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Since Chancellor George Osborne announced the 
creation of a new national living wage in his 2015 
Summer Budget, planning how to deal with the 
associated cost increases has been a challenge for 
many organisations.

When the national living wage comes into effect next 
month, the minimum hourly wage for employees aged 
over 25 will rise to £7.20, ultimately increasing to £9 by 

2020. This an increase on the current minimum wage, which is currently 
set at £6.70 for employees aged 21 and over.

For some employers, this will not require any action, particularly if they 
have already committed to paying the Living Wage Foundation’s voluntary 
living wage, which currently stands at £8.25 an hour and £9.20 in London.

However, for others, the introduction of the national living wage could 
represent a significant increase in their salary bill, at a time when they 
may already have had to account for a rise in pension contributions 
post auto-enrolment. 

Organisations have mooted a number of possible ways through which 
to absorb the additional cost of compliance. Among others, these include 
cutting bonuses or freezing pay for staff unaffected by the change, 
reducing headcount or seeking further efficiencies within the business.

It is in this latter area that reward and benefits have a role to play. Find 
out more about how employers can use their pay and benefits strategy to 
mitigate the impact of the national living wage on their business in Creating 

a splash on page 12.
Later this month, the 

industry will be watching 
this year’s Budget with 
interest. As well as likely 
changes to pensions tax 
relief, many will be waiting 
to see if the government’s 
review of salary sacrifice 
arrangements results in 
it taking action to close 
these. Read what the 
industry predicts for salary 
sacrifice in On the edge of 
a precipice on page 26.

Future-proofing a reward and benefits strategy to ensure it is equipped 
to stand up to the demands of such legislative changes is a priority 
for most organisations. To help employers prepare for all eventualities, 
Employee Benefits Connect, which takes place on 9 March at the 
Lancaster London, will explore a number of the future trends likely 
to impact upon the workforce and benefits strategies.
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O.C. Tanner helps thousands of the world’s most 
respected brands reward people who achieve. 
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Holiday treats  
are just reward

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

In January 2016, travel firm the Group 
Company rewarded its 32 members of 
staff with a three-day trip to Barbados to 
celebrate the organisation’s 10th anniversary. 
The five-star, all-inclusive break aimed to 
recognise the part that employees played 
in the firm’s growth trajectory.

Helen Bilton, founder of the Group 
Company, said: “Holidays are a great 
incentive because they’re a chance to get 
to know each other better on a personal 
basis, especially for staff from different 
departments. This allows employees to 
create collective memories.

“Our trip was a great focal point for 
target setting, and added a fun element 
to meetings. We had an amazing time, 
and came back happy, motivated and 
closer to one another. To be able to sit on 
a banqueting table on a perfect white sandy 
beach, with every one of my team around 
me, and thank them in person for all that 
they have done to build this organisation 
over the last 10 years, made me feel 
very grateful, happy and proud.”

As a travel firm, offering a holiday as 
a reward aligns the form of recognition 
with the nature of the business.

Software asset management firm 
Snow Software, meanwhile, utilises staff 
trips to motivate employees to meet the 
organisation’s annual growth target, and 
reward them if this is achieved. After 
successfully reaching its 90% growth target 
in 2015, the firm took all of its 430 members 
of staff on a ski trip.

Matt Fisher, vice-president of marketing 
at Snow Software, said: “The trip is part of 

a wider strategy to incentivise employees to 
feel encouraged and engaged at work. The 
trip is not merely a holiday; four days are 
spent re-invigorating colleagues at the start 
of a new year with three left for leisure and 
networking with colleagues from around 
the world.

“It is the people who have been on the 
trips before who are the most enthusiastic 
and drive newer team mates to succeed 
for next year.”

In addition to serving as a motivation tool, 
the trip also represents a good return on 
investment in Snow Software’s employees.

“We spent between half a million and 
a million pounds [on it] this year, but growth 
in the past 12 months was well in excess of 
£10 million, so the return on investment is 
strong. It is also a key part of our recruitment 
and engagement strategy,” added Fisher.

Offering staff holidays as an incentive 
and reward has traditionally focused around 
high-performing individuals or teams, and 
particularly around sales targets. However, 
organisations that offer trips now are more 
likely to do so in recognition of a broader 
range of employee successes, explained 
David Wreford, a principal, and senior 
reward consultant at Mercer.

Wreford said: “The provision of paid 
trips as a benefit to employees is rare, but 
employers are continually looking for ways 
to enhance benefits. As a general rule, this 
means funding benefits that are attractive 
to employees, at a cost that is less than the 
employee can access it [at], that supports 
the values of the organisation, and that does 
not create an administrative burden.”

10 M&S gives staff thermal underwear 
Employees at Marks and Spencer were 
given thermal underwear after the heating 
failed at one of its stores. bit.ly/1R8oxNj

1 Winners at UK’s Top Employers 2016
Asda, Bentley Motors, HCL Technologies, 
KFC, Roche and Vauxhall Motors were 
among the winners at the Top Employers 

UK 2016 Awards. bit.ly/1QDftgL

2 Government consults on auto-enrolment 
In January, the government launched a 
consultation to gain views on its proposals 
to simplify the administration process of 

auto-enrolment. bit.ly/1PzxmiM 

3 The benefits of being a human cat
An advert on Gumtree Australia looked 
to recruit a human cat companion. The 
successful candidate’s benefits package 

included a bowl of milk and tuna. bit.ly/1U3mwoe

4 Harrods, Jaguar Land Rover and 
AstraZeneca named UK’s best employers
AstraZeneca, Harrods and Jaguar Land 
Rover are the best UK employers to work 

for, according to research by Bloomberg. bit.ly/1R4tl68

5 Tesco to increase staff pay by up to 3%
Tesco is to increase the pay of its UK 
store-based staff by up to 3% as part of 
a two-year pay deal. bit.ly/1VgLDCz

6 Halfords cuts bonuses by £2 million
Halfords is to cut bonus payments for some 
employees by a total of £2 million after the 
organisation failed to hit sales targets. 

bit.ly/1ogIyHF

7 EXCLUSIVE: Atos launches car salary 
sacrifice scheme
Digital services provider Atos has 
introduced a car salary sacrifice scheme 

for its 10,000 employees. bit.ly/1PWVDR9

8 9% have reviewed salary sacrifice
Less than one in 10 (9%) of employer 
respondents have reviewed their use of 
salary sacrifice against the new living wage, 

according to Jelf Employee Benefits. bit.ly/1VgLOO0

9 Boots UK increases base pay for 
hourly-paid staff
Boots UK is increasing the starting rate 
of pay for customer assistant staff outside 

of London by 7%, and in London by 3%. bit.ly/1R4tJS9
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Most read stories online between 14 January and 14 February 2016

the top 10 most read stories10
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The Employment Appeal Tribunal (EAT) has 
reserved judgment on whether suspending 
an employee’s membership of a childcare 
voucher scheme during their maternity 
leave is discriminatory.

In the case of Peninsula Business Services 
vs Donaldson, Peninsula’s childcare voucher 
scheme requires employees to suspend their 
membership during various types of leave, 
including maternity leave. An employment 
tribunal had previously held that it was 
discriminatory to make withdrawal from the 
scheme while on maternity leave a condition 
of joining. The EAT heard the appeal against 
this decision in January 2016. It is yet to give 
its decision on the case.

HM Revenue and Customs (HMRC) 
classes childcare vouchers as a non-cash 
benefit, which should therefore be continued 
throughout maternity leave. However, this 

guidance does not have full force of law. Jayne 
Flint, employment lawyer at Shoosmiths, said: 
“The problem for employers stems from the 
fact that women may now take 12 months’ 
maternity leave and that, unless their 
employer has a more generous contractual 
scheme, they receive only statutory maternity 
pay followed by a period of no pay during 
that time. But it is unclear whether childcare 
vouchers should be classed as remuneration 
or a benefit, and some employers and 
childcare voucher providers sought innovative 
ways around this perceived legal problem.

“Whatever the outcome of this case, it 
could prove to be too little too late because 
a new tax-free childcare scheme is expected 
to come into force in early 2017 and from this 
time employees will no longer be able to join 
existing childcare voucher schemes.”

Sean Nesbitt, partner at Taylor Wessing, 
added: “The best advice for employers is to 
stay with the guidance from HMRC; to not 
force staff to opt out of a voucher scheme 
during a period of parental absence.

“HMRC’s guidance is in line with a common 
understanding that business and advisers 
have held since 1999, and the lack of prior 
challenge shows the strength of consensus for 
a principle that also applies to other benefits 
such as pensions. 

“To many employees, it will just not sound 
right that a benefit designed to support family 
life is removed when families grow.” 

The Pensions Ombudsman upheld a complaint against the Police and Crime Commissioner of 
South Wales over its failure to inform a police officer of the tax implications of re-employment 
on his retirement benefits.

The police officer, Mr Cherry, retired in June 2011 and was re-employed by the 
Commissioner within one month of receiving his retirement benefits. As a result, he lost his 
protected retirement age, leaving him liable to tax charges. Cherry argued that his employer 
had breached its duty of care by not informing him about the tax penalties. The Ombudsman 
found that the Commissioner had no legal obligation to advise employees on tax and pension 
liabilities, but as a responsible employer it had a duty of care to inform Cherry about the tax 
implications of re-employment on his retirement benefits.

The latest information on legislation and tax issues 
affecting benefits, including the outcome of a case 
involving childcare vouchers and maternity leave, and the 
implications of re-employment for retirement benefits

Benefits in maternity 
time remain grey area
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
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@ Read also
More advice from tax 
and legal experts 
bit.ly/218Molw

Georgina Beechinor is senior associate 
at Sacker and Partners

Expert advice 

One qualifying criteria for pensions auto-enrolment 
is that, under their contract, an individual is a worker, 
“who is working or ordinarily works in Great Britain”. 
The UK Pensions Regulator (TPR) has power to issue 
compliance notices to employers that fail to comply 
with this requirement.

In the case of The Queen on the application of Fleet 
Maritime Services (Bermuda) (FMS) vs The Pensions 
Regulator, which is relevant to all employers with a 
peripatetic workforce, the High Court found that where 
an individual ordinarily works depends on where tours 
of duty begin and end. FMS is a Bermuda-incorporated 
shipping firm; it has no place of business in the UK and 
its ships spend most of their time outside UK territorial 
waters. The crew live on board the ships to which they are 
assigned. Some, but not all, of the crew reside in the UK.

TPR issued a compliance notice to FMS in 2014, 
explaining why it considered certain categories of the 
FMS workforce to be ‘workers’ for auto-enrolment. 
When FMS had its challenge of the notice rejected, 
it sought judicial review. The key issue was whether 
a seafarer engaged to work on a ship that spends all, or 
most, of its time outside Great Britain, can be said to be 
ordinarily working in Great Britain. The court found that 
a seafarer will count as ordinarily working in Great Britain 
if they work from a base in Great Britain or they live in, 
and work on a ship that habitually begins and ends its 
voyage in Great Britain.

In contrast to TPR, the court found that those whose 
tours of duty do not begin and end in Great Britain will 
not count as ordinarily working there, even where they 
are paid for time spent commuting. 

The court otherwise generally endorsed TPR’s 
approach, finding that for auto-enrolment the key is 
to establish whether an individual ordinarily works in 
Great Britain, rather than identify a particular country 
in which they work. This contrasts with the position in 
unfair dismissal cases, where policy considerations 
“militate in favour of finding a country within whose 
territory an employee is regarded as working or ordinarily 
working if the alternative would be to hold that there is no 
jurisdiction in which the employee is entitled to complain”.

Seafarers create waves 
over pensions issue 

Police breach pensions duty of care

tax & 
legislation
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Judging panel takes shape 
for the Employee Benefits 
Awards and Summer Party

Forward thinking on 
the future of reward

Employee Benefits Connect 2016 is 
fast approaching. The one-day event 
will take place on 9 March at the 
Lancaster London.

The event will give attendees the 
opportunity to stay ahead of the curve 
by hearing the latest thinking on the 
future of reward.

The comprehensive conference 
programme will provide insight into 
benefits approaches for the workforce 
of tomorrow, with a special focus 
on financial wellbeing, employee 
benefits strategy, global reward, and 
health and wellbeing.

Speakers include: Embarrassing Bodies’ 
Dr Pixie McKenna (pictured below); Dame 
Carol Black (pictured right), expert advisor 
on health and work for the Department 
of Health; Joanna Bean, head of reward, 
human resources at Samsung UK and 
Ireland; Adam Brooke, international 
benefits manager at Standard Chartered 
Bank; Dr Andreas Kornelakis, senior 
lecturer in international management at 

King’s College London; Spencer Roach, 
total reward manager EMEA at Cisco 
International, and many more.

Nigel Jeremy, chief learning officer 
at British Airways, will present the 
opening keynote session at the event. 
He 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 advisor 
to the Chartered Institute of Personnel 
and Development (CIPD) on social media 
and engagement, will deliver the closing 
keynote session, in which he will discuss 
the digital future of the workplace, 
including technological innovation, shifts 
in working habits and the creation of new 
ways to lead and be successful.

Delegates will also have the chance 
to share ideas and knowledge with their 
peers during interactive roundtable 
sessions, which will cover topics ranging 
from gamification, behavioural science, 
and pensions education. These will be 
led by industry experts, including Emma 
Mamo, head of workplace wellbeing at 
Mind, and Charles Cotton, performance 
and reward adviser at the CIPD.

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

For more information visit www.
employeebenefitsconnect.co.uk.

Among the judges at the Employee Benefits Awards and Summer 
Party 2016 are: Ant Donaldson (pictured), global product expert, 
benefits at E.On and 2015 Employee benefits professional of the 
year; Emma Hart, HR manager at Visualsoft; Dave Roberts, head 
of pensions and benefits at Virgin Media; Ian Hodson, reward and 
benefits manager at the University of Lincoln; Vicky Smith, reward 
manager at Bibby Financial 
Services; John Mayor, head of 
UK rewards at Danone; Claire 
Lock, senior director, human 
resources, at Monster; and 
Caroline Bendelow, director 
of people and performance 
at Age UK.

More than 25 HR, benefit, 
reward and compensation 
professionals will take part 
in the judging.

The judging panel 
comprises industry experts 
from the public, private and charity sectors. They will draw on 
their collective wealth of experience across a range of industries, 
locations, workforce demographics and sizes, to select the shortlist 
for the 23 categories open for entry in this year’s awards.

Stay tuned to www.employeebenefitsawards.co.uk in April to 
find out who has made the shortlist.

The winners will be announced at the Employee Benefits 
Awards and Summer Party on 3 June at the Artillery Garden at 
the HAC, London. The much-anticipated event will celebrate the 
hard work and achievements of the industry over the past year.

For more information and to reserve your seats, visit 
www.employeebenefitsawards.co.uk.

