012, 2013 and 2015

•   Identify what is influencing fund selection  
and how it is changing

•   Understand the current and perceived future  
role of the employer, the EBC and the corporate 
adviser in the at-retirement moment

•   Understand how employees are making  
decisions in the run-up to retirement

FOR MORE INFORMATION CONTACT JUAN MARCHENA  
ON 020 7970 4165 OR EMAIL JUAN@PLATFORUM.CO.UK 

NEW 
RESEARCH
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Default investment 
that is fit for purpose

J e n n y  H o l t  |  H e a d  o f  i n v e s t m e n t
S t a n d a r d  L i f e

Key issues to address so default investment strategies 
result in good outcomes for members 
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i n  a s s o c i a t i o n  w i t h

With the majority of defined contribution (DC) 
pension scheme members using their scheme’s 
default investment solution, ensuring this is fit for 
purpose is vital for employers. There are several 
key issues that they must address to ensure their 
scheme’s default investment strategy results 
in good member outcomes.

H o w  h a v e  A p r i l  2 0 1 5 ’ s  p e n s i o n 
r e f o r m s  d r i v e n  c h a n g e s  t o  d e f a u l t 
i n v e s t m e n t  s t r a t e g y ?

The new pension freedoms are driving a lot 
of employers to look again at what they, in some 
instances, have only recently put in place to ensure 
these continue to be suitable given how members 
are now behaving, which is quite different to before.

Most employers have implemented either 
a lifestyle profi le or a target date fund, which 
allow for de-risking as the employee approaches 
re  rement. They tend to have a growth phase 
asset mix and then a glide path asset mix. The 
pension freedoms do not necessitate a change 
in the growth phase because, while members are 
s  ll paying in and are not in the years approaching 
re  rement, the aim is to maximise returns for 
a given level of risk. So most of the focus has 
been on the glide path stage.

We are now in a situa  on where we an  cipate 
far fewer people will buy an annuity and they have 
got a much wider range of op  ons. For employers 
to try to guess what the majority of their employees 
will do is diffi  cult given we are less than a year in, 
and it also carries some risk.

The glide path is really important and, in most 
instances, probably does need to change for the 
majority of schemes.

W h y  i s  f u t u r e  p r o o f i n g  a  d e f a u l t 
i n v e s t m e n t  s t r a t e g y  s o  i m p o r t a n t ?

Having a default with a structure that allows 
ongoing changes to be made is really important. 
Those changes can be driven in economic 
conditions, in customer behaviour or further 
legislative change. That is a real advantage from 
an employer’s point of view because it means that 
as things change it is not constantly having to 
think about changing or reviewing its default if it 
knows, for example, that its provider will be taking 
on that responsibility.

You then avoid the situa  on we have got at 
the moment where, for many schemes, they have 
got members going into modern fl exible future 
proofed solu  ons, but they have got some exis  ng 
members who are stuck in older-style solu  ons, 
which do not have that fl exibility built in.

H o w  c a n  e m p l o y e r s  w o r k  w i t h 
t h e i r  p r o v i d e r  t o  e n s u r e  t h e  b e s t 
m e m b e r  o u t c o m e ?

There are questions employers can be asking 
about the default solution they are putting in place 
for new members.

These include: what does the glide path shape 
look like? What ongoing governance is provided? 
What level of fl exibility and future proofi ng is in 
there? What op  ons are there beyond the default? 
Does the provider have other op  ons that target 
diff erent outcomes, so people who do s  ll want 
to buy an annuity or those who are focused on 
drawdown can do so? What can providers do 
to support communica  ons and engagement 
strategies with employees?

The other aspect is around what services 
providers can off er employers to help them manage 
diff erent popula  ons of employees who may be in 
diff erent legacy default solu  ons. That is the key 
challenge for the industry at the moment.

H o w  c a n  e m p l o y e r s  i n c r e a s e  s t a f f 
u n d e r s t a n d i n g  o f ,  a n d  e n g a g e m e n t 
w i t h ,  d e f a u l t  i n v e s t m e n t s ?

It would be good to see employers doing more 
or playing their part in employee engagement 
because with the best will in the world, there is 
probably still a lot of distrust of financial services 
organisations among employees. They either trust 
messages coming directly from their employer or 
with the support or blessing of their employer, so 
they can add a massive benefit there by lending 
weight to that messaging.

If employers have got a really good default 
solu  on in place, for many people that’s a good 
place to be. Employers should not necessarily 
encourage a lot of people to go down the self-
select route. It is probably unrealis  c to expect 
a lot of people to want to engage to that level and 
there are probably only a small number that have 
got the knowledge and skillset to do that to 
a level of success.

It is about ge   ng the balance between giving 
people enough choice to allow them to fi ne tune 
but in a way that they feel comfortable with and 
that does not overwhelm them with them having 
to make really quite detailed investment decisions 
unless they want to.

S h o u l d  e m p l o y e r s  s e l e c t  a n  a c t i v e 
o r  p a s s i v e  a p p r o a c h ?

A lot of it will come down to personal 
preference and choice. What drives the majority 
of the return from any investment solution is asset 
allocation. That is something employers should 
focus on when selecting a default: how actively 
managed is that strategic asset allocation? If that is 
the main driver of the return, then who is looking 
after that? How is it being constructed? And what 
is it trying to do?

Beyond the top-level asset alloca  on, the two 
other things that can poten  ally drive outcomes 
are tac  cal asset alloca  on, which you can s  ll 
have even if using passively managed underlying 
funds. The other thing is the underlying stock 
selec  on, which you only get when you are 
using ac  ve managers.

Making sure you have got an ac  vely managed 
top-level asset alloca  on is important, followed 
by passive asset alloca  on, and followed by 
stock selec  on.

With all these things, the proof of the 
pudding is in the ea  ng, so whether performance 
is being delivered for the level of risk that 
is being taken ■
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Floating ideas for 
tomorrow’s workforce
Important changes in the world of work present 

distinct challenges for employers

N i c k  M a r t i n g d a l e  | 
F r e e l a n c e  j o u r n a l i s t

multiple generations in the workforce, says Martha How, 
reward partner at Aon Employee Benefits. “At heart, most 
employees are looking for the same things: fair reward for 
effort and performance, a good environment where 
they are well trained and managed, and to be 
able to see a future for themselves in the 
organisation,” she explains. “That 
said, there are some ‘must dos’ 
in managing a multi-
generational and diverse 

With changing demographics, the abolition of the default retirement age and the rise 
of flexible working, the world of work is undergoing a period of upheaval. Both the composition 
of the workforce and how work itself is undertaken are evolving, presenting both opportunities 
and challenges for employers when it comes to motivating and engaging tomorrow’s employees.

M u l t i p l e  g e n e r a t i o n s
Employers need to give 

particular thought to 
how they handle 

the issue of 
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•  Changes in society and legislation mean 
the traditional workforce is changing.

•  Flexible working and health and wellbeing 
benefits will increase in prominence.

•  Benefits schemes can help by giving 
employees greater choice.

How can the workplace 
motivate staff?
bit.ly/1NwJlOG

Need to know

Read also@

motivation
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to
c

k
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Stott and May provides motivation with an engaging workplace

Recruitment business Stott and May has gone out of its way to ensure the office is not just seen as a place of work 
as it seeks to appeal to a modern workforce.

The firm’s London office is decorated in a Charlie and the Chocolate Factory theme, while its New York equivalent 
is themed around Alice in Wonderland. There is also the 
boardroom, now known as the ‘inventing room’, where 
people can write ideas on the walls, in an attempt to 
stimulate creativity.

Stephen Stott, chief executive officer, says: “Everyone is 
given the opportunity to contribute, even to the aesthetics 
in the office, so it feels like an extension of their life outside 
work, and that’s helped to ensure there’s a real community.”

The business has also looked to bring staff of all 
generations together with benefits that include free 
breakfasts for all employees, a table-tennis table that staff 
of all ages regularly use, and other team-based challenges.
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motivation

Case study | Stott and May

workforce, around offering flexibility and choice over as 
much of the reward deal as possible, and communicating 
with employees regularly.”