Learn from industry leaders at 
Employee Benefits Connect 2016
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In February 2016, the 
government unveiled 
its much anticipated 
draft regulations 
on gender pay 
gap reporting. 
Organisations with 
more than 250 

employees will be required to publish 
gender pay and bonus gap data on 
their website, in addition to information 
about the number of male and female 
employees across pay brackets. Employers 
will be expected to calculate the gender 
pay gap from April 2017, and from 2018 
these figures will be used to rank firms 
and industry sectors in gender pay gap 
league tables, shining a spotlight on 
the best and worst performers.

Some say that the draft regulations 
do not go far enough, arguing that the 
data required is too broad to effect 
meaningful change, there are no clear 
sanctions for non-compliance, there is 
still so long to wait until the reporting 
becomes obligatory, and even then it 
will only apply to larger firms. 

Meanwhile, others have suggested that 
the use of league tables could put women 
off the very industries the government 
wants them to enter, or push businesses 
to implement quick fixes rather than 
structural and cultural solutions, thereby 
further aggravating the problem.

Public league tables are an interesting 
and, given the contentious nature of the 
data, potentially problematic concept. 
Yet if employers go beyond the basic 
requirements and accompany their data 
sets with more detailed breakdowns and 
explanatory information, as well 
as outlining the steps they are taking 
to improve the situation, then they 
could actually help dispel potential 
misconceptions about which businesses 

and sectors are taking a progressive 
and proactive stance on gender pay.

Organisations that are not seen to be 
transparent or that fail to address the 
gender pay gap do so at their peril; they 
may not face legal or financial sanctions 
but they may risk alienating prospective 
and current employees, fostering 
disengagement among their workforce, 
and damaging their reputation as an 
employer, business and even as a brand. 
Indeed, Glassdoor’s Global gender pay gap 
survey, published in February 2016, found 
that 66% of UK respondents are unlikely 
to apply to work for an organisation that 
they believe has a gender pay gap. This 
rises to 76% among female respondents 
and 80% among 18-24 year olds.

One of the less remarked upon 
aspects of the draft regulations is that 
senior executives must sign off the gender 
pay gap data for their organisation each 
year. This measure could help garner 
board-level buy-in for strategies to tackle 
the pay gap and encourage a visible, 
top-down approach to material and 
cultural changes within the workplace.

While there may be more than a year to 
go until the government’s regulations are 
expected to take effect, there is no time 
like the present for employers to identify 
if and where gender pay disparities exist 
within the organisation, and unpick the 
root causes. 

Davies heads 
to NHBC
The National 
House Building 
Council (NHBC) 
has appointed 
Carol Davies 
head of HR. She 
joins NHBC from 
insurance group 
BGL where she 
was associate 
director, group 
HR, from 2008 
to 2015. Prior 
to that, Davies 
was senior HR 
business partner 
at Nationwide 
Building Society.

Lancaster Uni 
hires Dobson 
Ben Dobson has 
been appointed 
reward and 
resourcing 
manager at 
Lancaster 
University.
He joins from 
the University of 
Sheffield, where 
he held the roles 
of HR adviser, 
reward and 
recognition, HR 
departmental 
manager, and HR 
adviser, reward 
and benefits.

Day moves 
up at Jack Wills
Clothing retailer 
Jack Wills has 
promoted Sarah 
Day to HR director.
Day joined Jack 
Wills as head of 
HR in June 2013. 
She was previously 
group HR director 
at Ben Sherman, 
head of human 
resources at Sage 
UK, head of HR 
at the Barclays 
Bank Retail 
Network, and head 
of human resources 
at Opodo.

Dell appoints 
Angela Harris
Dell has hired 
Angela Harris 
as benefits 
consultant. She 
joins from DX 
Network Services, 
where she was 
compensation 
and benefits 
manager. Harris 
has also worked 
at oil and energy 
firm Baker 
Hughes as total 
rewards manager, 
Europe, and as 
reward manager 
at Boots UK. 

Fatima Choudhury 
moves to RBS 
The Royal Bank of 
Scotland has hired 
Fatima Choudhury 
as global inclusion 
manager. 
Choudhury was 
previously head of 
inclusion and social 
responsibility at 
the Financial 
Ombudsman 
Service, Equality 
Change Unit’s 
engagement 
manager, and 
development 
manager at 
Kick it Out.

BAE Systems 
promotes Gilroy 
BAE Systems 
has promoted 
Fiona Gilroy to 
employee value 
proposition 
and recognition 
manager. Gilroy’s 
responsibilities 
now include 
articulating, 
developing and 
embedding the 
employee value 
proposition for 
staff and the 
businesses 
that are part of 
BAE Systems.

Gender pay gap legislation will blow the 
whistle on organisations failing to act 

People moves       Louise’s lowdown
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The month in numbers
Marianne Calnan rounds up some 
of February’s key facts and figures 

relating to employee benefits 

35% 
of female employees in 
professional and financial 
services would leave their 
current employer because 
of poor work-life balance 
(Source: Ambition UK) 
bit.ly/1NTTzUl

39% 
say their financial 
struggles prevent 
them from performing 
at their best at work 
(Source: Willis Towers 
Watson) bit.ly/1PgBx0n

88% 
of UK respondents regularly 
experience stress at work 
(Source: ADP) bit.ly/1KS9tyJ

 100% 
gender pay parity has 
been achieved at Intel 
US (Source: Intel)
bit.ly/1nXAagc

31% 
of employers say the reduction in pensions 
tax relief and complexities of the workplace 
pensions regime have caused employees on 
higher incomes to leave their pension schemes 
(Source: Association of Consulting Actuaries)
bit.ly/1Sq4yNu

75% 
of global employer 
respondents now offer 
a flexible-working policy 
to their employees
(Source: Vodafone)
bit.ly/1SDV6Gj
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at Working Families

Mary Peterson
is head of talent and learning 
at Addleshaw Goddard

Mandy Garner
is editor 
at Workingmums.co.uk

big 
question

Should employers do more 
to support working parents?

This month’s big ques  on...

We see a variety 
of practice from 
employers, and 
there is no doubt 
that support from 
employers is crucial 
to maintaining a 
work-life balance. 
Working Families’ 

Modern families index, published in January 
2016 in partnership with Bright Horizons, 
found that the UK’s working parents are 
struggling to balance their work and family 
life. Although younger, millennial parents 
want to share care more equally than 
previous generations, the workplace has 
not caught up with these expectations.

Employers need to do some future 
thinking if they are to accommodate the 
expectations of today’s millennials and 
tomorrow’s young workers. They need to 
adapt and create flexible work cultures 
now if they are to attract and retain the 
employees they want and keep them 
in the future. 

Employers need to think about how to 
get workplace culture right. Poor work-life 
balance can lead to resentment, as well as 
decreased motivation and performance; 
the Index found that 42% of millennial 
fathers reported that they felt resentment 
towards their employers. Employers need 
to be realistic about workloads and allow 
all employees to feel confident enough to 
discuss and exercise some control over their 
work. Jobs should fit the hours allocated 
to them, but the Index revealed that many 
parents are putting in up to two extra 
hours a day, or 10 each week.

We would like to see employers adopt 
a ‘flexible by default’ workplace culture. 
Flexible working needs to be available to 
all employees and should be aligned with 
choice. The Index has highlighted that 
flexible working is currently taken up 
mostly by senior high earners.

A flexible working culture will support 
working parents, offering opportunities for 
engagement, motivation and retention, 
a win for employers and employees.

Last November’s 
news that Credit 
Suisse in the US is 
enabling working 
mothers to take 
babies on business 
trips by paying for 
their nannies is a 
significant raising 

of the bar in terms of support for parents in 
the workplace. Whether or not this catches 
on in the UK, it reignites the debate over 
whether employers are doing enough to 
support working parents.

A significant proportion of our employees 
have caring responsibilities and, as such, we 
believe there is a strong case for helping 
them to more easily manage their work 
and personal commitments. In turn, this 
leads to greater engagement and retention, 
particularly of women.

Legislation has done much; now men are 
in the equation with the option of taking 
shared parental leave (SPL). The future 
introduction of shared grandparental leave 
is a further interesting development.

At Addleshaw Goddard, we provide a 
truly flexible SPL package in that leave, with 
enhanced pay equating to 20 weeks’ salary, 
may be taken at any point in the first year 
of the baby’s life. We have a lawyer taking 
leave at the moment and are publicising 
that to encourage more take-up.

Around 70% of our employees report 
working flexibly in one way or another. 
It means something different to every 
individual and we support a wide range 
of arrangements from term-time working 
to reduced hours and longer holidays.

We also have a range of initiatives 
focused on working parents, including 
regular new parent lunches, a maternity 
buddy scheme and webinars and seminars 
on issues relating to parenthood. We 
are also members of Parental Choice, an 
organisation that helps our employees 
access advice around childcare.

We are always interested in what more 
we can offer, in a bid to both attract and 
retain the best talent.

There are several 
arguments for 
employers to do 
more to support 
working parents 
or to at least be 
understanding of 
the kind of pressures 
they face. Back in 

the day, when flexible-working legislation 
was first introduced, the idea was that 
parents needed special treatment and that 
employers that catered to flexible working 
were doing so to help their employees, 
thus, flexible working was a benefit offered 
by employers for employees.

We have moved on since then, and 
many employers realise that flexibility works 
both ways. Not only does it allow them to 
retain and attract experienced workers, but 
they are likely to be more loyal and more 
motivated as a result of being able to work 
in a way that enables them to have a 
greater work-life balance, or at least see 
a bit more of their families than they 
would have done without any flexibility.

In a similar way, many of the most 
progressive employers understand that 
offering family support, be that childcare 
support, maternity or paternity counselling, 
parenting sessions, parenting networks 
or eldercare support, will benefit them as 
much as their employees. They see the 
link between employee wellbeing and 
productivity, between a happier workforce 
and a more motivated workforce. They 
understand that employees are at the centre 
of their business and how they treat them 
will, ultimately, impact their bottom line.

Given that parents make up a significant 
percentage of employees, it makes sense 
on every level for employers to attempt 
to understand what might make their 
lives a little easier. By understanding and 
acknowledging what the stress points are 
and by making changes that remove at least 
some of that anxiety, employers can enable 
their employees to focus more on the job in 
hand and to work better. That must surely 
be in everyone’s interests.

     do you agree?
Join the discussion by searching 
for the EmployeeBenefi ts group on:
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The national living wage 
could have a far-reaching 
impact in the workplace

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

cover story 
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Need to know
•  Businesses should analyse the cost implications 

of the national living wage for payroll and 
earnings-linked benefits.

•  Salary sacrifice arrangements could result in 
non-compliance by bringing pay below the 
new £7.20 hourly rate.

•  Investing in the workforce through benefits 
can drive productivity and help mitigate higher 
wage costs over the long term.

a trickle-up effect on salary rates, it could be 
that employee benefits are used to differentiate 
between grades; finding something extra to give 
[higher-grade staff] that isn’t as expensive as 
increased salary might help here.”

Where financially viable, extending the £7.20 
rate to all staff rather than just those aged 25 and 
over could help to prevent disengagement among 
younger employees. A number of high-profile 
employers have committed to paying all of their 
workforce at least the national living wage, and 
others are implementing a base rate above this 
or signing up to the higher voluntary living wage. 
Such measures can help to position organisations 
as employers of choice, providing an advantage 
when it comes to attracting and retaining talent.

There has been concern in some sectors that the 
higher wage bill could result in reduced headcounts, 
alternative staffing arrangements, or salary freezes 
among other areas of the workforce. In a bid to 
curtail costs, some organisations may consider 
adjusting their benefits offerings.

Duncan Brown, head of HR consultancy at the 
Institute for Employment Studies, says: “In 

In his 2015 Summer Budget address, Chancellor 
George Osborne declared: “Britain deserves a pay 
rise and Britain is getting a pay rise.” This pay rise 
will officially arrive in the form of the national living 
wage from April 2016, at which point it will become 
mandatory to pay staff aged 25 and over at least 
£7.20 an hour.

The national minimum wage will continue to 
apply for younger staff, currently set at £6.70 
for those aged 21 and over, £5.30 for 18-20 year 
olds, £3.87 for under 18s, and £3.30 for 
apprentices aged 16-18 or those aged 19 and over 
who are in the first year of their apprenticeships.

Somewhat confusingly, or some might say 
shrewdly, the Chancellor has given the new 
compulsory rate a name not wholly dissimilar to the 
Living Wage Foundation’s living wage. However, the 
latter is a voluntary rate calculated according to the 
cost of living, which currently stands at £8.25 an 
hour and £9.40 in London. 

While the new rate has obvious implications for 
employers’ wage bills, particularly in traditionally 
low-paid sectors, organisations will also need to 
take into account employee benefits and 
remuneration policies when deciding how best to 
approach and comply with the national living wage.

Charles Cotton, performance and reward adviser 
at the Chartered Institute of Personnel and 
Development (CIPD), says: “Certain benefits are 
linked to base pay or earnings, such as pension 
contributions, death in service, and enhanced 
maternity leave, and these costs need to be 
factored in as well as the impact on the rise of 
pay elements such as overtime rates, unsocial 
hours and bonuses.”

In addition to cost considerations for earnings-
related benefits, employers must ensure that the 
cumulative take-up of benefits offered through 
salary sacrifice arrangements does not bring pay 
below the £7.20 rate. The government has ramped 

up measures against compliance breaches, including 
increasing the penalty for non-payment of the 
national minimum and national living wage from 
100% to 200% of arrears.

Employers should approach their payroll software 
provider to determine how they will help them 
monitor compliance, says Ian Holloway, head of 
legislation and compliance at Cintra HR and Payroll 
Services. The new rate will apply to pay reference 
periods beginning on or after 1 April 2016, which 
could require setting up new pay elements in the 
payroll system depending on whether organisations 
opt to comply by changing hourly rates or by 
topping up to £7.20, explains Holloway.

R e v i e w i n g  p a y  s t r u c t u r e s
The new rate may trigger firms to examine their 
internal pay structure beyond those grades directly 
impacted by the national living wage, particularly 
where the gap between pay bands will narrow. 
Indeed, research by PricewaterhouseCoopers, 
published in October 2015, found that 57% of 
employers expect to spend more on their wage bill 
to maintain pay differentials between their lowest 
pay bands. Steve Herbert, head of benefits strategy 
at Jelf Employee Benefits, says: “Where [there is] 

@ Read also
Will there ever be a solution 
to the gender pay gap?
bit.ly/1VHKDYG

“ IN THE SHORT 
TERM, IT MIGHT 
LEAD TO A 
DE EMPHASIS ON 
QUITE HEAVY 
FIXED BENEFITS 
PACKAGES”
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Starbucks to extend national living 
wage rate to all staff and offer 
London premium

All employees working in Starbucks 
UK-owned stores are to be paid at least the 
national living wage rate of £7.20, including 
apprentices and those aged under 25. The 
coffee chain’s all-employee approach to the 
new rate of pay will benefit more than 4,500 
staff members.

From April 2016, the base pay of baristas 
will increase from £6.77 an hour to £7.20. In 
line with the increase in barista pay, 
Starbucks UK will also boost the hourly 
wage for supervisors from £8.20 to £8.72.

Lisa Robbins, director of partner resources 
UK at Starbucks, says: “We made the 
foundational decision that we didn’t want to 
differentiate on age, and we also wanted to 
make sure that we paid the right rate for the 
right jobs. So for those [employees] that are 
running shifts, we believe that they should 
continue to have the gap [in pay] that is 
there now in the future, which is why we 
decided to make that increase as well, to 
continue that recognition.”

The organisation informed staff about the 
change in pay rates through all-employee 
communications, supported by direct 
conversations between store managers and 
staff. When communicating about pay, the 
organisation also details the wider benefits 
and rewards available, such as training 
opportunities and its employee share 
ownership programme, Bean Stock.

Starbucks UK is also taking steps to help 
its staff address the rising cost in living. 
From April, the organisation will pay a 
premium to employees working in its 
London stores in recognition of the higher 
cost of living in the capital. It is also 
launching a financial awareness initiative and 
a rental deposit scheme, Home Sweet Loan. 
This aims to offer a supportive, responsible 
route to housing by providing employees 
with an interest-free loan to put towards 
their first rental deposit, which is then 
repaid through their salary over 12 months.

Robbins says: “Socially we know that 
housing is a really hot topic and a real 
challenge, particularly for young people.” 

and how [they] can get the best return on this 
additional investment in staff.”

Taking a long-term, strategic approach is 
especially pertinent when considering that the 
national living wage is to increase to at least £9 an 
hour by 2020. Such an approach should consider 
the implications for employers’ broader reward 
and benefits packages, says Tom Hellier, UK 
practice lead, rewards at Willis Towers Watson.

Employers may also wish to address the new 
statutory rate by viewing it within the wider 
legislative context of pension changes, rising 
auto-enrolment contribution rates, upcoming 
gender pay gap reporting requirements, and 
whatever announcements the Chancellor may 
have in store for the March 2016 Budget. Hellier 
says: “Rather than just looking at this legislation 
in isolation, [organisations could] consider what 
else is going on at the moment and take a more 
proactive stance on reviewing what [they] have 
and where changes might need to be made, rather 
than reacting piece by piece to legislation that’s 
coming out.”

No – we were not aware of this

Yes – we are aware of this but have not yet reviewed

We do not use salary sacrifice for any benefit

Do not know

Yes – we have reviewed or resolved this already
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Has your organisation considered use of salary sacrifice against new national living wage minimums?
(Source: Jelf Employee Benefits survey, conducted in November 2015)

39%

19%

19%

13%

9%

the short term, it might lead to a de-emphasis on 
quite heavy fixed benefits packages, but over time 
I think it will encourage the trend towards more 
choice and employees and employers jointly 
investing in benefits.”

I m p r o v i n g  e f f i c i e n c y
According to research by the CIPD and Resolution 
Foundation, published in November 2015, 16% of 
respondents plan to reduce overtime and bonuses 
to offset higher wage costs and 15% intend to 
raise prices. Yet almost double that amount (30%) 
plan to mitigate costs by improving efficiency and 
productivity, and this is where employee benefits 
have a key role to play.

“[Benefits] can drive competitive advantage 
in terms of encouraging higher productivity and 
wellbeing, which flows through to higher sales 
and revenues,” says the CIPD’s Cotton. “Hopefully 
organisations will look at this strategically and 
consider ways of using this as an opportunity 
to start looking at how we design jobs and work, 
and whether we can increase productivity that 
way rather than reducing the reward budget.”

Brown adds: “[Employers can] look at this in 
terms of the implications for reward strategies 

“ BENEFITS CAN 
DRIVE COMPETITIVE 
ADVANTAGE BY 
ENCOURAGING 
HIGHER 
PRODUCTIVITY 
AND WELLBEING”
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Whether or not employers opt to implement 
changes to pay and benefits beyond the legal 
minimum, the new rate of pay should be 
communicated to staff. According to research 
published in December 2015 by the Department 
for Business, Innovation and Skills, less than 
two-thirds (63%) of employers know who in 
their workforce is entitled to the national living 
wage and just 39% had communicated the 
change in pay rate to their employees. 

Jelf’s Herbert says: “Once organisations have 
worked out how they are going to [make the 
changes] and what benefits it’s going to affect, 
it’s important that, as with any major change, 
they communicate what’s going on.”

While communications will need to be handled 
sensitively where businesses are offsetting the 
increased wage bill through altered staffing 
arrangements and reduced or frozen remuneration 
packages, they can also be seen as an opportunity 
to demonstrate the value of benefits programmes 
offered to staff. This might include details of 
benefits offerings that have been enhanced to 
support employee engagement and productivity in 
light of the national living wage, or an explanation 
of how salary-linked benefits will increase as a 
result of the higher hourly rate. “[Employers can 
show staff] that this is much more than just their 
base rates that are increasing because of the 
benefits package that they have,” says Hellier

Did you know?
47% of employees rank eyecare as one of their top 3 preferred benefits
We are a partnership between ASE Corporate Eyecare and Boots offering advice, expertise and a range
of products and services in the area of workplace healthcare, with a focus on corporate eyecare.

T. 0844 800 4028     E. sales@eyecareplans.co.uk     www.eyecareplans.co.uk

Conor D’Arcy is policy 
analyst at the Resolution 
Foundation 

The Resolution Foundation 
estimates that the national 
living wage (NLW) will result 
in a pay rise for roughly 

4.5m workers. But pay rises do not come for 
free. In a survey of 1,000 employers that the 
Foundation conducted in September 2015, 
over half expected the NLW to raise their 
wage bill. The crucial question for employers 
will be how best to respond.

A simplistic economic model suggests 
if you raise wages you reduce employment, 
but most evidence on the UK’s minimum 
wage suggests employment has not been 
adversely affected. And while some 
respondents said they intended to reduce 
either hours worked or staff numbers, 
it was not the most popular answer.

Encouragingly, the most common 
response was to increase the efficiency of 
their businesses, the best possible response 
for workers and the wider economy. For 
some that will mean making more of the 
skills of their existing workforce. Others 
will choose to focus on whether their pay 
structure, in terms of differentials and 
bonuses, is set up to motivate employees.

Beyond higher productivity, some firms 
were considering price rises but recognised 
the risk of losing customers. Given the 
NLW only legally applies to those aged 
25 plus, hiring more younger workers is an 
option but few employers intended to rely 
on this, preferring instead to operate a 
strategy of recruiting the best candidate 
for the job. For some employers it would 
be business as usual, absorbing the extra 
cost through reduced profits.
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Viewpoint

Danwood introduces national living 
wage for all employees ahead of the 
April deadline

Print and document solutions firm Danwood 
introduced the national living wage in January 
2016, three months ahead of the statutory 
implementation date set by the government. 
Although the £7.20 hourly rate is only 
mandatory for those aged 25 and over, 
Danwood has established the national living 
wage as its base rate for all employees. The 
firm opted to take this approach to ensure 
a fair wage for all staff, particularly as a 
number of its business divisions have a wide 
age demographic. Around a third (29%) of the 
3% of employees affected by the new rate are 
under the age of 25.

Jen Roberts, reward and benefits manager 
at Danwood, says: “It’s part of our commitment 
to our employees that we will honour a fair rate 
of pay for everybody, regardless of their age.”

Danwood communicated the new rate 
to staff ahead of the 2015 Christmas break. 
The reward team drafted communications for 
line managers so that they could sit down with 
affected employees and deliver the news face 
to face to provide a more personal touch. “We 
asked managers to do this because they are 
ambassadors to the business and they should 
be the bearers of good news,” says Roberts.

Further communications have been created 
for line managers to offer guidance around the 
national living wage, and an article on the 
subject has been posted on the organisation’s 
intranet site so that all staff can find out more 
information about the new rate of pay.

Case study | Danwood
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 Survival 
of the fittest

Good understanding is key to encouraging 
a workforce to be more active

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

There are plenty of different ways an employer can motivate 
employees to improve their fitness. Depending on budget, 
these could include an onsite gym, personal training sessions, 
exercise classes, subsidised gym membership and 
a bikes-for-work scheme.

Jenni Wilson, operations director, corporate fitness and 
wellbeing at Nuffield Health, says that, wherever possible, the 
provider offers personalised advice for each employee. “Our 
staff will take employees through a health MOT and design 
a programme specifically for them. This engages them more, 
leading to better results.”

But, while all of these initiatives can motivate employees 
to improve their fitness, they might not always have as broad 
a reach as desired, says Paul Nuki, co-founder and chief 

Improving employees’ fitness can have significant benefits for organisations, including 
increasing productivity, driving down employee benefits costs and boosting wellbeing. 
Having a good understanding of the workforce is key to maximising these benefits.

Small amounts of exercise can deliver significant health improvements. According to the 
National Health Service (NHS), regular exercise can bring a reduction in the risk of heart disease 
and stroke; a lower risk of depression; and a reduction in the risk of developing type-2 diabetes.

Unsurprisingly, this also translates into some significant pluses for the organisation. Matthew 
Judge, director at Jelf Group, says: “A fitness campaign can create a really good buzz in the 
workplace, driving up employee engagement. This can lead to reductions in sickness absence, 
as well as improvements in productivity and retention rates.”

It can also drive savings on the employee benefit spend. Providing employees are not 
taking up something at the extreme end of the fitness scale, becoming more active can 
reduce claims, and subsequently premiums, on private medical insurance, group income 
protection and life assurance.
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•  Employers should avoid the word ‘fitness’  
because it can put off less-active employees; 
think ‘activity’ instead.

•  A programme that is habit forming, such as 
a walking challenge or stair prompts, helps 
engage employees in health and wellbeing.

•  Programmes can be made fun by including 
an element of competition, and a reward 
can encourage participation.

Does genetic testing have a place in 
a healthcare and wellbeing strategy?
bit.ly/1Q0SX50

Need to know

Read also@

employee 
wellbeing
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Dr Fehmidah Munir is reader in health 
psychology at the School of Sport, 
Exercise and Health Sciences, 
Loughborough University 

Sitting for long periods has been found 
to be harmful. We will sit at our desks 
at work for a long time and then go 

home and watch TV. Prolonged sitting has been linked 
to a risk of diabetes, obesity, and metabolic diseases.

The evidence now suggests that if you are sitting 
for eight or nine hours and you then do one hour of 
exercise, it has very little impact. Breaking up bouts 
of sitting time at work has been found to reduce the 
risks of diabetes and other conditions.

Regularly breaking up sitting by standing and moving 
lightly enables the blood and oxygen to flow through 
the body better, meaning that employees will feel 
much more energised. Because they feel more 
energised, employees also feel better psychologically, so 
their general wellbeing improves. Evidence also suggests 
that breaking up sitting time has no adverse effects on 
work performance and has been associated with high 
work engagement; highly engaged workers are likely 
to move rather than sit at their desks for long periods.

Strategies to reduce prolonged sitting often require 
workplace policy changes. For example, employees can 
break their prolonged periods of sitting behaviour by 
using a desk that can be raised or lowered. Employers 
could also use communal printers to encourage people 
to get up. Employees need to be kept motivated to 
change behaviour and work-related problems often 
need to be addressed first before trying to shift 
employees’ personal health behaviours.

executive officer (CEO) at 
StepJockey. “The trouble 
with these types of fitness 
initiatives is they only 
engage the 10% to 20% of 
employees who are already 
doing something,” he says. 
“They won’t reach the ones 
that would really benefit 
from improving their fitness.”

Thankfully there are ways 
to reach out to employees 
who do not see themselves 
as gym bunnies. “Offer 
something simple that 
everyone can do that will 
become habit forming,” 
explains Nuki. “All 
[employees] need is 30 
minutes of physical activity 
five times a week to see 
improvements in [their] 
lifetime health.”

StepJockey’s ‘stair 
prompts’ is one example 
of this. By using visual 
nudges to encourage 
employees to take the 
stairs rather than the lift, and 
enabling them to log the activity on an app, employees 
quickly clock up the recommended activity time.

K e e p i n g  i t  f u n
Other examples could include a collective weight-loss 
campaign, supplemented with advice on healthy eating and 
exercise or wearable technology to encourage employees 
to track their activity. “It doesn’t need to be complicated or 
expensive,” says Judge. “Ask employees what they’d like 
to do, experiment and keep it fun.”

Competition can also encourage more activity. Challenges 
such as the World Cancer Research Fund UK Towers 
Challenge and the Global Corporate Challenge pit teams 
against each other to cover the furthest distance. Emily 
Sowden, European marketing manager at Global Corporate 
Challenge, says: “It’s about changing behaviour. The majority 
of participants continue to be active after the programme 
is finished.”

Whatever an employer does, it is important to be 
mindful of the health and safety and legal aspects of any 
fitness initiatives. And, although health and safety experts 
can express some concerns around fitness in the workplace, 
the benefits of many of these activities outweigh the risk. 
For example, fitter employees will be more likely to be 
able to evacuate the workplace safely in the event of
fire, says Nuki

Alstom UK and Ireland uses exercise challenge 
to improve health and wellbeing of staff 

Engineering firm Alstom UK and Ireland saw it was facing 
potential health problems with an ageing workforce.

Claire Sallis, occupational health and wellbeing manager 
at Alstom UK and Ireland, says: “Many of our employees 
worked long hours and commuted into work so they 
weren’t getting much exercise.”

To turn things around, it introduced the Global 
Corporate Challenge in 2011. The feedback and results 
from the 70 employees that took part in this first challenge 
encouraged Sallis to roll it out to the whole organisation 

the following year. “As well as a reduction in absence and improvements 
in productivity, we found that people really enjoyed the team aspect of the challenge 
as it helped to bring them together,” she explains. “We also saw improvements in 
engagement. Employees like the fact we’re investing in their health and wellbeing.”

Each year more and more employees have taken part in the challenge with around 
60% of the workforce expected to sign up this year. Sallis adds: “We’ve seen [employees] 
setting up walking groups and weight-loss clubs and it’s much more common to see 
people heading off for a game of badminton after work.”

of office employees take 
the stairs instead of the lift 
(Source: Age UK and Bupa, June 2015)

of office workers do not 
do any exercise at all 
(Source: Age UK and Bupa, June 2015)

of office staff spend an hour 
or less on exercise a week 
(Source: Age UK and Bupa, June 2015)

53%9%35%
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Taking time 
for fitness breaks

J a m e s  S h i l l a k e r  |  D i r e c t o r
G y m F l e x

Employers should offer staff the
flexibility for gym sessions
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S u p p l i e d  b y

an extra 20 minutes. Do we care that the smokers 
might moan? We could call it gym flexi-time.

It is not necessary to restrict gym fl exi-  me 
to lunch hours either, when gyms are o  en 
overloaded. Just before and a  er work are very 
busy too, which can be in  mida  ng for employees 
star  ng their fi tness journey. So we should be 
encouraging employees to go at the  me it suits 
them best. That is a win-win. Employees can always 
make the  me up earlier or later in the day.

The gym at 3pm is dreamy. Less people, more 
space, so extra  me on the equipment employees 
want to use.