From a career development perspective, employers need 
to think about what will excite, surprise or develop a feeling 
of trust from employees, and again this differs by 
generation, says Dr Sue Paterson, co-author of The Fear-Free 
Organization: Vital Insights from Neuroscience to Transform your 
Business Culture. “A graduate or young recruit needs to be 

excited by the job he or she has chosen, so should not be 
asked to do only the mundane jobs,” she says. “A working 

[parent] needs flexibility to do [their] job and look after [their] 
family well, while a late career worker needs to avoid getting 

tired and stale.”
Employers may need to adapt how they manage the various 

generations, says Dilys Robinson, principal research fellow at the 
Institute for Employment Studies. “Baby boomers, for example, tend 

to be more loyal to their employer, work hard and have a longer-term focus, 

whereas 
more recent 

generations (Y and 
Z) have grown up with 

fast-moving technology and instant 
communication, so their focus tends to be 

shorter term,” she explains. “This has implications for 
feedback; baby boomers like to know they’re on track but 
don’t need frequent communication, while much younger 
people like much more frequent reassurances.”

The concept of team coaching can be useful in helping 
to make different generations feel valued, as well as improving 
and sharing knowledge, says Angela Jowitt, an executive 
coach at Ashridge Executive Education, Hult International 
Business School. “More experienced team members have 
the opportunity to mentor, to share their experience and 
knowledge, which often leads to them feeling valued,” 
she explains. “It’s also likely to appeal to the younger 
generation because it does not rely on a hierarchy 
for the process to work.”

F l e x i b l e  w o r k i n g
Offering flexibility around working hours will undoubtedly form 
part of any employer’s attempts to juggle multiple generations. 
Bill Alexander, chief executive officer at Red Letter Days for 
Business, says: “Trends show employees want more flexibility 
from their working day and motivation strategies in the future 
will reflect this concept. Self-governance is very 

of UK employees 
say their employer has 
a responsibility to look 
after their health and 
wellbeing (Source: Onepoll 

research carried out for Bupa, 

January 2015)

of employees would feel 
more productive if they 
felt happy and well at 
work (Source: Onepoll research 

carried out for Bupa, January 2015)

85%

60%
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Dr Shainaz Firfiray 
is an assistant professor of 
organisation and human resource 
management at Warwick Business 
School at the University of Warwick

A major challenge that managers 
face in contemporary workplaces 

is motivating employees. However, the inducements 
that motivate are unique for every individual. As 
employers are instinctively concerned about meeting 
their business objectives, it is worthwhile for them to 
strike meaningful relationships with their employees 
and together identify the things that help their 
employees achieve their personal goals and 
aspirations, as well as meet business objectives. 
Some of the things that motivate employees 
include factors such as responsible leadership, 
career advancement, recognition, and the nature 
of the job.

Being attentive to the issue of employee 
motivation is important for a variety of business 
reasons. Having responsible leaders can serve as 
a motivational tool by communicating organisational 
norms and values. If leaders maintain good relations 
with their staff and treat them fairly, this may improve 
performance levels and loyalty. Also, most employees 
today want to be recognised for their work and are 
constantly looking for ways to improve their skill 
sets and aptitudes. When employees receive such 
developmental opportunities, in line with the norm 
of reciprocity, they not only become more committed 
to the organisation but are also more likely to stay.

Several studies on generational differences have 
suggested that the needs of younger workers are 
different from those of older workers. As younger 
people are less likely to have outside obligations, 
they are primarily motivated by personal growth 
and new learning opportunities. On the other hand, 
workers approaching the end of their careers may 
not be as interested in developmental opportunities 
as in the opportunity to flexibly arrange work and 
non-work obligations.

Finally, motivational incentives need to be 
carefully designed to fit the requirements of different 
generational groups. While this is an approach 
employers might be unwilling to embrace, when it 
comes to incentive schemes one size rarely fits all.

motivating to an individual, no matter what level they’re at or what role they play within 
their organisation.”

This issue is only likely to become more important for tomorrow’s workers, as more employees 
struggle to balance looking after both children and older relatives. Ben Black, director of My 
Family Care, says: “A multi-generational and modern workforce will need a culture that 
understands its particular needs and desires. This will need to be backed up by a benefits 
strategy that helps put practical support in place to make sure work and family really can work.”

Back-up care schemes, help with finding childcare and eldercare, and employee assistance 
programmes can help here.

Health and wellness is also starting to feature high on the agenda for both employers and 
staff, and this will only become more important in the future. However, this needs to go beyond 
facilitating access to gyms and offering healthy food in the canteen, explains Ben Moss, 
managing director at Robertson Cooper. “We talk about six essentials that need to be in place 
for employees and organisational cultures to really thrive, including working relationships, 
control, well-managed change and having the right resources and communications in place to 

do the job well,” he says. “These are key 
characteristics that can block or enable 
wellbeing, engagement and motivation.”

R e w a r d i n g  e a c h  g e n e r a t i o n
Underpinning all these wider initiatives 
should be an effective employee benefits 
package that allows employees to choose 
what matters to them. Joanne Abate, 
assistant vice-president, global benefits 
and insurance programs at Unum, says: 
“Employers must start by promoting an 
ageless culture that treats and rewards 
each age group equally. But it is also 
important to evaluate the needs and 
motivations of workers at different life 
stages. For example, support around ill 
health becomes increasingly important 
as we get older, while younger workers 
might be more interested in softer 
benefits such as gym membership 
and flexible working.”

Some employers are already offering 
staff a greater degree of choice, on the 
understanding that they cannot have 
everything, says Deborah Rees, director 
of consulting at Innecto. “A few years 
ago, proper [flexible benefits] was the 
prerogative of larger organisations that 
had a big workforce but we’re now seeing 
some new players that are able to offer 
micro- and mini-businesses a really 

impressive flex package,” 
she says.

There is also 
a particular focus 

from generation 
Y on 

technology, 

“ EMPLOYERS MUST 
START PROMOTING 
AN AGELESS 
CULTURE THAT 
TREATS EACH AGE 
GROUP EQUALLY”
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Viewpoint

motivation

63%
of employees think their working 

life may be having a negative 
impact on their health (Source: 

Onepoll research carried out for Bupa, 

January 2015)

but this has to be of a good enough standard to enable 
employees to work or manage their personal lives effectively 
while on the move. Yet, despite all the talk of tailoring 
a strategy to suit different ages or stages of life, there are some 
basics that will always remain essential in motivation. Gayle Wiley, 
chief people officer at telecommunications firm Lifesize, says: 

“Recognition is a key motivator for employees. This may 
be as simple as praising staff in team meetings or 

a handshake and ‘thank you’ from a leader. Ultimately, 
employees who feel valued and happy within their 
team will almost certainly work harder. The little 
things can make the difference.”
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* Direct access to treatment funded by health insurance is subject to the member’s underwriting terms. Pre-existing and chronic conditions are usually excluded. 
Unless you have a Bupa EAP which provides 24/7 access, this service is offered on an opt in basis at the point of renewal. †We may record or monitor our calls.

Bupa health insurance is provided by Bupa Insurance Limited. Registered in England and Wales No. 3956433. Bupa Insurance Limited is authorised by the Prudential Regulation Authority 
and regulated by the Financial Conduct Authority and the Prudential Regulation Authority. Arranged and administered by Bupa Insurance Services Limited, which is authorised and 
regulated by the Financial Conduct Authority. Registered in England and Wales No. 3829851. Registered office: Bupa House, 15-19 Bloomsbury Way, London WC1A 2BA.

Because mental health 
matters can’t wait
To help businesses address the impact of mental health, 
we’re making it easier for employees to get the mental 
health support and treatment they need. Instead of visiting 
their GP first,* employees who are worried or experiencing 
symptoms can now call our specialist team directly.

Find out more – speak to your Bupa account 
manager or intermediary partner or call us on 

 0345 30 30 830† 
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Local colour is 
a core competency

Need to know

global 
reward

Looking after employees’ health across 
a global workforce can present a number of 
challenges. As well as ensuring a consistent 
approach, any benefits and initiatives need 
to be relevant to employees to ensure they 
are valued and engaging.

Most international firms will have a global 
strategy but allow local regions to bespoke 
this, says Matthew Lawrence, head of broking 
and health and risk proposition at Aon 
Employee Benefits. “The key health and 
wellbeing issues – cardiovascular health, 
cancer, diabetes and mental health – are the 
same everywhere but, when you come down 
to a country level, differences such as 
healthcare provision, regulation and culture 
will affect what an organisation can offer 
its employees,” he explains.

For example, while a UK employee is used 
to seeing their GP for free, cross the sea to 
the Republic of Ireland and an appointment 
will cost €50 plus. Similarly, countries such 
as the Netherlands, France and many of the 
countries in the Middle East have mandatory 
health insurance, which will need to be 
taken into consideration when designing 
benefits schemes.