C h a n g i n g  p e r c e p t i o n s 
If we are serious about preventing the continued 
decline of employees’ wellbeing, we need to change 
perceptions. Embracing exercise to the same degree 
that we abided smoking is just a start. The culture 
change comes when we stop treating employee 
gym membership as a tick-box exercise and start 
giving it top billing rather than running it alongside 
the cinema discounts. If employers do not make 
the time for their employees’ fitness, then 
they ought to start making time for their 
illness instead.

While smoking in the UK has reduced by 42% 
since 1986, UK expenditure on tobacco has trebled 
to £19.4 billion in the same period, according 
to fi gures from public health charity Ac  on on 
Smoking and Health (Ash). That is compared to 
just £4.3 billion expenditure on private and public 
sector gyms, based on fi gures from the 2015 
State of the UK fi tness industry report, published 
by the Leisure Database Company in June 2015.

The UK has a long road ahead to choke the 
smoke and make the qui  ers fi  er ■

It has been nearly 10 years since the smoking
ban was first introduced in England and Wales, 
although it is more like 25 years since employers 
began herding smokers into a designated area 
for their regular cigarette breaks. But that is 
exactly what they were: breaks from work. 
I even remember negativity towards smoking 
breaks from the non-smokers. ‘Why should they 
get extra breaks just to go and smoke?’ But that 
is exactly what we did; we gave smokers extra 
time away from their work to go and have a 
cigarette. Taking just one break in the morning 
and one in the afternoon amounts to almost 
four weeks off a year.

Was there a tribal culture to those smoking 
breaks? Seen as good fun by those self-proclaimed 
cool people who rou  nely went off  to chug 
on a death s  ck? Probably. It certainly did not 
encourage a culture conducive to giving up.

According to the Health and Social Care 
Informa  on Centre’s Sta  s  cs on smoking, 
published in May 2015, there are s  ll more adult 
smokers (20%) in the UK than there are gym goers 
(12%), which is not surprising when you consider 
the incen  ve of an extra month off  work the 
smokers got. So how about this, why don’t we
bring back these breaks: not for smoking 
obviously, but for exercise?

M a k i n g  t i m e  f o r  e x e r c i s e
Employees who want a workout at lunchtime 
have to travel to the gym, get changed, work out, 
shower, then change again, buy their lunch and 
finally eat it, all within an hour. This is hardly 
encouraging exercise is it? Instead, let us give 
employees who want to work out at lunchtime 

“ ONE BREAK IN 
THE MORNING 
AND AFTERNOON 
AMOUNTS TO 
ALMOST FOUR 
WEEKS OFF 
A YEAR”
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Consider the 
vibrant options 

Weigh up the relative advantages of health 
cash plans versus private medical insurance

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

Health cash plans are policies employers can offer their 
staff to reimburse the partial or full cost of everyday health 
treatments such as employee assistance programmes (EAPs), 
dental appointments and hospital inpatient care. They are a 
preventative way of offering employees health and wellbeing 
benefits, whereas private medical insurance (PMI) covers the 
treatment of curable, short-term conditions or accidents, 
such as outpatient procedures and diagnostic tests.

Health cash plans also sit well alongside other healthcare 
benefits, including PMI. Although the two differ, employers 
may opt to offer both to cover employees’ needs.

Paul Gambon, sales director at Medicash, says: “Health cash 
plans cover the everyday health needs of employees, whereas 
PMI is [used in] the eventuality should something more severe, 
[such as] a long-term health condition, occur.”

Successfully implementing a health cash plan requires 
employers to align their plan with employees’ healthcare 
needs by identifying which staff would benefit most from 
cover. This can be conducted through methods such as 
face-to-face conversations and staff surveys.

Deciding which option is best for an organisation and its 
employees is also dependent on both parties’ budgets. Peter 
McAndrew, sales director at health cash plan provider Health 
Shield Friendly Society, says: “Cash plans are great if an 
organisation can’t afford PMI for all.”

I n n o v a t i n g  b e n e f i t s
In recent years, innovations in the cash plan market 
include the addition of options such as EAPs and 
extending access to services such as Best Doctors, 
which allows employees to obtain medical advice 
about health complaints.

Some corporate healthcare providers also offer employee 
wellbeing support, for example, Health Shield enables 
employees to claim for nutritional therapy and Indian head 
massage. Options such as these reflect the diverse range of 
health and wellbeing issues that cash plans can now cover.iS
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•  Cost and employees’ needs are vital when 
choosing between health cash plans and PMI.

•  Health cash plans sit well alongside other 
benefits, including PMI.

•  Cash plans have been developed to meet the 
increasingly diverse needs of organisations.

How the physical workplace can help 
manage musculoskeletal disorders
bit.ly/1R7zwGS

Need to know

Read also@

Brian Hall, managing 
director of BHSF, says: “The 
[employee benefits] industry 
needs to accept that PMI 
and health cash plans are 
very different, but both 
have a place. Comparing 
them is like comparing a 
speed boat with skis; both 
can be good but have very 
different purposes.”

C o m b i n i n g  b e n e f i t s
Once employers have 
analysed employees’ 
healthcare needs, they must 
decide which benefits are 
most suitable for them. 
It may be that offering 
both PMI and a health cash 
plan is the best fit for an 
employer’s workforce. 
Gambon says: “The two are 
often combined because 
they fit together really well 
to cover everything.”

Investing in a bespoke 
health cash plan can 
encourage employees to 
engage with benefits their 
employer is offering through 
the process of selecting what 

is most suitable for them. 
However, this can be 

expensive and 
may not be 

an option 
for 
smaller 
organisations or 
those with tighter budgets.

From the employers’ 

perspective, health cash 
plans are a cost-effective 

way to support everyday 
healthcare needs. They can also 

help employers to alleviate the financial strain 
of healthcare provision, as well as help to reduce sickness 

absence and boost staff retention and morale.
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Boston College’s health cash plan helps to 
reduce sickness absence

Boston College offers a health cash plan to all of its 450 
employees, irrespective of their level of seniority or the 
number of contracted hours they work. Its health cash 
plan, provided by Health Shield, has helped to reduce staff 
sickness absence rates by 28%; employee absence rates for 
the entire workforce fell from 4,114 days in 2011 and 
2012 to 2,955 days in 2013 and 2014.

The plan enables staff to pay towards acupuncture and osteopathy, as well as an 
employee assistance programme (EAP).

Tim Millington, human resources manager at Boston College, says: “There is no doubt 
that there are some additional benefits to private medical insurance (PMI) compared to 
a health cash plan. [But] further education has suffered badly under the austerity measures 
introduced over the last few years, and we have to recognise people’s financial 
restrictions at the college.”

Millington adds that Boston College’s health cash plan adheres to employees’  
needs effectively and that budgetary constraints mean the college cannot offer PMI 
as well. “We have found the cash plan to be a very well-received employee benefit 
offering excellent value for money for [employees], and providing great results in 
staff engagement and staff absence,” he explains.
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Case study | Boston College

Louise Neilson is reward manager 
at NHBC

The National House Building Council’s 
(NHBC’s) health and wellbeing strategy 
is supported by benefits that help to 
attract and retain talent. We want to 
be proactive rather than reactive when 

it comes to wellbeing, ensuring that our employees are 
well at work and as productive as possible, and to 
support them if they become ill.

We offer various health benefits, including gym 
membership and bikes via salary sacrifice, an employee 
assistance programme (EAP), mini health checks, eye 
tests and part-funded hearing aids. We also offer 
private medical insurance (PMI) alongside a cash plan 
that employees fund.

Cash plans are cost-effective and straightforward, 
and employers can tailor them to suit the workforce 
demographic, hence they have a wide appeal. They are 
all about prevention; employees do not need to be ill 
to claim. A cash plan helps employees to meet their 
everyday health needs and to take responsibility 
for their own health.

However, in cases of serious illness, which are often 
unexpected and expensive, PMI is a valuable benefit. 
PMI gives employees quick access to diagnosis and 
treatment when they need it most. Employers can 
tailor the cover to suit the particular demographic of 
their workforce. At NHBC, we have added enhanced 
musculoskeletal cover to help reduce related absence. 
But PMI cover comes at a cost, and a peak in claims 
can make the benefit increasingly expensive.

PMI and cash plans can be integrated and 
complement one another, and the employer should 
align these to the objectives of its health and wellbeing 
strategy, then adapt to suit the changing needs of the 
business and employees. Most importantly, employers 
need to market what they are offering to drive take-up.

McAndrew says: “Cost is the main driver of the health cash plan’s popularity because it is an 
inexpensive way to cover an entire workforce. Cash plans look at everyday healthcare needs 
and they’re more holistic. The big differentiator is price.”

B o o s t i n g  e n g a g e m e n t
The fact that employees tend to utilise cash plans more often than PMI on a day-to-day basis, 
due to the nature of their cover, can boost their engagement with these. Paul Shires, executive 
director, sales and marketing at Westfield Health, says: “The average employee claims twice 
a year on their cash plan, which is a really great and easy way to get good engagement, plus 
health cash plans are much more affordable than PMI.”

Employers therefore need to carefully calculate their healthcare budget to ensure that 
what they offer will have the intended effect and meet objectives at the desired cost.

Issues such as the ageing workforce, available budgets and employees’ different lifestyles 
and personal situations, mean that choice is essential when considering a health cash plan 
or PMI. Employers need to take employee data into careful consideration when creating 
a healthcare strategy, so that all employees’ needs are recognised. Sarah Brannan, senior 
consultant at Xerox HR Services, says: “Employers have to appeal to an increasingly diverse 
workforce with different needs, so if they look at employee data they can work out what 
their workforce’s main healthcare issues are.”

T r e n d s  i n  P M I
According to LaingBuisson’s Health cover UK market report 2015, published in June 2015, 
there were 3.94 million PMI policies at the start of 2015, compared to 3.97 million in 2014. 
The research also found that employer-paid PMI policies fell by around 14,000 in 2014. 
Employers should look at what other organisations offer staff, and therefore what their 
existing and potential employees will expect of them.

Gambon says: “Which one is most suitable for an 
organisation depends on its nature, budget and staff in terms 
of age profile and salaries. Both PMI and health cash plans 
promote health and wellbeing, but whichever one an employer 
chooses must depend on what the organisation is trying to 
achieve or improve. Both need to be well communicated, with 
a particular focus on explaining what they entail for workers.”
Health cash plans could become even more inclusive 
in the future as corporate healthcare providers expand to 
offer cover for a broader range of treatments and services. 
Their design is also becoming more flexible to help 
employers better manage health budgets, and employees 

to manage their health. But while cash plans could offer 
a cost-effective, viable alternative to private medical 

insurance for some employers, it is essential 
that employers consider their budget, 
employee demographics, and the options 
on offer when considering whether 
to opt for PMI, a health cash plan 
or both within their healthcare and 
wellbeing strategies 

Viewpoint

health & 
wellbeing
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Changing faces
for changed times

P h i l i p  W o o d  |  S a l e s  a n d  m a r k e t i n g  e x e c u t i v e  d i r e c t o r
H e a l t h  S h i e l d

New benefits and services are being added 
to health cash plans to create extra value
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voluntary benefits schemes. Others are looking 
for plans that can fit around their budget and 
meet the specific needs of their employees and 
business. Standard off-the-shelf schemes are no 
longer the norm for medium-to-larger enterprises. 
More employers now want to pick and choose 
their own health benefits and services with 
tailored pricing and terms and conditions.

T h e  f u t u r e
There is a real desire for more innovative packages 
as employers want to improve their duty of care 
and look after the health and wellbeing of 
employees. Health cash plans are once again rising 
to the challenge and continually evolving to meet 
the changing needs of employers and employees. 
What is next? Watch this space ■

The need for employees to find a way to cover 
healthcare costs is certainly not a new problem. 
Before the introduction of the National Health 
Service (NHS), workers had to find a way to provide 
for themselves and their families in times of sickness 
and ill health. It was out of this necessity that the 
idea of health cash plans was originally formulated.

In 1948, the launch of the NHS meant that 
worries over paying for GP visits, opera  ons and 
hospital care were largely taken away. However, 
rather than heralding the death of the health cash 
plan, providers were able to evolve to provide 
addi  onal support during hospital stays and 
periods of ill health.

In more recent  mes, as charges for op  cal care, 
dental treatment, physiotherapy and prescrip  ons 
have crept back in, health cash plans have found 
a new role to play in covering the cost of everyday 
healthcare. Far from experiencing a decline, 
employer-paid health cash plans experienced 
a surge between 2007 and 2014, fuelled largely 
by the changing health cash plan product.

I n d u s t r y  e v o l u t i o n
Rather than stand s  ll, the industry has con  nued 
to evolve to cover an ever-increasing range of 
health benefi ts and preventa  ve services. These 
include: employee assistance programmes and 
face-to-face counselling services; virtual 24/7 GP 
surgeries via phone or webcam; private prescrip  on 
services; 24/7 counselling and support helplines; 
personal accident protec  on; one-off  maternity 
payments; cover for alterna  ve therapies; online 
health assessments and personal coaching tools; 
specialist consulta  ons and home care a  er 
a hospital stay and rewards with deals, discounts 
and cash back off ers.

New benefi ts and services are being added 
all the  me to add extra value, prevent sickness 
and improve health and wellbeing. It is an 
unprecedented  me of innova  on for health cash 
plans with employers and individuals enjoying
more choice than ever before.

H e a l t h  c a s h  p l a n s  a n d  p r i v a t e 
m e d i c a l  i n s u r a n c e
One of the big developments over the last few years 
has been the increase in the number of health cash 
plans providing cover for private medical insurance 
(PMI) excess payments. Whereas, traditionally, 
health cash plans were seen as a benefit primarily 
for blue-collar workers, employers can now dovetail 
their PMI provision with a health cash plan to 
enhance employee engagement at all levels.

F o c u s  o n  h e a l t h  a n d  w e l l b e i n g
It has always been a mark of a good employer 
that it has adopted a caring role in looking after 
the health of employees. However, now more than 
ever, employers are realising that improving the 
health and wellbeing of staff is not just a duty of 
care, but can help to reduce absenteeism and 
improve morale and productivity. Health cash plans 
are well-positioned to play a key role in this process, 
helping to align affordable healthcare delivery with 
improved health and wellbeing.

T a i l o r e d  a n d  f l e x i b l e  h e a l t h
c a s h  p l a n s
The introduction of auto-enrolment for pensions 
has led to more organisations reviewing their 
wider flexible benefits provision. Many are looking 
for health cash plans that offer optional upgrades 
and can fit on their flexible benefits platforms or 
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On the edge 
of a precipice?

The government needs to ascertain whether salary 
sacrifice arrangements are worth keeping 

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

managing director at Computershare, says: “The government 
must weigh the cost that comes from reductions in tax 
revenues against the value that salary sacrifice schemes offer 
to employers and employees. It’s important that employers 
and providers work together to ensure that schemes are not 
abused and continue to represent good value.”

D r i v i n g  t a k e - u p
Car salary sacrifice schemes are a prime example of popular 
tax-efficient arrangements among employers and employees. 
Alison Argall, business development director at Tusker, says: 
“Employees’ average monthly saving is £80 on vehicle costs 
and £50 in fuel, and it’s a fixed cost so the employee will 
know exactly how much they’re spending each month, 
making budgeting easier.”