L o c a l  a p p r o a c h  t o  h e a l t h c a r e
These differences in healthcare provision 
make a one-size-fits-all approach impossible 
for a global organisation. The rules and 
regulations in each country must be reflected 
when putting together a global package, says 
Damian Lenihan, sales director at Aetna 
International. “An organisation may still be able 
to negotiate terms on a global basis to take 
advantage of economies of scale, but it’s 
essential to involve local teams in the benefit 
design,” he adds.

Culture will also affect what an employer 
offers on a local level. Although globalisation 

has helped to remove some of the differences 
between nationalities, there are still some 
important things to look out for when it 
comes to health. For instance, while Western 
medicine is the norm in North America and 
Europe, travel to the Far East and 
an employee may be more 
likely to be offered 
traditional Chinese 
medicine such as 
herbal medicine 
and acupuncture.

Differences can 
be more subtle 
too. Sarah 
Dennis, head 
of international 
at The Health 
Insurance 
Group, says: “In 
the UK, a GP 
would tell [an 
individual] to 
take a couple 
of paracetamol 
if [they] had 
a cold; in the US 
they would send 
[the person] for 
tests to check it 
wasn’t another 
condition. These 
differences need to 
be reflected in any 
health and wellbeing 
information and benefits 
[an employer] provides.”

But, while local differences 
can still affect what is provided, 
technology is making it easier to 
take a global approach with some 
health and wellbeing initiatives. 

Understanding regional differences is a vital 
part of a global wellbeing offering

•  Local differences, including state healthcare provision, 
insurance regulations and culture, will affect how 
a global health and wellbeing strategy is applied in 
different countries.

•  As well as improving employee health, global wellbeing 
challenges can encourage greater teamwork and underline 
the organisation’s commitment to its workforce.

•  Language differences and regional events should be 
taken into account when global wellbeing programmes 
are being arranged.

S a m  B a r r e t t  | 
F r e e l a n c e  j o u r n a l i s t

Read also@
How is the management 
of global reward changing?
bit.ly/1NUKOQD

im
a

g
e

s:
 i

S
to

c
k

36
  |January 2016|

employeebenefits.co.uk/global-reward

EB_010116   36EB_010116   36 11/12/2015   11:0911/12/2015   11:09



Meanwhile, technology is set to play an even larger role 
in organisations’ healthcare strategies, says Lawrence. 
“Technology is available now that can track [an employee’s] 
health and alert [them] if something changes that could 
indicate a problem,” he explains. “It’s baby steps at the 
moment but it could potentially become part of an 
organisation’s approach to looking after the health 
and wellbeing of its employees.”

The internet, apps and wearables can easily 
override any cultural or language issues.

Running a wellbeing challenge across a global 
workforce has a number of benefits above and 
beyond improving employee health. The Global 
Corporate Challenge, for example, pits teams of 
seven against one another to walk the furthest 
distance in 100 days. Emily Sowden, European 
marketing manager at the Global Corporate 
Challenge, explains: “Offering a wellbeing 
initiative to a global community of employees can 
foster teamwork across an organisation, as well 
as highlighting the organisation’s commitment to 
its employees and their health. This can have 
a huge impact on engagement and productivity.”

But, while it is becoming easier to take a global 
approach to wellbeing, the local approach is still important. For example, using the local language 
can drive up participation rates. It is also prudent to be mindful of any regional events or local 
conditions that might affect employees taking part. For example, in 2015 GCC launched an 
event in September to better suit employees taking part in the southern hemisphere.

Global insurer Zurich employs around 55,000 
people in more than 170 countries. Although it 
has a global strategy to create an environment 
where employees feel their health and wellbeing 
is supported by the organisation, the delivery 
is determined by the specifics of each country.

Georgina Farrell, head of UK HR at Zurich, 
says this local focus is essential. Before taking 
up her role in the UK, she worked in HR for 
Zurich in Asia and the Middle East. “Cultural 
differences mean it’s impossible to have a 
one-size-fits-all approach. For example, in the 
UK the average length of service is 13 years, 
whereas in the Middle East it’s around half 
this, so [it] needs a much less rigid approach 
to benefits,” she explains. “[We] also need 

to consider any issues around healthcare 
provision on a local level to ensure employees 
get the most out of any initiatives.”

Farrell has run a number of health and 
wellbeing initiatives in the UK, sometimes 
even varying these from office to office. These 
have included a wellbeing week, Zurich’s StepZ 
challenge, which involved cycling and swimming 
as well as walking, webinars with mental health 
charity Mind on removing the stigma around 
mental health, and a weight-loss challenge.

But, while interpreting Zurich’s health and 
wellbeing strategy locally enables the 
organisation to reflect cultural and health 
differences, it is looking to run some of its 
initiatives on a global basis. “The StepZ 

challenge was held across many of the countries 
in which Zurich has a presence and we’re now 
looking to see whether we could coordinate 
a broader programme to encourage more global 
interaction,” says Farrell.
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Case study | Zurich

global 
reward

Global wellness programmes reported 
as commonly provided (% responding)
(Source: Aon Hewitt 2016 Global medical trend rates, November 2015)

Education programmes

Coaching programmes 

Wellness interventions

Advanced assessment programmes 

Detection

70% 

80% 

40% 

71% 

13% 

69% 

42% 

66% 

33% 

66% 

All employers
Progressive employers (employers of choice in each)

“ IN THE US THEY 
WOULD SEND A 
PERSON WITH A 
COLD FOR TESTS 
TO CHECK THAT IT 
WASN’T ANOTHER 
CONDITION”

Zurich takes a country-specific approach to employee health and wellbeing
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As a large global hospitality organisation, the InterContinental Hotels Group (IHG) ensures 
that it has a benefits strategy in place that supports the business goal of delivering value through 
preferred brands and talented people.

IHG has almost 4,900 hotels worldwide that are either franchised, owned or managed by the 
organisation, and its UK operations, with 1,800 employees, consists of its corporate offices, 
hotels and reservation office.

IHG’s strategy is to create value through its Winning model, which has five parts: preferred 
brands delivered through its people; build and leverage scale; a strong brand portfolio and loyalty 
programme; effective channel management; and superior owner proposition.

IHG believes that having a strong portfolio of preferred brands, which includes Crowne Plaza, 
Holiday Inn, and Hotel Indigo, is fundamental to its success. Rafael Gonzalez, director, 

Benefi ts 
of people power

InterCon  nental Hotels Group is working 
on a benefi ts strategy that supports its brands

T y n a n  B a r t o n  |  F e a t u r e s  e d i t o r
E m p l o y e e  B e n e f i t s

compensation and benefits, Europe, says: “The key essence 
is our people. We are a service organisation, and it’s about the 
experience the guests have. The first impression they will get is 
through our people, so it is about making sure we can deliver 
an excellent service through our people, for our guests.”

The people element is clearly a key part of IHG’s business 
approach. Gonzalez explains that developing talent and ensuring 
it has the right people in the right roles is crucial. “We have a set 
of behaviours that define how we interact with our guests and 
colleagues, and call them our Winning Ways: do the right thing, 
show we care, aim higher, celebrate difference and work better 
together,” he explains. “I think they’re self-defining but we do 

At a glance | IHG

InterCon  nental Hotels Group (IHG) is made up 
of around 4,900 hotels worldwide, either owned, 
managed or franchised by the organisa  on. It has 
around 1,800 employees in the UK, working across 
corporate offi  ces, reserva  ons and hotels. Its 
employee base in its corporate offi  ces is 58% 
female, with 38% under 30, and 28% under 40. 
In reserva  ons it is 72% female, and there is a 
50/50 split in hotels. The average length of service for 
corporate employees is six-and-a-half years, while in 
reserva  ons it is nine years, and three years in hotels.

employer
profile
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@ Read also
Anglian Water taps into its own resources 
for staff benefits
bit.ly/1Q0V1el

EB_010116   38EB_010116   38 11/12/2015   17:5111/12/2015   17:51



Rafael Gonzalez • director, 
compensation and benefits, 
Europe • IHG

Rafael Gonzalez, is director, 
compensation and benefits, Europe. 
He joined InterContinental Hotels 
Group (IHG) in 2011 as manager of 

compensation and benefits in its Dubai office, and 
moved to the UK in 2013. Gonzalez joined IHG with 
a wide breadth of experience, having begun his HR 
journey in training, and moving through HR and payroll 
systems, talent development, and then compensation 
and benefits. He also brings geographical diversity, 
having worked in the Americas, Belgium, Dubai and 
now the UK.

•  To con  nue to deliver a benefi ts strategy that 
supports its brands.

•  A possible merger between two compe  tors will 
create a larger group than IHG, but it sees this as 
an opportunity to remain compe   ve.