In fact, 92% of teacher respondents would consider taking 
up a car via a salary sacrifice arrangement if they were offered 
it as a benefit, according to a study by Tusker published last 
November. In October, Danone reported an 82% engagement 
rate with emails communicating its salary sacrifice car scheme 
following its introduction in September. The organisation also 
saw 140 active users in the system and more than 50 quotes 
saved in the two weeks immediately following the launch.

A s s e s s i n g  r i s k  v e r s u s  r e w a r d
Such take-up reflects employees’ appetite for accessing 
tax-efficient benefits such as car schemes through salary 
sacrifice arrangements. Removing the method therefore 
could cause employees to become seriously disengaged 
with their employer and their benefits package. 

Kim Honess, head of flexible benefits consulting at Willis 
Towers Watson, says: “These benefits are the cherry on top of 
the icing; and taking them away would disengage so many.” 

Jo Dalby, finance director at Busy Bees Benefits, adds: “It 
would be very difficult for employees who are using and 
enjoying a scheme suddenly to have it taken away.” 

Some salary sacrifice arrangements can bring additional 
benefits, as well as create tax savings. “Salary sacrifice benefits, 
such as bikes-for-work schemes, can boost employee health 
and form part of an organisation’s green agenda,” says Honess. 

If the government was to remove tax-efficient benefits from 
the reward space, it would not only mean removing employees’ 

In the policy paper that was released following Chancellor George Osborne’s Autumn 
Statement and Spending Review on 25 November 2015, the government outlined that it 
will continue to consider what action will be taken around salary sacrifice arrangements. In 
the Spending review and autumn statement 2015 policy paper, the government expressed its 
concern at the growth of salary sacrifice arrangements, echoing the sentiments expressed 
in the Summer Budget 2015 when the government stated it would actively monitor salary 
sacrifice arrangements and their impact on tax.

This raises the question as to what employers’ options would be if the government was 
to alter the way it operates salary sacrifice schemes, or remove them altogether. Julian Foster, 
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•  Salary sacrifice arrangements are currently under 
review by the government.

•  Such arrangements can be costly for government 
in terms of tax revenues but create valued tax 
savings for employers and staff.

•  Organisations and workers could be demotivated 
if the government removed salary sacrifice 
arrangements all together.

The legal minefields of 
tax-efficient benefits
bit.ly/1TsvZGh

Need to know

Read also@

salary 
sacrifice
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George Bull is 
senior tax partner 
at RSM UK Tax 
and Accounting

Salary sacrifice 
arrangements are 
very simple, highly 
effective and 

potentially beneficial to both 
employee and employer. It is 
almost too good to be true.

At the heart of a salary sacrifice 
arrangement is an agreement 
between an employer and an 
employee to change the terms 
of the employment contract to 
reduce the employee’s entitlement 
to cash pay. This sacrifice of 
cash entitlement is usually made in 
return for some form of non-cash 

benefit such as more holiday 
entitlement, a better car or 
enhanced health insurance.

Salary sacrifice can be financially 
beneficial for both employer and 
employee. For example, when part 
of an employee’s remuneration 
shifts from cash, on which tax and 
national insurance contributions 
(NICs) are due, to non-cash 
benefits that are wholly or partially 
exempt from NICs, both sides can 
be better off.

While simple in principle, and 
capable of being changed, suitable 
documentation is required. If an 
employee wants to opt in or out 
of a salary sacrifice arrangement, 
their employer must alter their 
contract with each change. 
Employees’ contracts must be 

clear on what their cash and 
non-cash entitlements are and, 
once the entitlements are clear, 
it is the employer’s responsibility 
to make sure that they pay and 
deduct the right amount of tax 
and NICs for cash and benefits.

Following the significant 
increase in salary sacrifice 
arrangements over the years, the 
government is becoming concerned 
about the potential loss of NICs. 
Concerns were raised in the 
Summer Budget, and the 
government announced in the 
Autumn Statement 2015 that it 
was launching consultation among 
employers, which seems likely to 
form part of a wider evidence-
gathering process on the use of 
salary sacrifice.

At present, there is no clear 
indication as to which way the 
Treasury is likely to move. With 
the prospect that income tax and 
NIC may be harmonised in the 
foreseeable future, it is unlikely 
that Her Majesty’s Revenue and 
Customs (HMRC) will remove 
any of the tax advantages from 
salary sacrifice.

However, HMRC is almost 
certain to take a tougher approach 
to ensuring that every detail of 
salary sacrifice schemes is 
implemented correctly, whether 
or not the harmonisation of 
income tax and NIC actually 
happens. Employer failures in 
implementation may mean that 
what looks too good to be true is 
proved by HMRC to be just that.

“Reductions in salary sacrifice schemes by government would 
be detrimental. Without the tax incentive it’s likely [employees’] 
options would be far less comprehensive.”

T a x - e f f i c i e n t  p r o s p e c t s
Overall, the industry has mixed views on the future of salary 
sacrifice arrangements. For example, Alastair Kendrick, director 
at accounting firm MacIntyre Hudson, believes it is likely that 
the government could scrap them because they are expensive 
to implement. “It would be an easy option to get rid of salary 
sacrifice schemes,” he says.

However, Willis Towers Watson’s Honess says it was 
a positive step for the government to express concern at 
the growth of salary sacrifice arrangements. “Salary sacrifice 
could become a victim of its own success, just like the M25,” 
she says. “Staff can overuse it because it’s so beneficial for 
them, but not so much so for the government because of 
the lack of NICs.”

She adds that tax-efficient benefits can actively mould 
employees’ behaviour, so, motivationally speaking, it would be 
counterproductive for the government to remove the salary 
sacrifice arrangements. For example, research by the Cycle to 
Work Alliance published in December 2015 found that almost 
two-thirds (60%) of employee respondents believe cycling to 
work improves their productivity.

While the future of salary sacrifice arrangements is unclear, 
the value they bring to both employers and employees cannot 
be disputed

available tax savings, but also savings on national insurance contributions (NICs) for both 
the employee and employer.

This would also mean that organisations would have to adapt reward packages to suit 
any new arrangements in order to attract and retain staff. Dalby explains: “If the government 
did get rid of salary sacrifice, employers would be forced to change their benefits packages. 

“Savings for employers from salary sacrifice [arrangements] mean they’re more likely to 
put effort into promoting it, so why would the government take that away?” 

Dalby adds that cars, bikes-for-work and pensions arrangements would be particularly difficult 
to get rid of because of the wealth of communication the government has done to emphasise 
the importance of saving for retirement and greener travel. As Computershare’s Foster says: 

Peel Ports Group offers its 1,000 
employees several benefits via salary 
sacrifice to support them in both their 
work and personal lives. These include its 
contributions to its stakeholder pension 
scheme and childcare vouchers. 

The organisation’s most popular 
benefits offered on a tax-efficient basis 
are pension contributions, which 90% of 
its workforce takes up; its iPad salary 
sacrifice scheme, which 10% use; and its 
childcare voucher scheme, which 4% of 
its staff have taken up.

Howard Sloane, HR director at Peel 
Ports, believes that the government 
simply may not be able to afford not to 
dispose of the schemes. “Salary sacrifice 
has a much wider benefit to the economy 
in areas such as encouraging people to 
save, supporting working people with 

childcare and reducing carbon footprint,” 
he says.

“Without salary sacrifice, the amount 
payable to pension schemes could be 
affected, which would affect employee’s 
retirement plans. This knock-on effect 
would have UK-wide implications. 
In addition, the complexity and costs 
associated with unravelling salary 
sacrifice would not be insignificant.”
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Case study | Peel Ports Group

salary 
sacrifice

Peel Ports uses salary sacrifice arrangements to support staff
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How to deliver a cost-effective 
emergency childcare strategy 
bit.ly/20zeWS8

Need to know

Read also@

Engaging working parents with childcare benefits 
needs careful marketing and line-manager support

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

This renewed focus also presents employers with an ideal 
opportunity to review how they market childcare benefits 
with the aim of improving engagement and take-up levels.

Employers have more channels available for their 
marketing messages and in-house networks can be used to 
exploit the word of mouth that goes on between parents.

Ben Black, director of My Family Care, says: “The good 
news is parents talk. If [an employer has] a great back-up 
care scheme then the parents internally will sing its praises 
and engagement levels will increase steadily for the first 
three to four years.”

B r o a d  p o s s i b i l i t i e s
Also crucial to increasing engagement is making sure care 
is discussed in the broadest possible sense. “It needs to 
include parents of older children and it needs to include 
adult dependant care as well, often for elderly relatives, 
but also partners of any age,” adds Black.

Arguably, some childcare benefits are so prized they 
will sell themselves but others, such as emergency childcare, 
can represent a challenge. Nick Patel, senior consultant 
at JLT Employee Benefits, says: “While, in principle, it 
sounds like an attractive option, in practice, the trust factor 
of leaving a child in the company of a carer with whom the 
parent has not had any interaction in the past has deterred 
them from leveraging the facility.”  

Any communications to engage employees with this 
benefit should therefore be tailored to address trust as 
well as any other issues surrounding it.

One of the biggest mistakes employers make when 
it comes to improving engagement levels is thinking that 
somehow childcare is only about working mothers, says 
Black. “If [an employer] really wants a culture fit for the 
21st century and one where the best talent, irrespective of 
gender, gets to the top then childcare needs to be as much 
about fathers as mothers,” he explains. “In that context 
overlooking working dads is the worst thing to [do].”

If line managers are seen to be understanding of 
employees with children this makes a huge difference 
to establishing a culture of employee support  

September 2016 will see the introduction of 30 hours of free childcare in pilot areas of the 
UK for three and four year olds, and, with childcare voucher schemes being replaced in early 
2017 with the government’s tax-free childcare scheme, this topic is rarely out of the headlines.

Existing childcare voucher scheme members will be able to continue in their schemes but 
will need to check whether they will be better off under the new arrangement. This is not a 
simple sum, and employers may need to provide employees with tools and information to help 
them decide which scheme is best for their circumstances, says Martha How, reward partner 
at Aon Employee Benefits. “The termination of the childcare voucher scheme marks a point 
of change in employers’ childcare benefits provision and some employers are looking at their 
policies anew in the light of the change in government policy,” she explains.
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•  Line managers have a pivotal role in engaging 
working parents with childcare benefits by 
demonstrating support and understanding.

•  Creation of in-house parent networking groups 
or family support groups will help to increase 
engagement by encouraging employees to 
join or participate.

•  Childcare provision that is aimed at fathers, 
as well as mothers, is the most effective way 
to retain top talent, irrespective of gender.
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The most celebrated HR awards take place this June at the 
Artillery Garden at the HAC — make sure you don’t miss out!

See whose innovative strategies are winning awards, network 
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Switch 
into saving

New technology and online offerings are driving 
greater engagement with pensions 

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

Some platforms allow employers to offer their staff the 
ability to see their pension saving alongside other savings 
accounts or even employee benefits. For example, Thomsons 
Online Benefits’ Retirement Planner Tool, which sits within its 
Darwin employee engagement package, enables employees 
to add in the value of their other pension investments, as 
well as making wider salary sacrifice decisions, while Aon 
Employee Benefits’s Bigblue Touch includes retirement 

Since the arrival of the internet two decades ago, pension and employee benefits providers 
have gradually deployed online capabilities to help employers and employees view and operate 
their pension schemes. Many, though, have got no further than simply allowing employers to get 
new staff on board and amend details, and employees to view and edit personal information, 
as well as access statements and investment history.

Yet the pension freedoms introduced in April 2015 have given employees far more reason to 
take an active interest in their retirement planning. Today’s employees need to be able to access 
greater levels of information, including forecasting future positions, and to be able to take control 
of their pensions from any device. Lee Cook, a principal at 
Xerox HR Services, says: “End users expect a consumer-grade 
experience due to their daily interactions with applications 
such as Facebook and LinkedIn, and will quickly dismiss 
ineffective solutions. Market-leading modellers are now using 
gamification and other nudge techniques, all of which help 
to drive better member outcomes.”

P l a t f o r m s  f a c i l i t a t e  c o n t r o l
From an employer perspective, providing more effective 
technology through the right channels not only helps to reduce 
unnecessary costs but can also drive greater appreciation of 
pensions in general. Rod Bryson, principal at Capgemini 
Consulting, says: “Consumer behaviours have evolved over the 
last seven years or so, following the introduction of the iPhone 
and related smart technology. This provides a fantastic vehicle 
to quickly distribute information in an easy-to-read format.”

Many platforms now make use of modellers or apps, giving 
employees the ability to play around with their contribution 
levels, risk appetite and planned retirement age to identify 
a strategy that could work for them. Julia Turney, head 
of platform and engagement at Barnett Waddingham, 
explains: “This enables them to see all the possibilities 
and decide what income they will need, and what they 
can expect, during retirement.”

T a i l o r e d  a p p r o a c h 
Working with its partner Mubaloo, Equiniti has developed both 
an accumulation modeller, which can sit on a self-service portal 
for employees, and a drawdown equivalent. Richard Llambias, 
head of product strategy at Equiniti Pensions Solutions, says: 
“It allows employees to model after-retirement drawdown until 
their money runs out, using assumptions that can be changed 
around contribution rates, growth rates and even charge rates.”
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•  April 2015’s pensions freedoms mean there 
is more need for employers to facilitate online 
access to pensions.

•  Modellers and apps are helping people map out 
potential retirement options.

•  Robo-advice is providing tailored guidance to 
employees without the need for a financial adviser.

•  Some platforms can link with other pension pots, 
personal savings or employee benefits.

Getting the balance right in 
a technology-dominated world
bit.ly/1STHWo5

Need to know

Read also@

pensions
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Ian McKenna is director at the Finance 
and Technology Research Centre

Achieving effective engagement 
with employees about their retirement 
benefits is crucial for an employer to 
get the best return on such spend. If 
people do not understand something, 

it is virtually impossible for them to appreciate its value.
Smartphones and tablets can now make this far 

easier, but this needs more than just a mobile version 
of an employer’s old benefits portal. To get the best 
traction the experience should be truly personalised. 
Integrating information that gives insights in the 
context of individuals’ day-to-day lives can take 
engagement to a whole new level.

Intelliflo, the leading CRM software supplier 
to UK financial advisers, added a personal financial 
management (PFM) module to its client portal last 
August. PFM uses information from users’ online 
banking, credit cards and other personal finance data 
to provide a far more informed view of individuals’ 
finances. Of the 700 adviser firms that offer this 
Intelliflo service to their clients, 250 already find 
customers using it every day.

The most advanced example of PFM we have seen in 
the employee benefits market is Aon’s Bigblue service. 
As well as enabling staff to better understand their 
day-to-day finances, they can project forward their 
retirement income needs based on their real 
expenditure, including any other retirement schemes 
they have in addition to their employer arrangements.