Career historyBusiness objectives

lead through those five Winning Ways and make sure that we 
are working better as a team by going back to them, and saying 
‘are we doing the right thing for our employees, for our owners 
and for our guests?’.”

IHG has also developed its BrandHearted culture to help 
employees consistently deliver value for each of its brands.

R o l e  o f  b e n e f i t s
Gonzalez believes that it is important to have a strong 
philosophy and employee value proposition that helps staff 
focus on the total reward on offer at IHG in comparison with 
other employers, even down to the subsidised coffee shop 
in its head office. “It’s having that overarching view, and when 
[we] talk about benefits [we] have to showcase it to employees 
to help them understand,” says Gonzalez. “For example, we 
have a gym onsite at no additional cost to employees, and we 
have classes that are run through the gym. It’s trying to have 
the right breadth of them so that you are relevant for your 
employee base. To fulfil our guests’ expectations we have to 
make sure our benefits are supporting our business to drive 
that forwards.”

As a hotel group, it is unsurprising that one of the most 
relevant benefits IHG offers is its discounted room rate for staff. 
All employees are able to utilise the network of 4,900 hotels, 
and Gonzalez explains that it is an effective way for employees 
to gain a good 
understanding 
of how the 
business 
operates 
and how it 
provides value 
for guests.

“It is a very 
used benefit,” 
Gonzalez says. 
“Being in the 
hospitality 
industry, it is 
something 
that is linked 
back to us.”

IHG runs a global employee engagement survey, which 
includes questions about satisfaction with benefits. Its 2014 
survey revealed that more than 70% of employees in Europe 
agree that the benefits are as good or better than those offered 
by competitors.

IHG piloted a bikes-for-work scheme in 2015, and will be 
opening it to all corporate employees in January 2016, through 
Evans Cycles. 

IHG uses a range of methods to communicate its benefits 
to staff. In November 2015 it held benefits fairs in one of its 
corporate offices to showcase the entire package to staff and 
remind them of what is available. “Sometimes what we’ve seen 

happen is, with long-standing employees, they look at their 
benefits when they join the company, they make their decisions 
on what they will use and then put that aside, then two or three 
years down the line their reality has changed; for example, 
childcare vouchers weren’t useful back then, but now all 
of a sudden they are.”

IHG has to consider communications for both its hotel 
population and its corporate population. “It has to be varied in 
the way we communicate to those [groups],” explains Gonzalez. 
“We have a corporate intranet, and we utilise that to store and 
share documents that relate to our benefits for our employees 
to then be able to refer back to at any point in time. We have 
a platform called Thinking Benefits delivered through Personal 
Group, that helps us to bind together our core benefits with 
our additional benefits into one platform, to help with 
communication. That’s supported by booklets delivered to 
employees on their join date.”

The employer also sends regular e-newsletters to corporate 
employees, and for hotel-based employees it uses posters and 
other messages.

In a competitive environment, IHG recognises its future 
challenges. “The markets are delivering better performance 
than we have seen in the past years, but we have to make sure 
that we continue to efficiently deliver our strategy, and, from 
a benefits perspective, maintain and support that for [talent] 
attraction and retention,” says Gonzalez 

P e n s i o n s
�  Trust-based defined 

contribution scheme 
for all corporate 
employees.

�  InterContinental Hotels 
Group (IHG) auto-enrolled 
staff in September 2013. 
The scheme received 
the Pensions Quality 
Mark in 2014.

H e a l t h c a r e
�  Private medical 

insurance, employer-
paid through a 
healthcare trust. 
Employees can pay 
to include family 
members.

�  Dental benefit available 
through healthcare trust.

�  Eyecare vouchers.

C o m p a n y  c a r s
�  Cars or cash alternative 

for senior employees or 
business-need drivers.

F a m i l y  f r i e n d l y
�  Employee discounted 

room rate.
�  Friends and family 

discounted room rate.
�  Flexible working at 

offices and hotels.
�  Home working at 

managers’ discretion.
�  Childcare vouchers.

H o l i d a y s
�  25 days.

V o l u n t a r y  b e n e f i t s
�  A voluntary benefits 

scheme.
�  Discounted new or 

used cars for all 
employees.

�  Discounted Hewlett-
Packard products 
through partnership deal.

�  Season-ticket loans.
�  Bikes-for-work scheme.

R e c o g n i t i o n 
s c h e m e s
�  Long-service award 

that recognises one, 
five, 10, 15 and 20 years 
of service.

�  Bravo Awards, which  
recognise employees 
with a financial incentive.

“ WHEN WE TALK 
ABOUT BENEFITS 
WE HAVE TO 
SHOWCASE IT 
TO EMPLOYEES 
TO HELP THEM 
UNDERSTAND”

employer
profile
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Employee assistance
takes the pressure off

D a v i d  P r i c e  |  G r o u p  d i r e c t o r 
H e a l t h  A s s u r e d

Greater partnership working is required
between EAP providers and employers
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“ EMBEDDING 
HEALTHY 
WORKING 
PRACTICES, 
EDUCATION 
AND TRAINING 
ARE CRITICAL”

iS
to

c
k

•  Stress-related absence has increased

•  There has been a year-on-year increase 
in low-level mental health problems

•  60% of stress-related calls to EAPs have 
been work related

•  77% of people accessing EAPs require 
counselling support

Key points

Stress-related absence levels  are on the rise, 
as some working environments continue to put 
pressure on individuals. Modern technology can 
clearly prevent individuals from switching off, 
longer working hours and high operational 
demands on individuals can take precedence 
over personal wellbeing.

All of these factors take their toll on an 
individual and, ul  mately, result in high stress 
levels, poor produc  vity and absence. There is 
a strong correla  on between stress-related absence, 
mental health problems and presenteeism, which 
have knock-on eff ects to an organisa  on, which 
can fi nd itself faced with escala  ng absence costs 
and poten  al li  ga  on from employees for work-
related stress.

In order to mi  gate these issues, support 
structures need to be in place within any 
organisa  on. Embedding healthy working prac  ces, 
educa  on and training are cri  cal. By working with 

employee assistance programme (EAP) providers, 
occupa  onal health and HR, a well-rounded 
service can be provided, maintaining appropriate 
boundaries is key, while recognising support and 
rehabilita  on can be off ered by such channels 
individually or in partnership.

Addi  onally, psycho-educa  on in the workplace 
can improve understanding of mental health 
concerns and result in a more suppor  ve workplace 
culture. This helps to promote wellbeing and 
diversity, but also addresses presenteeism, supports 
returns to work and enhances crea  vity, resilience 
and interpersonal skills in the workplace.

EAP have been shown to reduce absence levels, 
improve individuals’ abili  es to cope with the demands 
of their job and promote posi  ve a   tudes among 
employees. Health Assured research, published in 
October 2015, which surveyed 944 managers and 
employees, found 79% of manager respondents have 
seen an increase in the number of male employees 
ci  ng anxiety and stress as reasons for absence.

More than two-thirds (68%) of male employee 
respondents say they have been reduced to tears 

as a result of feeling stressed or anxious at work. 
Just under three-quarters (71%) also regret not 
coming forward sooner about their mental health.

Counselling accounts for 77% of the usage of 
EAP services, which has risen over the past three 
years. In the last two years, there has also been 
a year-on-year increase in the number of calls rela  ng 
to mental health problems, such as stress, anxiety 
and depression.

These have been related to emo  onal, 
employment and fi nance issues. Of these calls, 
around 60% have been work-related.

While outcomes for helping returns to work are 
posi  ve, greater partnership working is required 
between EAP providers and employers in order to 
reduce the s  gma associated with mental health 
issues in the workplace, promote wellbeing and 
encourage a suppor  ve culture for open, posi  ve 
discussions around stress and work-life pressures ■

S u p p l i e d  b y
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We’re honoured to receive the Best Group International PMI Provider award three years in a row at this year’s Health 
Insurance Awards. It’s a terrific vote of confidence in our ability to build a healthier world. And it means so much coming 
from you — the people who trust us enough to recommend our products and services to clients.

Each day, we’re working hard to deliver on the promise of quality health care wherever our members call home. Putting our 
core values of caring, integrity, inspiration and excellence into motion, we are dedicated to transforming health care by 
increasing access, developing innovative world-class solutions and empowering people to live healthier lives. Thank you 
for your faith in our ability to continue this important work.

Aetna International.  
There for your clients.  
Here for you.  

Aetna® is a trademark of Aetna Inc. and is protected throughout the 
world by trademark registrations and treaties. 
Information is believed to be accurate as of the production date; however, it 
is subject to change. For more information about Aetna International plans, 
refer to www.aetnainternational.com.

©2015 Aetna Inc. 
46.12.926.1 A  (10/15)

+44 870 442 2676 
PSSeurope@aetna.com 
www.aetnainternational.com

Aetna International Named ‘Best Group International 
PMI Provider’ for the Third Consecutive Year

That’s three in a row
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S u p p l i e d  b y

An adverse medical diagnosis can be a shock, 
and one that leaves even the most self-reliant 
employees in urgent need of help and reassurance. 
Pa  ents in a foreign country may appreciate help 
to understand their diagnosis more clearly. The 
informa  on can be hard to absorb and a
proac  ve phone call from their insurer’s clinical 
team can clear up any ini  al misunderstandings 
and answer further ques  ons. Once treatment 
begins, pa  ents and their families will be further 
reassured if their insurer is available to ensure 
those aff ected understand how the procedure 
is progressing.

H e l p  d u r i n g  c o n v a l e s c e n c e
Maintaining continuity of care, even after hospital 
discharge, is also vital. Cancer sufferers, for 
example, can feel isolated and confused about 
which medication they need, their treatment 
protocol, and to whom they can turn if they have 
additional questions. Leading insurers provide 
access to clinical staff, sometimes on a 24/7 
basis, to guide patients through this difficult time, 
as well as offering additional emotional support.

Interna  onal employers now demand a more 
holis  c approach to employee healthcare. In 
mee  ng this need head-on, some insurers are 
providing a fl exible product suite, a range of 
self-help tools and incen  ves, as well as proac  ve 
care management and personal security teams. 
Members receive the rounded health and 
wellness support they need and employers maintain 
a healthy and produc  ve workforce. In today’s 
highly compe   ve talent market, it is simply 
essen  al that employers pay close a  en  on 
to the insurer they choose to take care of their 
employees’ health ■

The global nature of  today’s commercial landscape 
has seen organisations expand across international 
boundaries with increasing frequency. The growing 
number of globally mobile employees has led to 
rising expectations of healthcare protection for 
staff members overseas. Poor health trends among 
working populations have the potential to adversely 
affect productivity and many employers are looking 
for health management solutions that are evolving 
to meet their changing requirements.

S u p p o r t  n e t w o r k
Providing emotional and practical support 
through the provision of pre-trip planning for 
chronic condition management as well as 
counselling services are examples of insurer 
services that are highly valued by expatriates. Some 
insurers go further by supporting international 
employees at every stage of the care journey: 
avoiding the need for care, organising the delivery 
of care and the provision of proactive support 
during convalescence.

P r o d u c t i v i t y  a n d  r e t e n t i o n
The focus on employee wellness has increased in 
recent years, due to its direct link with employee 
productivity and retention. The introduction of 
health assessments by insurers and incentive 
programmes that reward healthier behaviours 
have helped to encourage positive changes in 
lifestyle for the mutual benefit of employers 
and employees alike.

Leading insurers are inves  ng in online 
technology such as mobile apps and secure 
websites. Wellness programmes and informa  on 
about managing par  cular condi  ons are 
available and, depending on the insurer, 

an opportunity for a follow-up discussion 
with an insurer’s clinical team.

The personal support and advice off ered 
by some insurers is important too. Being able 
to call pre-trip and speak to a medical team about 
healthcare in their des  na  on country, or get 
a prescrip  on top-up before leaving can help to 
ease the pressure for employees moving abroad. 

O r g a n i s i n g  a n d  d e l i v e r i n g  c a r e 
Technology has also helped speed up access to 
care. Many insurers now have secure websites and 
a suite of mobile applications providing a range 
of functionality. Members can use the technology 
to access healthcare information specific to their 
destination, submit claims online and to find 
specialist healthcare in virtually every country 
in the world.

When treatment is needed, human interven  on 
is, again, important and some insurers provide this 
support from the moment of diagnosis all the way 
through treatment and beyond.

“ INTERNATIONAL 
EMPLOYERS NOW 
DEMAND A MORE 
HOLISTIC 
APPROACH TO 
EMPLOYEE 
HEALTHCARE”

iS
to

c
k

R i c h a r d  d i  B e n e d e t t o  |  P r e s i d e n t
A e t n a  I n t e r n a t i o n a l

Medical insurance is evolving to meet the growing 
demands of employers and their international workforces

Extending 
the care net
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generally start with about 
five employees.

Critical illness insurance 
is popular among employers 
that offer it through a flex 
scheme, so insurers are 
improving products to allow 
greater choice for employees.

Whether critical illness 
insurance is implemented 
on an employer-paid or 
voluntary basis, employers 
should take care to explain 
the cover to employees, 
particularly insurers’ 
definitions of when they 
do and do not pay out. For 
example, although policies 
cover conditions such as 
cancer, this will not 
necessarily include minor 
forms of the disease that 
are not considered to be 
life-threatening

Group critical illness insurance provides a tax-free lump 
sum payment to an employee diagnosed with a serious, 
usually life-threatening illness. A payout is triggered when 
the employee survives the initial event for a specific period, 
usually 14, 28 or 30 days, and is designed to help them make 
necessary adjustments to their lifestyle, such as repaying 
a mortgage, or to fund medical treatment. Payment is made 
regardless of an employee’s recovery period and irrespective 
of whether they can continue to work.

Cover is generally provided as a multiple of salary or as 
a flat benefit. Because it is not intended as a lottery-style benefit, 
modest sums assured between £25,000 and £50,000 are 
popular, especially where employees have the option to flex 
up the benefit and increase cover levels. The average claim 
size was £61,005 in 2014, according to claims data analysis 
by industry body Group Risk Development (Grid) published 
in April 2015.

C o n d i t i o n s  c o v e r e d
The medical conditions covered are determined by the 
critical illness insurer, which usually offers two levels of 
cover. Base cover will include about a dozen of the most 
serious conditions, such as heart attack, kidney failure and 
cancer, while additional cover can add in a further 20 or 
more conditions, including heart valve repair and loss of speech.

The main cause of claim for critical illness insurance in 2014 
was cancer, which accounted for 68% of claims, according 
to Grid. The next most common condition was heart attack.

Employees’ partners and children can also be included 
in critical illness cover, with child benefit usually capped 
at £25,000. Most insurers will not require any medical 
underwriting as long as an employee’s sum assured does 
not exceed £500,000. However, any pre-existing or related 
conditions will not be covered. 

Added-value benefits are common in critical illness policies. 
These include employee assistance programmes and access 
to the second-opinion service Best Doctors, for example.

It is relatively easy to implement critical illness insurance, 
either on an employer-funded or voluntary basis or within 
flexible benefits plans. Insurers will stipulate minimum scheme 
sizes, which depend on the way cover is funded, but they 

Statistics

buyer’s
guide

@ Read also
Why employers should communicate 
the value of group risk benefits to staff
bit.ly/1U6JUiQ

of working adults aff ected by 
cri  cal illness have to make 
lifestyle changes in order 
to cope with the fi nancial 
impact (Source: Sco   sh Widows, 

November 2015)

42%

of working adults have 
a cri  cal illness policy in 
place (Source: Sco   sh Widows, 

November 2015)

8%

Unwrapping 
the packages

Group critical illness insurance can provide vital 
support to help with necessary lifestyle changes

T y n o n  B a r t o n  |  F e a t u r e s  e d i t o r
E m p l o y e e  B e n e f i t s 

What is group cri  cal 
illness insurance?
Group cri  cal illness 
insurance pays a tax-free 
lump sum to an employee 
diagnosed with a serious 
condi  on, such as heart 
a  ack, cancer or stroke, or 
is undergoing a specifi ed 
surgical procedure, such 
as major organ transplant. 
The benefit is paid once the 
employee has survived for 
a set period, typically 14, 
28 or 30 days, and is 
payable whether or not they 
are able to return to work.

Where can employers 
get more informa  on?
Group Risk Development 
represents the group risk 
industry. Its website, www.
grouprisk.org.uk, includes 
informa  on about cri  cal 
illness insurance, as well 
as intermediary and 
insurance contacts.

Who are the main 
providers?
Aviva, Canada Life, Ellipse, 
Generali, Hanover Re, 
Legal and General, MetLife 
and Unum.

The facts
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Early intervention and guidance on little, everyday things through to 
life-changing events – supporting your staff when they need it most.    

By treating mental health with the same urgency as we do physical illness, we can effectively manage issues as soon as 
they arise and prevent them from escalating.