Health data from wearable devices is another great 
way to drive member engagement. Mercer’s Harmonise 
platform now integrates information from devices such 
as Fitbits and the Apple watch into healthcare 
information. An increasing range of organisations will 
enhance employee engagement via mobile apps. For 
example, accounting software provider Xero offers 
an employee app, Xero Me, which delivers payslips, 
enables holiday requests and even allows staff 
to complete time sheets from their mobiles.

modelling and transactional capabilities, as well as a broader money 
module to help employees keep on top of their personal finances.

Another growing area is that of robo-advice, where employees can 
access online investment advice based on their own circumstances, 
desired outcomes and attitude to risk. Initially, the motivation from 
employers is often to find a cheaper alternative than facilitating 
face-to-face financial advice, but this kind of interaction can also 
appeal to employees, says Andrew Firth, chief executive officer 
of online pension adviser Wealth Wizards. “Offering a visual app, 
which employees can engage with at their desks, is extremely 
appealing to a number of people,” he adds.

One big area that is not yet being fully addressed is the issue 
of dormant pension pots, which could play a significant role in the 

decisions employees need to make around retirement. Michael 
James, head of technical architecture and principal consultant 

at Altus, says: “As employees move from job to job, there is 
a need for a proper technology solution that enables them 

to transfer and discover past pensions. Information 
about where individuals live, how old they are

 and their benefit preferences will be taken 
into account.”

The ultimate destination will be for 
employers to be able to offer employees the 

kind of experience they currently receive 
with other financial products, says Chris 

Deeson, chief marketing officer at 
Systemsync. “When consumers 

can interact with their pension on 
their phone on a daily basis, then 
pensions will have become truly 
mainstream,” he adds

Having moved from a defined benefit (DB) to a defined contribution (DC) 
scheme in 2011, maritime engineering business BMT Group wanted to 
ensure its 780 UK employees were able to develop a sound retirement 
strategy. The business initially considered bringing in a financial adviser 
but was introduced to the concept of robo-analytics by its benefits 
provider Opal Benefits, which then put it in touch with Wealth Wizards.

Daisy Mason, HR business partner at BMT Group, who also sits on the 
pensions governance committee, says: “We wanted to take the risk away 
from the business and provide employees with advice without them 
having to take too much time out.”

The system asks individuals a series of questions about their attitude 
to risk, investment experience and number of years to retirement, before 
delivering advice about how and where to invest their pension fund.

The scheme was launched at the end of August and sits on the 
employer’s intranet site, which links through to the Wealth Wizards site. 
“We have a video on the front page with our director of HR, development 
and training introducing it,” Mason says.

“It’s given us an answer to the questions we get from people who are 
engaged in pensions and want to know more, but it’s also helped engage 
people who were unsure about it, as well as new employees.”

“ OFFERING 
A VISUAL 
APP IS 
EXTREMELY 
APPEALING  
TO A 
NUMBER 
OF PEOPLE”
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Viewpoint

Case study | BMT Group

pensions

BMT Group offers employees automated defined contribution pensions advice
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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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Before the pension freedoms, which give staff additional flexibility around how they take their 
pension savings at retirement, came into effect in April 2015, there was widespread speculation 
about how employees might exercise their new rights and spend their pension pots.

Fast-forward nearly a year and, on the whole, these predictions have not come to bear. 
After all, how many retirees have actually spent their pension pot on a Lamborghini? But, in the 
same way that such predictions have not become reality, neither has anticipated take-up of the 
freedoms. According to the Pension freedoms: no more normal report, published by the Pensions 
and Lifetime Savings Association (PLSA), in January 2016, just 400,000 people took advantage 
of the freedoms in their first six months, of a possible 2.8 million who could have done so. 
In part, this is due to an ongoing lack of understanding around the new op  ons, among both 
employers and employees.

Graham Vidler, director of external aff airs at the PLSA, says: “Employers are likely to be as 
confused as anybody about exactly how the new system works. There are some basic complaints 
such as when people come up to the point of re  rement and ask their pension scheme to get 
their money out, their scheme tells them to seek guidance from [the government’s free guidance 
service] Pension Wise about how they might do that. Our research shows that only about 5% 
of people actually spent  me with a Pension Wise guide going through their op  ons.”

The ques  on is: where should responsibility lie for educa  ng employees about their op  ons at 
re  rement? While there is a recognised informa  on gap among employers, even if they were to 

Return to 
the classroom

The new pension freedoms have created a serious 
knowledge gap, but who is responsible for filling it?

D e b b i e  L o v e w e l l - T u c k  |  E d i t o r
E m p l o y e e  B e n e f i t s

address this, they may not be the most appropriate source of 
informa  on, says Vidler.

“Organisa  ons have got businesses to run and that is where 
their  me and focus will and should be,” he explains. “I think it 
would be unreasonable to expect employers to study and seek 
to understand what is a complex and slowly emerging market. 
If we can get some clear defi ni  ons of what a good product 
looks like, then it becomes easier for employers to give staff  a 
li  le bit of informa  on coupled with the knowledge that there 
is a free guidance service that they should take advantage of.”

Vidler adds that providers have a key role to play in 
increasing employee understanding. “It is incumbent on 
pensions providers to communicate with people, not just 
when they are thinking of re  rement but 10, 15 or 20 years 
beforehand so they can prepare to make the right decisions,” 
he explains. “We are not going to turn employees into fi nancial 
experts at the point of re  rement so we need to have a system 
in place that protects people from making bad decisions and 
protects them from iner  a. We need to direct people to where 
they can get advice and make it easier for them to compare 
products in the marketplace.”

In order to achieve this, however, it is fi rst necessary to 
establish quality guidelines around what exactly cons  tutes 
a good product. “People need to be given more direc  on about 
where to fi nd a decent product and we need to coalesce 
around the defi ni  on of what a decent product is,” says Vidler.

“When you ask people what they want from their re  rement 
pot, they tend to describe a combina  on of a guaranteed 
regular income for the rest of their life with a li  le bit of 
fl exibility to take a bit more when they want to. Contrast that 
with what most people with modest pots are currently doing, 
which is either taking an annuity or taking the cash and pu   ng 
it into a bank account, and you can see a bit of a disjoint there.

“An interven  on, which makes it easier to understand the 
features of drawdown products and compare them in terms 
of how they are governed, how good the communica  ons are, 
and how much they charge for a possible service, will really 
help to bring that demand out.”

But when it comes to what the future holds for the pension 
freedoms and member engagement with these, only  me will 
tell. As Vidler says: “Employers, like employees and like many 
of those working in the pensions industry, are s  ll wai  ng for 
a market to emerge and norms in behaviour to emerge.”
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Need to know 

•  Nearly a year after the introduction of the
pension freedoms in April 2015, confusion
still exists around these.

•  Pension scheme providers have a key role to
play in guiding staff to information sources 
such as Pension Wise.

•  Establishing quality standards around
at-retirement products could make it easier
for staff to distinguish between options.

@ Read also
How can behavioural science engage 
employers with workplace savings?
bit.ly/1RiwBgs
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sharper
focus

Measuring
true value

J a m i e  J e n k i n s  |  H e a d  o f  p e n s i o n s  s t r a t e g y
S t a n d a r d  L i f e

How much is a good-quality pension
scheme really worth?
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i n  a s s o c i a t i o n  w i t h

Offering a good-quality pension scheme that goes 
beyond the legal minimums can be an effective tool 
to recruit, retain and engage employees.

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

There is a very strong and increasing focus on 
pensions. With the move away from defined benefit 
schemes, a lot of employees have become aware of 
the quality of what they are losing and the quality of 
what is replacing it in a defined contribution scheme.

The other side to that is auto-enrolment. Overall 
awareness of pensions is increasing. So the value 
to the employer is people realising, first of all, they 
have had a pension scheme for longer than most 
people or that they have a good pension scheme 
compared to most people. Employees valuing this 
in the same way as they value their salary could be 
really powerful.

W h a t  d o e s  a  g o o d  p e n s i o n  s c h e m e 
l o o k  l i k e ?

Awareness is going to increase of what a basic 
pension looks like. People will start to become 
aware of that as everyone will be in a pension and 
will be auto-enrolled each time they move jobs.

If people become aware of what the bare 
minimum is, then anything above 8% contributions 
before any government makes further increases 
mandatory will look better than the average. 
Employers will be able to say: ‘here’s what we pay in 
salary but we’ve actually got a better than average 
pension scheme’. They can comfortably say that if 
most organisations are offering the bare minimum.

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

This is the million-dollar question. It remains 
very difficult. One way to think of it is that if people 
value it alongside income in their benefits package, 
then think about how people value income. 
Employers pay a salary which has to be at least 
commensurate with market rates if they want to 
attract people. If they pay more than market rates 
they might attract good people. If they have a good 
meritocracy where they reward people based on 
their performance, they are more likely to keep 
people. It is the same with pensions. If pensions 
start to become valued to the same depth as 
income, employers can probably measure it 
alongside the return they get on things like paying 
salaries. We are not there yet, but we could be 
over the next three to five years.

It is getting much easier to do pensions 
benchmarking. First of all, ask how good it is, what 
people think of it and how much they value pensions 
over salary. It will be easier for organisations with 
older workforces to measure it because people 
aged 50 plus are more likely to be focused on what 
they are getting back from pensions, particularly 
now they have got access at 55. So employers with 
an ageing workforce will probably find it easier to 
ask people and get a favourable response on the 
importance of the pension.

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

The compliance issue, for larger firms, is more 
likely to be around ensuring the scheme remains up 
to date. How do they manage people who want to 

start withdrawing money and exercising their 
retirement freedoms? Is there a route to doing 
that which does not leave the organisation liable?

There is the ongoing theme of contributions and 
re-enrolment, the triennial reviews coming up over 
the course of this year for the big employers that 
staged first in 2013. Getting that wrong could
result in compliance notices or even fines. These
are quite significant for larger organisations, 
especially as they rack up on a daily basis once a 
breach has been identified. Most big employers are 
very used now to paying contributions and getting 
that done accurately and on time every month but 
re-enrolment will be the first big test of how well 
embedded auto-enrolment is.

Similar to auto-enrolment the first time round, 
data and employee records need to be up to date. 
It is a bit more complex when employers have got 
to take into account people who have opted out, 
when they opted out and their current eligibility, 
so do not leave it too late.

Re-enrolment will not be as much work because 
employers have got the scheme in place, but they 
should carry out the same checks.

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

The key thing is to tell The Pensions Regulator, 
the provider and adviser immediately that they have 
spotted the problem and try to rectify it. The longer 
the breach goes unrectified, the more likely the 
regulator is to take action and the more difficult it 
is to correct. Usually, mistakes compound over time 
so the quicker they are rectified and the quicker 
employers engage the provider and the regulator, 
the better the outcome ■
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A matter of 
cherry-picking  

An employee share ownership scheme can be an 
extremely effective means of incentivisation

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

more choice, but employers must also be sure that they 
choose the plan that best suits them as an organisation,” 
she says. “For example, with a share incentive plan (Sip) 
[employees] have real shares. With a sharesave scheme [they] 
have the option to buy, but not the obligation. There is also 
the issue of affordability, and certainly with the minimum 
monthly saving into a [sharesave] plan of just £5, there 
is no barrier to part-time or lower-paid employees.”

B e n e f i t s  o f  d i f f e r e n t  s c h e m e s
Share schemes can be introduced to meet different business 
objectives. All-employee schemes, for example, can enhance 
employee engagement by fostering a sense of alignment with 
the organisation’s success among staff. Others are used to 
target selected individuals on the basis of seniority, potential 
or merit.

The four main types of HR Revenue and Customs (HMRC) 
tax-advantaged employee share schemes are Sips, sharesave 
(also known as SAYE), enterprise management incentive (EMI) 
schemes, and company share option plans (Csops). Which type 
of scheme employers choose will depend upon a number 
of factors, including size of the organisation, employee 
demographics and salary levels.

Sips, which can include free shares, partnership shares, 
matching shares, and dividend shares, can be offered to 
all employees. They have proved popular among smaller 
employers that may not otherwise have offered a staff share 
scheme. The shares must normally be held in a trust on the 
employee’s behalf for five years before removal, without 
incurring a tax or national insurance contribution (NIC) liability.

Sharesave schemes are also used by organisations looking 
to grant options to all members of staff, with the number 
granted linked to the amount that each employee agrees to 
save each month. At the end of a fixed term of three or five 
years, employees receive a tax-free bonus on their savings.

Enterprise management incentive (EMI) schemes are 
designed to help small, higher-risk organisations attract 

Employee motivation is no longer linked solely to remuneration; employers are constantly 
looking for more effective and creative ways to reward staff, boost motivation and engagement, 
and ultimately, productivity.

As many are discovering, an employee share ownership scheme can be an effective way of 
incentivising staff through a sense of ownership that increases their loyalty to the organisation.

The good news for employers planning to make such a move is that there are a number 
of schemes to choose from that offer a range of alternatives to traditional pay increases or 
bonuses, says Gabbi Stopp, head of employee share ownership at IFS Proshare. “There is 
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•  Employers need to choose the employee share 
scheme that matches their business objectives 
and the interest and eligibility of those they 
hope will sign up to it.

•  The number of new shares that can be issued 
under employee share plans will have a limit, 
so employers should ensure the capacity is there 
to be able to offer the options that they want.

•  Internal departments must work collaboratively 
to get the best out of the share scheme, which 
also needs to be well communicated to 
employees so that they understand the 
real value of membership.

How to offer a share scheme 
internationally
bit.ly/1SPQ9un

Need to know

Read also@

share
schemes
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Stephen Chater is share plans 
director at Postlethwaite

Typically, an organisation’s choice of 
employee share scheme will depend 
on the degree of employee share 
ownership that it wishes to introduce. 
One employer might want only 

key people to own shares, whereas another might 
prefer all its employees to become part-owners 
of the business by introducing an all-employee 
share scheme.

Various factors could be relevant in the choice of 
scheme: strategic reasons such as securing ownership 
succession; rewarding employees, and if there are 
financial reasons, whether this means employees share 
in any growth in the organisation’s value, annual profits, 
or both; a tax-efficient way to reward employees; 
business reasons such as enhancing the loyalty of 
employees or establishing a common interest among 
employee-owners.

An employer that wishes to extend ownership to 
individual employee shareholders should be able to 
take advantage of one or more of the significant tax 
incentives that are available. These include the following 
arrangements: the enterprise management incentive 
(EMI) under which smaller organisations that satisfy 
certain conditions can grant employees options 
to acquire shares on a discretionary basis. 

For EMI arrangements, provided that the price 
payable under the option for the shares is not less 
than the market value of the shares when the option 
is granted, there will be no income tax or national 
insurance (NI) on any increase in value of the shares. 
Any gains that are realised will be subject to capital 
gains tax (CGT), which can be at a rate as low as 10%.

The company share option plan (Csop) permits grants 
of options over shares that are valued at up to £30,000, 
which, broadly, can be exercised without paying income 
tax or NI.