Because it can be tailored to your needs, our clinically-led Employee Assistance Programme can work alongside your 
existing wellbeing programmes, to help your employees and business thrive. 

Unlimited phone support 24/7  
Every call is answered by a fully trained counsellor, 
ensuring immediate clinical support.

Face-to-face counselling sessions 
Up to five face-to-face sessions as clinically 
appropriate. All complex cases will be assessed  
and directed by fully trained psychologists.

Robust management information  
Careful, tailored measurement of every element of 
your programme, providing valuable insight which 
can help shape your wellbeing strategy.

24/7 medical information  
An around-the-clock clinical service line staffed by nurses  
and pharmacists to provide expert medical information.

LifeManagement™ support 
Access to support and guidance on a range of everyday matters, 
such as financial, legal, consumer, family care and housing issues.

Online portal  
A wealth of up-to-date tools, information, guidance and 
accessible support online 24/7.

E-counselling   
Allowing employees to access counselling discretely and 
confidentially at a time and place that suits them. 

Plus

To find out more, please call 0141 553 5000 or visit  
www.axappphealthcare.co.uk/health-services/employee-assistance-programmes

AXA PPP healthcare’s  
Employee Assistance Programme

Prioritise your employees’ mental wellbeing

AXA PPP healthcare, Phillips House, Crescent Road, Tunbridge Wells, Kent TN1 2PL. 
AXA PPP healthcare Limited. Registered Office: 5 Old Broad Street, London EC2N 1AD, United Kingdom. 
Registered in England No. 3148119. Authorised by the Prudential Regulation Authority and regulated  
by the Financial Conduct Authority and the Prudential Regulation Authority.  
© AXA PPP healthcare 2015. We may record and/or monitor calls for quality assurance, training and  
as a record of our conversation.

Benefit from
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Employee assistance programmes (EAPs) give employers an opportunity to support staff, 
particularly during times of financial and emotional stress.

Central to an EAP’s operation is a confidential telephone line. This is available around the 
clock, providing staff with advice and information on a variety of matters, including psychological 
issues, relationship problems, addiction, childcare, eldercare, debt and legal worries.

Most employees will be able to access support by phone or online, but an EAP can also refer 
staff for face-to-face counselling if necessary. This is available in more comprehensive EAPs, 
which may include a series of up to six or eight counselling sessions.

The level of cover will differ significantly depending on the provider; some will only offer 
information-based counselling that will signpost employees to written materials, whereas 
others will offer access to professionally trained counsellors, and legal and debt experts.

Statistics

buyer’s
guide

@ Read also
More buyer’s guides
bit.ly/1irTZcZ

of employees have considered 
leaving their job due to stress 
at work (Source: MetLife Employee 

Benefi ts, March 2015)

37%
of employees fi nd their job 
stressful (Source: MetLife Employee 

Benefi ts, March 2015)

47%
of employees have seen their 
stress levels increase in the 
past year (Source: MetLife Employee 

Benefi ts, March 2015)

48%

Employee assistance 
programmes

The right scheme can help employers to buoy 
up staff with a variety of issues

T y n a n  B a r t o n  |  F e a t u r e s  e d i t o r
E m p l o y e e  B e n e f i t s 

The importance of this support can be seen in data 
collected through Canada Life Group’s EAP, which found that 
the number of depression-related calls increased by 40% in the 
first quarter of 2015, compared to the same period in 2014. 
The data, published in July 2015, also found that one in five calls 
made to its EmployeeCare EAP were regarding mental health 
issues: anxiety, depression and stress. This was a 5% increase 
from 2014.

As well as using an EAP to help safeguard employees’ mental 
health and wellbeing, employers can also benefit from its 
implementation. A healthier, happier workforce means lower 
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buyer’s 
guide

sickness absence rates, increased productivity and higher 
levels of engagement.

S u p p o r t i n g  l i n e  m a n a g e r s
An EAP can also help line managers to deal with any concerns 
they might have about employment issues or the health 
of employees. Some EAPs have even developed specialist 
support for employers, including trauma management 
and mediation services.

A further benefit of EAPs to larger organisations is the 
management information that these are able to yield. As 
long as the scheme is large enough for the data to remain 
anonymous, an EAP can provide an employer with details 
of the service’s usage.

This management information can give the employer an 
insight into potential problems in its workforce, for example, 
high levels of work-related stress, bullying or low morale. 
Armed with this knowledge, it can make changes or adapt 
a health and wellbeing programme to prevent any issues 
from escalating.

M a r k e t  g r o w t h
The recognised benefits of EAPs have seen the market grow 
significantly in recent years. The UK Employee Assistance 
Professionals Association’s (EAPA) Market watch 2013 report, 

published in July 2013, found that the number of employees 
with access to an EAP was 13.8 million in 2013, a significant 
increase from 8.2 million in 2008. This included 23 of the top 
25 organisations in the Sunday Times’ 100 Best Companies 
to Work For 2013.

Large employers that have launched EAPs in the last couple 
of years include Whitbread, which rolled out a programme 
to more than 40,000 staff in 2014, and Northern Powergrid, 
which introduced a scheme for its 2,670 employees 
in November 2014.

A d d e d - v a l u e  E A P s
As well as employers realising the benefits of EAPs, the 
market’s growth has been driven by EAPs being added to 
other health-related benefits. An EAP is now often provided 
as an added-value service with products such as a health cash 
plan, private medical insurance (PMI), group critical illness 
insurance or group income protection.

But the quality of these free EAPs varies greatly. 
Some will provide access to face-to-face counselling and 
management information, but these elements are often 
stripped out.

Further complications arise where an EAP is not available to 
all employees, for example, where it is attached to a voluntary 
benefit or is part of the medical insurance offered only to 
management. Although some providers will automatically 
extend a free EAP to all staff, if it is available only to a subset 
of employees, the service can be difficult to promote, 
which leads to low utilisation.

But this is not only a problem for free EAPs. Although 
these offer support across a range of areas, the number of 
employees that pick up the phone to call can be pitifully low. 
According to EAPA’s Market watch report, average usage is 
about 10% of the workforce, and 16% is considered high 
usage for an EAP that offers online and telephone support.

H o w  t o  i n c r e a s e  u s e
There are ways to push up usage, however. Regular promotion 
of the service and the areas it covers can remind staff to use 
it, but EAP providers also recommend including the service in 
line-manager training. If line managers have referral to the EAP 
as one of their tools when dealing with employees, the number 
of service users will increase.

Access to online services can also help to increase 
usage, and an increasing number of EAPs now include online 
resources. Logging into a service is simpler and less personal 
than speaking to a person, and this facility is particularly 
popular among younger employees and men. Because of 
this, many EAP providers have taken steps to reach out 
to these groups.

A further trend among EAP providers is to offer resilience 
training to employers looking to create a workplace that 
supports mental wellbeing.

There has also been further recognition of the impact 
that divorce and separation can have on the emotional health 
of employees. Many EAP providers support the pilot scheme 
Dialogue First, an initiative designed to help those facing 
family breakdown to reach a settlement through dialogue, 
rather than the courts. The pilot initiative was launched in 
September 2015, and will run for 18 months. Royal Mail 
is among the employers that have introduced the scheme 
for employees.

The growth in the EAP market, coupled with pressure 
on price and the demand for more and more services, means 
consolidation among providers is likely in the next few years. 
Although this may take some of the more niche players out of 
the market, it will give those that remain the scale to deliver 
what employers and employees want 

What are employee assistance 
programmes (EAPs)?
An EAP provides confi den  al informa  on, 
support and counselling to staff  with 
personal or work-related issues. The service 
is available around the clock by telephone or 
online. A comprehensive EAP also provides 
access to face-to-face counselling if 
necessary. An EAP can also support an 
employer. As well as providing advice to line 
managers, it can produce anonymous 
management informa  on to help an employer 
iden  fy and tackle workplace issues.

What are the origins of EAPs?
EAPs fi rst appeared in the US in the 1950s 
in order to help employees tackle alcohol-
related problems. They made their way to 
the UK, in a more comprehensive format, 
in the 1980s.

Where can employers get more 
informa  on and advice?
The UK Employee Assistance Professionals 
Associa  on (EAPA), www.eapa.org.uk, 
represents individuals and organisa  ons 
concerned with employee assistance, 
psychological health and wellbeing.

What are the costs involved?
Costs are dependent on the number of 
employees and the breadth of the service. 
A telephone-only service might cost between 
£2 and £3 per employee per year, while 
the average annual running cost for 
a comprehensive EAP is £14 per employee.