Meanwhile, income tax relief is available through the 
all-employee share incentive plan (Sip) when employees 
buy shares in their organisation and/or when they are 
given free shares. Any gains realised will be free of CGT.

of new shares is paid for by diluting existing shareholders, 
rather than drawing on often-scarce cash reserves, explains 
Andrew Page, partner at Aon’s talent, rewards and 
performance practice. But it is not entirely a free ride. 
“Investors generally place a limit on the amount of new 
shares that can be issued under employee share schemes, 
so [employers need to] check whether [they] have 
‘headroom’ to make the awards [they] want,” he says.

Another consideration is the administration of the 
scheme. Stopp says: “A share plan requires a great deal 
of cross-functional cooperation, from finance, HR, payroll 
[and so on], to make it run smoothly throughout its life.”

Therefore, an employer should carefully choose the type 
of share scheme that best matches its business objectives 
and the eligibility of the employees that it is hoping to 
engage with the scheme

and retain key talent by offering tax-favourable share options. Simon Burton, tax director 
at Johnston Carmichael Chartered Accountants, says: “Commercially, there is no risk for 
the employee because there is no cash outlay until the options are exercised and this 
will often be at a time when the shares can immediately be sold at a profit.”

S e l e c t  o f f e r i n g
Company share option plans 
(Csops) are typically offered 
to selected, senior staff 
members. However, there is 
no reason why they cannot 
be operated on an ‘all-
employee’ basis, says Sarah 
Nicholson, senior associate 
at Squire Patton Boggs (UK). 
“A Csop is less flexible, can 
take longer to put in place 
and the tax benefits are 
not as generous as for EMI 
options, but it can be useful 
if an organisation or the 
relevant employees do not 
qualify for EMI,” she explains.

One of the most 
significant advantages of 
using shares to reward 
employees is they need not 
have a cash cost. The issue 

PCA Predict offers share scheme to motivate staff

PCA Predict provides address validation technology used on e-commerce sites. 
The organisation, which has offices in Worcester and New York, and employs over 
55 members of staff, offers an enterprise management incentive (EMI) scheme.

The EMI scheme was chosen as a way of motivating staff through the generous tax 
incentives it provides to encourage wider share ownership. Guy Mucklow, co-founder 
of PCA Predict, says: “It has been proven that employee-owned businesses are 
consistently more productive, innovative and profitable than those that are not 
employee-owned. One of the main reasons for this is that employee shareholders 
treat the business like it’s their own.

“They care more about the [organisation’s] future and understand how their financial 
and career paths are inextricably linked to the success of the business. If we can get 
to that point, then we will create that virtuous circle where everyone will benefit.”

The organisation decided to kick start the scheme by gifting up to 10% of equity to 
employees. Mucklow says: “It is a fairly unusual arrangement in that with most EMI 
schemes, employees are expected to pay something for the option. By gifting our 
equity, it means that there is immediate value in the share award and that, ultimately, 
unless the business is worthless when we sell, the share options will provide a good 

return for our 
employees.”

To illustrate, an 
employee who received 
0.01% of the equity 
on the first round that 
was paid out last May, 
would have received 
approximately £6,000 
of immediate value for 
their shares based on 
a valuation received 
in December 2015.
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Making sure 
the hat fits

Whether a strategy is tailored or one-size-fits-all, 
the key to a successful motivation scheme is choice

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

teams to bond in different environments, while positioning 
a business as a desirable employer to external job seekers.”

Employers can utilise employee data they have to hand 
to identify which benefits, communication styles and overall 
strategy would be best suited to their workforce; they need 
to understand which approach is most appropriate for their 
employee demographic and organisational aims.

Staff could be segmented according to job function, 
gender, salary, or age. In many workplaces, it is not 
uncommon for employers to have five generations of 
employees, all of which need to be taken into account 
when considering segmentation.

However, tailoring motivational incentives for an entire 
workforce can sometimes be time-consuming and lacklustre 
when it comes to engagement, says Charles Cotton, 
performance and reward adviser at the Charted Institute 
of Personnel and Development (CIPD). Offering an element 
of choice within a broader strategy can help to combat this.

Jamie Clarke, business development director at Edenred 
UK, says: “The key to a good employee motivation approach 
has got to be choice, especially if [employers] have a large 
or really diverse workforce.”

One-size-fits-all strategies work well, as long as staff 
have the ability to choose benefits that suit them, says Clare 
Rutherford, new business insight and marketing manager at 
House of Fraser for Business. “It can be difficult to segment 
staff for motivational purposes because employers can’t 

Motivation is essential for the effective recruitment, retention and engagement of talent, 
but how can employers ensure that their approach is hitting the right target? Is it best to 
adopt a one-size-fits-all strategy that is delivered to the whole organisation, or provide 
different employee groups with different offerings?

Motivational benefits can include a range of initiatives, such as personalised gift cards or 
vouchers as a thank you for effort, or team-building days and social events. Jamie Mackenzie, 
director of marketing at Sodexo Benefits and Rewards Services, says: “Summer months can be 
a good time to build team morale. Offering outdoor socials and early finishing times can encourage 
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•  A one-size-fits-all approach to employee 
motivation can be successful as long as it includes 
an element of choice for staff.

•  Involving employees and garnering their opinions 
on a motivation strategy can keep it relevant to 
the organisation.

•  Many parties within an organisation can take 
a role in helping to motivate staff.

What does a motivation strategy 
for a future workforce look like?
bit.ly/21dImHR

Need to know

Read also@

motivation
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assume someone wants something just because of their age or gender; employees’ 
situations are so diverse nowadays.”

Employee benefits need to be relevant and accessible in order to have a positive 
impact on staff. Offering motivational perks through a flexible benefits scheme, for 
example, could help cater to a diverse workforce. Mackenzie says: “Where staff 
demographics vary widely, employers should consider flexible schemes allowing 
employees to select the most relevant reward or benefit options, guaranteeing all 
staff receive something they value and appreciate, encouraging desired behaviours 
and performance.”

Giving employees choice means staff are provided with an engaging and motivating 
offering, and also gives an employer the opportunity to gather feedback as to which 
benefits are the most popular. Without monitoring the take-up of workplace benefits, 
employers are losing out on the chance to further understand employees’ preferences, 
as well as the opportunity to alter their benefits strategy according to those 
preferences to generate better engagement in the future. “Organisations must 
have an idea of what their employees want and need,” says Cotton.

A l l  f o r  o n e
An effective motivation strategy results from a good level of interaction between 
different parties within an organisation. While a line manager and a team of colleagues 
may have a more direct impact on an employee’s motivation, the method and approach 

may be communicated through the benefits team, but may have been initiated by, and 
cascaded down from the executive board. “Employers have to have a [motivation] 

strategy that is mostly impacted by 
line managers who know staff 
really well,” says Edenred’s Clarke. 
“That way, they can engage with 
what staff are doing and what 
they would like to be improved. 
Employee motivation has got to 
work from the top down though.”

Collaboration between multiple 
departments can help ingrain the 
strategy in an organisation’s culture 
and ensure it brings about the intended 
consequences. “HR teams are often 
considered to be in charge of designing 

Asda moves to segment motivation

Retail chain Asda currently has a one-size-fits-all motivation strategy for its 175,000 
employees, but it is planning to offer more diverse options in the future.

It uses its annual employee engagement survey, Your Voice, to find out more about 
what its employees want and need in terms of benefits and motivation. In 2015, 
143,648 of its employees took part in the survey and Asda segmented the data it 
collected in terms of factors such as employee grade, age and location. The retailer 
also randomly selects 10% of its workforce each quarter to take part in a pulse survey 
to ensure that its staff motivation data is as up to date as possible. In 2013, Asda 
conducted focus groups and used the feedback to develop its colleague pledges 
of respect, fairness at work, opportunities and having pride in the organisation.

Carl Tabisz, senior 
manager, leadership 
and engagement at Asda, 
says: “We have so many 
different people working 
at Asda, different age 
groups, levels of 
experience and jobs, 
so we need to use what 
we know about them to 
have a better-informed 
motivation strategy.”

“ FLEXIBLE SCHEMES 
ALLOW EMPLOYEES 
TO SELECT THE 
MOST RELEVANT 
REWARD OR 
BENEFIT OPTIONS”

motivation

Case study | Asda

EB_010316   43 19/02/2016   17:35



and implementing rewards 
and benefits that drive 
employee motivation,” says 
Mackenzie. “However, in 
order for these to be truly 
successful it is crucial that 
senior management is fully 
on board and ultimately 
responsible for overseeing 
the implementation of such 
initiatives. Senior-level 
engagement is also 
imperative to ensure that 
the motivation strategies 
reflect the wider ethos of the 
[organisation] and, in turn, 
the goals of the business.”

Employers are ultimately 
responsible for implementing 
and managing motivational 
strategies and environments, 
but they can look to outside 
influences. “The [motivation] 
process involves a 
combination of input from 
employers, consultative 
capabilities, tools and advice 
from third-party providers, 
and interest and response 

from staff to generate buy-in and the intended 
results,” says Mackenzie.

It can be beneficial for organisations to 
research what providers, as well as their 
potential competitors, are offering, in 
order to gauge how best to meet 
employees’ expectations and needs.

Employers need to communicate thoroughly 
with their employees to ensure that they know 

what motivational benefits are available to them. 
Cotton says: “Good employee motivation 

relies on education and 
communication from employers 

to make sure staff understand 
what their options are and what 
they’re being offered.”

Employers should take the 
time to understand their 
employees and reflect this in 
the benefits they offer, taking 
their individual preferences 
into account. It is down to 

organisations to uncover what 
competitors, and motivational 

benefit providers are offering, 
and to build a motivation 

strategy for their employees 
from that. Yet staff also have 
a responsibility to supply honest 
feedback so that their employer 

can improve on their offering, 
and better motivate, engage and 

retain them
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UKTV works together to motivate 
and engage employees

Television broadcaster UKTV operates according to 
its philosophy of working together to create a better 
organisation and in line with its set of values: create, 
learn, influence, challenge and collaborate.

Keeping its 279 employees highly engaged has been 
vital to the organisation’s success, and its incentive 
and recognition schemes have helped it to achieve this.

One of its most popular initiatives is awarding staff 
with chocolate bars containing an instant reward such 
as a lie-in, early finish or duvet day. In 2016, UKTV 
introduced a new initiative that gives all employees 
an additional day of annual leave on their birthday.

Claire Astley, HR director at UKTV, says: “While 
we have one clear strategy, we offer a range of things 
that will incentivise everyone. People are motivated 
by different things, so you need to make sure that 
there is something for everyone. We have built a 
creative, collaborative and, above all, fun working 
environment that inspires entrepreneurial and 
innovative thinking, and motivates people to do 
their best. Our unprecedented growth in recent 
years shows everyone here is doing exactly that.”

For instance, any employee who becomes a 
new people manager at UKTV is enrolled onto its 
Management Academy programme. A key part of the 
training is around how to motivate staff to make sure 
everyone in the business can reach their full potential, 
and to ensure managers have the skills they need to 
feel confident in their role.

UKTV also believes in generating ideas for all areas 
of the business to improve the organisation. Astley 
says: “Generating ideas is one of our core behaviours, 
so when we see it, we reward it.”

To do this, UKTV hosts its annual internal awards, 
which celebrates individual and team successes across 
the network. Staff can nominate their colleagues in 
categories such as Inspirational manager, Unsung hero 
and Team of the year, and winners are announced at 
a ceremony attended by all staff.

Employees can also be nominated for a Create, 
Learn, Influence, Challenge and Collaborate (CLICC) 
award by their peers throughout the year, with winners 
receiving a pre-loaded voucher. Almost all (95%) of 
UKTV’s staff believe they can make a valuable 
contribution to the success of the organisation 
and 86% feel proud to work for the organisation.

Case study | UKTV

Pay rise

Good work-life balance

Recognition and reward for hard work

Promotion

Extra annual leave

17% 

19% 

32% 

33% 

57% 

What will motivate employees in 2016?
(Source: Red Letter Days for Business Employee motivation: Who came out on 

top in 2015 report, published in January 2016)
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The appliance 
of recogni  on 

Domes  c and General wants employees to be 
mo  vated by more than just base salary

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

into the philosophy that it is its combination of contractual 
and voluntary benefits that feed into an employee value 
proposition that is relevant, flexible and affordable. “A 
competitive core benefits offering is fundamental, but there’s 
so much else we can do without spending a lot of money to 
make the [organisation] a better place to work,” says Mellor.

S u p p o r t  s t r a t e g i c  g o a l s
A key focus for the business is to deliver great products 
and customer service in a digital world and to further develop 
strategic relationships with its partners. It uses its benefits 
provision to reinforce the delivery of these organisational 
goals. “We’ve evolved the benefits over time as the 
[organisation] has evolved,” says Mellor. “As we accelerate 
the growth and development of the business, so we’re 
accelerating the availability and scope of our benefits; 
they have to run together.”

One example of this is the employee recognition scheme 
that Domestic and General runs in conjunction with provider 
Red Letter Days for Business. The scheme was first introduced 
in 2014, but in 2015 it was changed to support the 
implementation of the organisation’s behaviour-based 
leadership framework of 
driving high performance.

Every employee in the organisation is able to recognise 
a colleague, or to receive recognition themselves. This 
involves awarding a colleague with a ‘thank you’, the points 
for which are then converted into a monetary award. The 
more significant values of points directly align to the 
business’s strategy: at one level points align to values, at 
another they align to leadership behaviours, and they also 
align to achievement against strategic programmes.

Mellor says: “We’re interested in recognising input, not just 
output, so we’re looking for people that have really put in the 
extra effort and worked hard on something, whether or not 
they are directly involved in major projects.”

The scheme has been a great success for Domestic and 
General, with more than 50% of its 2,700 international 
employees engaging with it.

Domestic and General reviews the market to ensure that 
its benefits package remains competitive, and understands that 
employees are driven by more than just base salary to join and 
remain with an employer. Mellor explains: “We try to make sure 

For Domestic and General, a key aim of its benefits proposition is that it is well-rounded 
enough to support its diverse employee base.

Its holistic approach ranges from enhanced pension contributions and free flu jabs for all 
employees, to long-service awards and even mindfulness colouring books. Kay Mellor, head of 
HR, explains: “What we try and do is make sure we’ve got a mix of benefits that reflect the fact 
that we have a mixed population. We’ve got a mixed employee profile with people at different 
stages of their career and of their family and personal life, so we try and make sure we’ve got 
something of value for everybody.”

The appliance care provider has a broad range of job roles in locations around the UK, 
including professional and commercial functions in its Wimbledon head office, and staff at two 
contact centres, which are the primary port of call for customers. Domestic and General buys 

At a glance | 
Domestic and General

Domes  c and General is a specialist warranty 
provider, having operated for more than 100 years 
to off er people protec  on on household appliances 
and hea  ng systems. It operates in the UK, Germany, 
Spain, Italy, France and Australia. Its employee base 
is split 50:50 male to female. The average length of 
service can vary by loca  on. The longest-serving 
employee has recently re  red a  er 41 years.

employer
profile
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@ Read also
Amey develops its benefits offering 
as it continues to grow
bit.ly/1S0sarv
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Kay Mellor is head of HR 
at Domestic and General

Kay Mellor, head of HR, has been at 
Domestic and General for five years. 
Previously, she was head of HR at BT. 
One of the projects Mellor is most 
proud of is implementing the employee 

recognition scheme from concept stage through 
to an international, multi-language scheme in just 
over four months, as well as ensuring that it remains 
relevant to the business. “We refreshed it to align it 
with the developing [business] strategy and to keep 
it relevant,” she explains.