What are the legal implica  ons 
of using programmes?
A Court of Appeal ruling in 2002 (Sutherland 
v Ha  on) stated that an EAP could protect 
an employer from employees’ stress claims, 
but this was clarifi ed in 2007 when judges 
stated that employers needed to do more 
to support staff  than simply off ering an EAP.

What are the tax issues?
An EAP can be regarded as a business 
expense rather than a benefi t-in-kind as long 
as it sa  sfi es HM Revenue and Customs’ 
defi ni  on of welfare counselling and is not 
provided directly to employees’ dependants, 
unless in rela  on to an issue being faced 
by an employee.

What is the annual spend?
No market share data is available but the 
EAP sector is worth about £70m, according 
to the EAPA.

Which providers have the biggest market share?
No sales data is currently available in this 
arena, but the larger players include Axa 
Icas, Bupa, Busy Bees Benefi ts, Care First, 
Ceridian, CIC, ComPsych, Health Assured, 
P&MM, Right Management Workplace 
Wellness, Validium, Westfi eld Health 
and Workplace Op  ons.

Which have increased their market 
share the most?
This is impossible to say in the absence 
of sales data.

The facts

Statistics

of employers rate their 
organisa  on as very or 
extremely suppor  ve of 
employees’ mental wellbeing 
(Source: Buck Consultants at Xerox, 

August 2015)

51%

of UK workers do not know 
how to deal with stress and 
try to keep it to themselves 
(Source: CV Library, November 2015)

25%
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A positive approach 
to psychological health

D r  M a r k  W i n w o o d
D i r e c t o r  o f  p s y c h o l o g i c a l  h e a l t h  s e r v i c e s

Businesses should equally support mental ill health 
provision in their health and wellbeing strategies
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S u p p l i e d  b y

•  24%: Increase in the number of working 
days lost to stress, depression and anxiety 
since 2009. (Source: The Department for Health, 2014)

•  £26 billion: Cost to UK economy in lost 
working days, staff turnover and lower 
productivity due to work-related mental
ill health. (Source: Mind)

Key statistics

Employee assistance programmes (EAPs) are 
off ered by many employers, providing their staff  
with confi den  al support, which, crucially, sits 
outside of their usual network. EAPs typically 
include benefi ts such as telephone support, face-
to-face counselling and life management services, 
suppor  ng employees to deal with both their 
personal and work-related issues.

EAPs have come under recent scru  ny. To 
provide eff ec  ve support to employees, it is vital 
to ensure that when selec  ng an EAP service for 
a workforce, it meets the needs of the business. 
For instance: that it contains access to a suitable 
number of counselling sessions to support the 
needs of the workforce; that each case is clinically 
led from the ini  al phone call; and that employers 
have access to management informa  on. 

T h e  m a n a g e r ’ s  r o l e  i s  c r u c i a l
Managers have a critical role to play in safeguarding 
psychological wellbeing. They should be offered 
training and support to understand the importance 
of mental health and know what to do if they find 
that a member of their team is struggling.

The workforce should be encouraged to look 
a  er their own mental wellbeing and be off ered 
training to help recognise when they might benefi t 
from support. Training can also help line managers 
discuss mental wellbeing with confi dence and 
sensi  vity, and, importantly, to know how to handle 
the employee’s response and how to manage 
referrals to specialist support services.

It may also be effective for line managers to talk 
about mental health regularly in catch-ups, because 
the more we talk openly about mental health, the 
more we can normalise the impact. Asking someone if 
they’re okay... and then asking again, is a great start ■

Breaking down stigma is an important first step to 
tackling mental ill health in the workplace, but what 
else can employers do to encourage better mental 
health among staff? According to NHS England, 
there is a clear link between physical and mental ill 
health, emphasising the importance for businesses 
to equally support mental ill health provision within 
their health and wellbeing strategies.

S t i g m a :  a  b a r r i e r  t o  s e e k i n g  h e l p
Research by anti-stigma campaign Time for Change 
suggests that nearly nine out of 10 people with 
mental health problems feel negatively affected 
by stigma and discrimination. This can compound 
existing problems and interfere with the person’s 
willingness to seek help and support. In the 
workplace, if someone does not feel they can be 
open about their problem with their manager, their 
work may suffer, relationships with colleagues may 
deteriorate and performance drop.

Evidence from Managing and suppor  ng mental 
health at work: Early interven  on - spo   ng the signs 

of stress and mental ill health, published by the 
Chartered Ins  tute of Personnel and Development 
and mental health charity Mind in December 2011, 
clearly shows that early interven  on not only helps 
staff  return to work sooner, but to stay in work in 
the fi rst place.

Concerns over confi den  ality, a belief in self-
suffi  ciency, language, ease of access and s  gma can 
all act as barriers to early interven  on. Therefore, 
it is important for organisa  ons to review their 
culture, communica  on and support services 
as part of their wellbeing programme.

I m p r o v i n g  e m p l o y e e  w e l l b e i n g
Specialist support services are available to help 
employers promote better mental health in the 
workplace. These may include telephone 
counselling helplines, face-to-face counselling 
sessions, online interaction and training such 
as awareness seminars.

The most important thing, however, is that the 
services off ered are fully accessible and staff  are 
encouraged to use them. Encouragement to u  lise 
support services should come from the top down. 
Everyone, including senior management, should 
take steps to encourage a posi  ve and suppor  ve 
culture of openness.

M e n t a l  h e a l t h  c o n d i t i o n s
When it comes to improving mental health, there 
is no one-size-fits-all approach. Each workforce 
is unique and may respond differently to the 
employees of another organisation. Therefore 
it is important that employers identify what their 
employees’ needs are, select services and initiatives 
that they can be confident staff will respond well 
to and monitor their outcomes.
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Every so often someone from Smarmy Consulting 
asks me out. I don’t mean in that way; I mean they 
offer me lunch. I don’t get too worked up about 
such jollies; I know there is no such thing as a free 
lunch. The price of this one will be that I have to 
spend a couple hours of my life with the dullest 
of men, talking about benefits of all things. Yawn. 
When Smarmy’s budget doesn’t run to taking Big 
Bad Boss, who has honed a taste for expensive 
wine and fancy cuisine, they send a junior to talk 
to me instead. Frankly, it is wasted on me.

Smarmy Consulting usually travel in pairs when 
they are working for clients, as this doubles their 
chargeable fees. However, when they are on 
non-chargeable time like this lunch, they tend 
to come solo. It must be quite scary for those 
guys to venture out on their own.

Our account manager, Oily Oliver, always seems 
quite nervous when he takes me to the local bistro, 
but then he is a serious kind of chap and 
‘entertaining’ clients is rather out of character 
for him. He does make an effort though and I am 
amazed he will remember exactly what projects 
I was working on over a year ago. I don’t even 
remember myself, and I always end up having to 
ask him for the 10th time where he lives. It’s not 
that I am not interested, it is, well, maybe it is that 
I am not interested. But at least I do pretend to be.

This time, Oily Oliver is away, so I am to dine 
with the new man, Lawrence. So far, I have only 
dealt with Lawrence on the phone, but, of course, 
I have built a mental picture based on the usual 
pension actuary type. I am expecting someone in 
their 40s, of average height and little hair, with tiny 
myopic eyes peering out through thick specs from 
a pale, greyish face. He will be wearing a badly 
fitting M&S suit and a ‘don’t-look-at-me’ boring tie.

How wrong could I be? Lawrence is lush. 
Lawrence is fit. He has hair, broad shoulders, and 
everything. That said, he is not the best company 
I’ve ever had. He doesn’t say anything particularly 
welcoming, or even make eye contact. He keeps 
looking at his watch as if he is due to meet another 
client any minute. I rather hope not.

It shouldn’t be up to me, the client, to keep the 
conversation flowing, but I find myself thinking up 
questions to ask so as to fill the silence. I’m not bad 
at drawing people out, but Lawrence manages to 
answer my most open questions in monosyllables. 

Still, he is nice to look at over the top of my 
menu. The problem is it is hard for me to keep up 
an interesting conversation to impress Lawrence 
while I roll up my spaghetti. It seems that every 
time Lawrence looks up (which isn’t often) I am 
sucking in the end of a string of pasta. I look down 
and see my top speckled with Marinara sauce and 
my cheeks burn to match. Lawrence hasn’t noticed; 
he is busy looking at his phone. Grrr.

Finally, Lawrence asks if I am working on 
anything in particular at the moment, which is 

another way of saying: do I have anything 
Smarmy could charge a fee on. This leaves me 
with a dilemma; I can say I don’t have much going 
on, which makes me sound lazy, or I can tell him all 
about it, which will leave the door open for him to try 
to get some work out of me. I settle for the middle 
line and tell him about just one of my projects: audit 
and benchmarking of a new subsidiary in Finland.

Well, it was as if I had mentioned his favourite 
football team; Lawrence is suddenly electrified 
into life. He looks me in the eye at last and draws 
perceptibly nearer. I try to mirror his body language 

in an encouraging kind of way. He tells me he was 
seconded to Smarmy’s Finland office for a year and 
so he is steeped in its benefit system. Really? I lean 
nearer. I wonder if there is some useful free market 
data I can draw out of him while I briefly have his 
attention. While our consultant is trying to pump 
me for potential work, I am trying to tap him for 
free advice. Yes, you can call me a hypocrite.

Sadly, the wine at lunchtime has gone to my 
head and I can’t think of a single thing to ask him. 
The only thing I can think of is Lawrence and 
I poring over the Finland office-plan documents.

That rosy picture soon fades as Lawrence tells 
me, his eyes glowing with enthusiasm for all things 
Finnish, that he met his gorgeous fiancée Katja 
there. How wonderful, I say through gritted teeth. 
I don’t know what it is about me, as every once 
in a blue moon when I meet someone interesting 
through work, invariably they turn out to be 
engaged to a Scandinavian. Huff
Next time… Candid takes on the head of sales.

Lunch is a letdown, 
from start to Finnish 
Candid has her amorous fantasies dashed 
by an unexpectedly handsome consultant

“ WHEN I MEET 
SOMEONE 
INTERESTING, 
INVARIABLY THEY 
TURN OUT TO BE 
ENGAGED TO A 
SCANDINAVIAN”

@ Read also
Read more confessions
bit.ly/1OgAv5U
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MetLife employee benefits is building on its strong 
base among small and medium sized enterprises 
(SMEs), leveraging its global expertise to provide 
solutions for multi-nationals. We are committed to:
- Delivering on our insurance promise
- Providing excellent service
- Listening to our customers
- Making a positive difference in our communities
Partnering with advisers and employee benefits 
consultants, we help companies manage the risks 
of illness, injury and death during the working lives 
of their employees. Our parent company MetLife, 
Inc. is the number one employee benefits provider 
in America covering nearly 40 million employees.

G r o u p  r i s k

Invicta House 
Trafalgar Place
Brighton
BN1 4FR
T  0845 603 8899* 
E  ebnewbusiness@metlife.uk.com 
W www.metlife.co.uk/atwork
* calls cost 5p per minute plus your 
provider’s access charge

World’s leading provider, working with 90,000 
clients and 100 million employees globally.

Employee Engagement Programmes
•  Take care of your employees with perks that 

matter to them
•  Market-leading discounts at over 4,000 high 

street retailers including 75+ reloadable, 
multi-store and instant shopping cards

• Integrated Reward and Recognition platform
•  Built in management information and

content tools

Pricing: The programme can be entirely zero cost or 
we have a paid model with an annual fee structure.

V o l u n t a r y  b e n e f i t s

Contact: Darryl or Miranda
99 Waterloo Road
London SE1 8UL
T  0800 690 6265 
E  ukinfo@nextjump.com 
W www.corporateperks.co.uk
     twitter.com/nextjump
      www.linkedin.com/company/

next-jump
     www.facebook.com/nextjump

Switch on to financial wellbeing
We deliver financial wellbeing programmes to many 
top companies through financial education, aiming 
to create a deep and lasting understanding.
Offering a complete service, we can help your 
employees get switched on to financial wellbeing by:
•  Developing programmes tailored to each 

company and employee segment
•  Offering a range of topics from retirement

and flex windows through to debt management 
and share scheme launches and maturity

•  Providing multiple delivery mechanisms
from seminars and webinars to animation
and interactive games

F i n a n c i a l  e d u c a t i o n

5 Temple Square
Temple Street
Liverpool L2 5RH
T  0800 234 6880 
E  info@wealthatwork.co.uk 
W www.wealthatwork.co.uk
WEALTH at work and my wealth are 
trading names of Wealth at Work Limited 
which is authorised and regulated by the 
Financial Conduct Authority.

Contact: David D’souza
T 020 7970 4929
E david.dsouza@centaurmedia.com
W 
 

To find over 160 benefits 
suppliers and consultants go 
to www.employeebenefits.
co.uk and go to the ‘find  
a supplier’ section 
 
 
To advertise your  
products and services,  
please contact David 
D’Souza on 020 7970 4929 
or email david.dsouza@
centaurmedia.com

Enjoy a fresh perspective with our free
Employee Engagement Appraisal
Xexec is a leading supplier of Discounts, 
Reward and Recognition, Retail Vouchers, 
Concierge, Travel and Ticketing benefits into 
the corporate market.
We’ll review your strategy, benchmark you 
against the competition and provide 
personalised recommendations to improve 
employee engagement.
Our appraisals are informed by 15 years of 
experience delivering voluntary benefits for 
large, recognisable UK organisations.
Book your Employee Engagement Appraisal today.

V o l u n t a r y  b e n e f i t s

Mountcliff House
145 Brent Street
London
NW4 2DR
T  0208 201 6483 
E  Jacqueline.benjamin@xexec.com 
W www.xexec.com 

Supplier 
profiles
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Reward staff, increase engagement and save 
money with Bluecrest Wellness:

Convenient for employees – onsite and 1,762 
locations in UK & Ireland

Best value for exceptional quality health services 
(from low cost checks to full executive 
screenings with GP coaching)

FREE GUIDE – call 0800 652 2107 for your free 
guide to employee wellness

Get your pack today and ask for our Danone 
case study.

H e a l t h c a r e  a n d  w e l l b e i n g

Contact: Katie Bright
Caravelle House
19 Goring Road
Goring-by-Sea
West Sussex
BN12 4AP
T  0800 652 2107 
E  kbright@bluecrestwellness.com 
W www.bluecrestwellness.com

We are fee based independent financial advisers 
who have specialised in financial education and 
advice, as an employee benefit, for 16 years. Also, by 
helping companies communicate the value of their 
benefits we have been able to positively impact 
employer retention levels and ensure employees 
relate any benefit changes to their individual 
circumstances. By using traditional and web-based 
solutions we enable employees to personalise their 
experience and make educated financial decisions. 
We can help with:
•  Financial Wellbeing programmes • Pension and 

benefit changes • 3D online benefit statements 
& modelling •  Annual financial health checks 

F i n a n c i a l  e d u c a t i o n

Contact: Angus Jones
One Crown Square
Woking
Surrey GU21 6HR
T  0870 242 2043
E  angus.jones@clarityglobal.com
W www.clarityfinancialeducation.com
     twitter.com/clarityglobal
     www.linkedin.com/company/clarity_7
 www.facebook.com/clarity.ltd

Whether you’d like to encourage your employees to 
get healthier or decrease stress, at David Lloyd 
Leisure our team of experts are here to help. We 
offer cutting-edge gym equipment, match-quality 
tennis courts and hundreds of classes. We’ve got 
enough family activities to keep children occupied 
and our DLicious cafebars are the perfect place for 
informal meetings, to relax or spend time with family.
We offer a range of corporate gym membership 
packages - plus: •Health & wellbeing workshops
• Team-building events • The friendly rivalry of 
inter-company tennis tournaments • Back care 
courses – lunch times, postural checks and BMI 
testing within the workplace • Family fun days

H e a l t h c a r e  a n d  w e l l b e i n g

Find out more and come into club,

Call 0344 848 4737
 
E:  corporate.membership@

davidlloyd.co.uk

Or visit:
davidlloyd.co.uk/employeeoffer
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Join the movement and give your 
employees an effective 5% pay rise  
— And it won’t cost you a penny

S
ource: N

eyb
er YouG

ov survey ‘Financial stress in the w
orkp

lace’ 2
0

15

20%
reduction in their  

monthly repayments

Our existing  
borrowers are already  

benefiting from a

Partner with Neyber to improve the 
financial wellbeing of your people

neyber.co.uk
Neyber Ltd is authorised and regulated by the Financial Conduct Authority. Interim permission: 663054. Registered address: Suite 
282, 77 Beak Street, London, W1F 9DB Company registered number: 08806631. Data Protection Registration Number: ZA39009.

Our community approach to finance allows your employees to  
borrow and save directly from their salaries. No cost, simple and fair.

Welcome to the home of workplace finance. Speak to our financial 
wellbeing team about how we can help you. Get in touch at:
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