•  To cement its posi  on as Europe’s leading product 
protec  on specialists by becoming a world-class 
service organisa  on for the connected world.

    
•  To focus on taking the worry out of breakdowns for 

customers by crea  ng a next-genera  on, digital 
customer experience that meets and exceeds 
consumers’ ever-evolving needs.

Career history Business objectives

P e n s i o n
�  A group personal pension 

for all employees, with a 
3% employer contribution, 
and matching or enhanced 
employer contributions 
based on seniority.

�  Independent financial 
advice for all employees.

H e a l t h c a r e  a n d 
w e l l b e i n g
�  Private medical insurance: 

employer-paid on 
a seniority level.

�  Regular medical health 
checks based on seniority.

�  Eyecare voucher scheme.
�  Employee assistance 

programme (EAP).
�  Life insurance at 

four-times salary.
�  Free flu jab.
�  Occupational health.
�  Discounted local gym 

membership.

T r a v e l
�  Car allowance based on 

seniority or business need.
�  Bikes-for-work scheme.
�  Season-ticket travel loans.
�  Discounted car parking 

at head office.

F a m i l y - f r i e n d l y 
b e n e f i t s
�  Enhanced maternity and 

paternity pay.
�  Flexible, part-time and 

term-time working.
�  Childcare voucher scheme.
�  A new-baby gift.

H o l i d a y s
�  22 or 25 days of holiday.
�  Extra days given after five 

and 10 years’ service.
�  Sabbaticals under certain 

circumstances.

V o l u n t a r y  d i s c o u n t 
s c h e m e
�  Access to national and 

local offers.

M o t i v a t i o n  a n d 
r e c o g n i t i o n
�  Discounts on Domestic 

and General products.
�  Employee-recognition 

scheme.
�  Long-service awards.
�  Dress-down Fridays

“WE INVEST IN 
PEOPLE, WE INVEST 
IN THEIR SKILLS 
AND THEIR 
DEVELOPMENT. 
WE WANT PEOPLE 
TO STAY”

47
 |March 2016|

employeebenefits.co.uk/case-studies

Benefits

we are not just covering all ages, and career and life stages, but 
that we’re also covering the different aspects of people, so looking 
at health and wellness, finance, environment, and family. We try 
and offer a portfolio of benefits that reflects the portfolio of 
people and of people issues and needs, from enhanced pension 
contributions and [life] insurance protection, to professional 
employee assistance and counselling, to local retailer discounts.

“One of the important things as well is to be communicating 
regularly and making people aware of what is available through 
work. We make use of our different communications channels 
to introduce new and promote existing benefits, and each site 
can also focus on what is important locally.”

For example, the organisation will bring providers on site 
for employees to meet and learn more about a benefit: an 
independent financial adviser (IFA) is regularly available at 
every site, health professionals come into offices to carry out 
health checks, body mass index (BMI) checks, blood-pressure 
checks and offer free taster sessions in a local gym, to get 
employees thinking about wellness. “We may have a healthy 
breakfast campaign and give everybody breakfast, or pay 
for on-site stress massages,” says Mellor. “We bring things to 
people to keep them thinking about themselves, their wellness 
and what they do outside of their working lives.”

In response to employees’ requests, Domestic and General 
introduced a bikes-for-work scheme in the summer of 2015. 

It also offers 
secure-storage 
facilities on 
site for 
employees 
to store their 
bikes as part 
of the scheme.

In addition, 
a venture 
with The 
Work Perk for 
the last six 
months has 
been giving 
employees 

a range of free product samples, for example, new cereal bars, 
tea or fragrances, which are being market tested. “It’s a small 
benefit, but staff value it as a fun extra,” says Mellor.

Employees are also encouraged to experience Domestic 
and General’s own products and can take advantage of a 
50% discount on the organisation’s protection plans, which 
is extended to close family, while friends are entitled to a 
25% discount on products.

The view of supporting an employee through their different 
life and career stages is represented in the focus Domestic and 
General puts on long service and career development. It offers 

long-service awards after an employee has been with the 
business for five years, at which point they receive vouchers, 
a certificate signed by the chief executive officer (CEO) and 
drinks with the senior management team. After 10 years’  
service, an employee is given an extra 10 days’ holiday in 
addition to the vouchers and drinks. The CEO takes longer-
serving employees out to lunch each year, and they also 
receive a certificate and a monetary ‘thank you’. The 
organisation has just seen its longest-serving member 
of staff retire after 41 years.

Mellor says: “We invest in people, we invest in their 
skills and their development. We want people to stay.”

employer
profile
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Computer salary sacrifice schemes offer employees the opportunity to buy a computer 
through their employer. The main attraction of these schemes for employees is that they can 
pay for their tech gadget out of their gross pay and spread the cost of the equipment over 
monthly payments. They can also make tax and national insurance (NI) savings in the process.

Basic-rate taxpayers could expect to save up to 8% of income tax and 12% in NI. Higher-rate 
tax payers can save 16% and 2%, respectively. Technically, employers own the computers, 
which they loan to their employees, who are then liable to pay benefit-in-kind tax.

S c h e m e  c h a r g e s
Most scheme providers do not charge for launching a scheme, because they generate profit 
from selling related accessories and insurance cover, but employees’ orders may be subject to 
administration and delivery fees. Some employers offer computers to staff via a straightforward 
discount scheme, rather than through a salary sacrifice arrangement. Although there are no 

tax and NI savings, these 
programmes allow for 
shorter repayment periods 
and open up the benefit 
to low-paid workers who 
cannot participate in salary 
sacrifice arrangements. 
As with all programmes, 
computer salary sacrifice 
schemes need to be 
communicated effectively to 
ensure staff understand the 
impact the benefit has on 

their take-home pay, the tax treatment and benefit-in-kind 
liability, and how the hire and payment agreement between 
them and their employer is regulated.

A v o i d  s c h e m e  r i s k s 
One consideration employers should be aware of is the risk 
of a salary sacrifice arrangement taking an employee below 
the national minimum wage. Schemes need to be reviewed 
whenever changes are made to the national minimum wage, 
and also in light of the national living wage, which comes 
into effect from April 2016.

Employers should also keep track of and communicate 
market trends, such as the rising popularity of bring-your-own-
device (BYOD) schemes, which are rivalling computer salary 
sacrifice schemes. This is being driven by an increase in 
flexible-working practices.

The major advantage of BYOD schemes for employees 
is that they purchase and own their computer, which they 
then use at work, rather than having to loan it from their 
employer. But a major drawback for employers is IT 
security, and the government updated its BYOD guidance 
in November 2014. In addition, in its Spending review and 
autumn statement 2015 policy paper, the government 
expressed concern at the growth of salary sacrifice

buyer’s 
guide

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

Statistic

of employers plan to add 
computers or gadgets to flex 
schemes in the coming year 
(Source: Aon, November 2015)

39%

Computing 
the savings

Computer salary sacrifice schemes offer employees 
significant tax and national insurance benefits

G e o r g i n a  F u l l e r  |
 F r e e l a n c e  j o u r n a l i s t What is a computer salary sacrifi ce scheme?

This is where an employer buys a computer from 
a scheme provider and then loans it to an employee, 
typically via a fl exible or voluntary benefi ts scheme. 
The employee repays the cost through their gross pay.

Where can employers get more informa  on?
Informa  on about how computer salary sacrifi ce schemes 
work can be found on provider websites. HM Revenue 
and Customs’ website gives more details on the tax 
treatment of computers.

Who are the main providers?
Providers include Avinity, Clarkwood Enterprise, 
Computershare Salary Extras, Computingscheme, 
Employee Choice, Exertis Employee Benefits, Let’s 
Connect, P&MM Employee Benefits, Stormfront 
and Tech Benefits.

The facts
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Salary sacrifice schemes for cars have been increasing in popularity since they first launched 
in 2008, with research by global strategy consultancy OC&C, published in July 2014, estimating 
that 10% of new car sales will be part of a salary sacrifice scheme by 2025.

However, employers would be forgiven for being slightly wary when considering setting up 
a new scheme, with the government flagging its concerns over salary sacrifice more than once 
in the past year.

The make-up of car schemes is slightly different to other salary sacrifice arrangements 
because employees also pay a benefit-in-kind (BIK) tax on the vehicle, prompting consultancy 
firm PricewaterhouseCoopers (PWC) to report that car schemes are tax positive to the Treasury 
over a long-term basis.

But owing to the question mark that lingers over salary sacrifice generally, it is advisable for 
employers to seek scheme approval from HM Revenue and Customs (HMRC) when setting up 
a new scheme.

The only snag is that HMRC will only give approval after the first transaction has taken place, 
so it may make sense to introduce the arrangement to a limited number of employees first 

before rolling a scheme out. For approval to be given, HMRC 
asks to see evidence of the variation of terms and conditions 
and pay slips before and after the introduction of the salary 
sacrifice arrangements.

Under salary sacrifice the employee pays less income tax 
and both employer and employee are eligible for reduced 
national insurance contributions (NICs). The amount of BIK tax 
due is calculated according to a number of variables, including 
the type of fuel used and the official carbon dioxide (CO2) 

Statistics

buyer’s 
guide

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

of employers off er tax-effi  cient 
cars via salary sacrifi ce
(Source: Employee Benefi ts/Alphabet 

Fleet research, July 2015)

18%

Setting the 
wheels in motion

Salary sacrifice car schemes are proving to be 
popular despite government concerns  

V i c k i  A r n s t e i n  | 
F r e e l a n c e  j o u r n a l i s t

salary sacrifi ce scheme cars 
in 1Q 2015 were the Nissan 
Juke, Audi A3 and Toyota 
Aygo (Source: Tusker, June 2015)

3top
What are salary sacrifi ce company car schemes?
Salary sacrifi ce car schemes have become a popular 
benefi t, allowing employees to sacrifi ce a por  on of their 
monthly salary in return for a new car. Employees benefi t 
from having a safe, maintenance-free car, while employers 
go some way to demonstra  ng compliance with their 
duty-of-care requirements under the Corporate Man-
slaughter and Homicide Act 2007. These schemes may 
also help with employee reten  on, as employees are usu-
ally locked into a scheme for a two- or three-year period.

What are the origins of salary sacrifi ce company 
car schemes?
Salary sacrifi ce on cars was fi rst launched in 2008.

Where can employers get more informa  on and advice?
More informa  on is available from The Associa  on 
of Car Fleet Operators (ACFO) at www.acfo.org and 
at www.employeebenefi ts.co.uk/company-cars.

The facts
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an ongoing liability if an employee leaves. The most common 
way to mitigate against this risk is by adding early termination 
insurance to the premium or setting up a contingency fund 
that can be built up through an addition to the premium paid.

Another option is novated leasing. Under this model, the 
contract is between the employee and the provider, not the 
employer. If the employee leaves, they take the car, and the 
contract with them.

To guard against issues, the salary sacrifice contract should 
specify what is expected if an employee leaves an organisation 
and wishes to end the terms of the car scheme early. However, 
a scheme can also act as a good retention tool, with most 
contracts lasting for two to three years.

Another potential issue is the risk of salary sacrifice taking 
an employee below the national minimum wage, especially 
where salary sacrifice is being used by an employee for more 
than one benefit. Schemes already in place should be reviewed 
whenever changes take place around the national minimum 
wage. The same is true of the new national living wage, 
for workers aged 25 and over, which will take effect from 
April 2016.

Through scheme communications, employees should also 
be made aware that a reduction in their salary could affect other 
benefits, such as pension contributions, and things such as 
mortgage applications, for example.

Running the scheme may also result in extra administration, 
with scheme details and administration potentially requiring 
an update whenever tax changes occur, especially in terms 
of changes to value-added tax (VAT), NICs or BIK taxation

figure of the car. Because more fuel-efficient cars attract less 
tax, the most popular models offered and taken up are those 
with low CO2 emissions. Electric cars, which attract no BIK 
tax, are also becoming more common under these schemes.

Those already participating in salary sacrifice schemes have 
been reassured that they will not be negatively affected by 
last year’s Volkswagen scandal, where Volkswagen Group was 
found to have cheated in emissions tests. HMRC has stated 
that cars will not be rebranded for BIK duty. According to 
research by scheme provider Tusker in June 2015, Volkswagen 
came seventh in the top 10 manufacturers chosen under salary 
sacrifice schemes in the first quarter of 2015.

E n v i r o n m e n t a l  b e n e f i t s
Besides the tax benefits of salary sacrifice arrangements for 
cars, there is also the added advantage that employers are 
assured employees are driving a safe, more environmentally 
friendly car.

By enabling staff to sacrifice a portion of their salary rather 
than providing a cash option, the employer is less at risk of an 
employee choosing to drive an older car and spending the cash 
elsewhere. Under a scheme, the car is regularly maintained and 
serviced, so providing a car in this way also helps employers 
meet their legal duty-of-care responsibilities for staff required 
to drive on business.

Despite the benefits, there are some issues to look out for 
when considering implementing a salary sacrifice scheme. The 
first relates to parental leave and long-term sickness. When an 
employee is on maternity or paternity leave, or long-term sick 
leave the employer is obliged to continue providing the benefit, 
despite a potential drop in salary, or the individual even being 
on unpaid leave.

Additionally, under salary sacrifice, ownership of the car is 
retained by the employer, putting them at risk of shouldering 

of employers plan to 
introduce a car salary 
sacrifi ce scheme but 
have yet to decide when  
(Source: Employee Benefi ts/Alphabet 

Fleet research, July 2015)

30%

What are the costs involved?
Scheme provider Tusker has es  mated that 
employees can save an average of £900 
a year on income tax and na  onal insurance 
contribu  ons (NICs) and up to £500 a year 
on fuel, depending on the effi  ciency of 
the model they choose, while an employer 
could save approximately £300 net per 
employee per year on NICs.

What are the legal implica  ons?
In the Spending review and autumn 
statement 2015 policy paper, the 
government expressed its concern at the 
growth of salary sacrifi ce arrangements. 
With this in mind, employers launching a 
new scheme would do well to start with 
a pilot before seeking approval from HM 
Revenue and Customs (HMRC), which 
it will only give post-launch. Employers 
also need to ensure employees do not fall 
below the na  onal living wage, which will 
take eff ect from April 2016, or the exis  ng 
na  onal minimum wage. This can be a 
bigger issue when employees have opted 
into salary sacrifi ce arrangements for 
more than one benefi t.

What are the tax issues?
Both employer and employee save on NICs, 
owing to the reduc  on in salary, however 
the employee does a  ract some tax liability 
because cars are classed as a benefi t-in-kind.

What is the annual spend?
There are no industry fi gures collated for 
the spend on salary sacrifi ce car schemes.

Which scheme providers have the 
biggest market share?
The main providers in the market are 
Affi  nity Vehicle Leasing, ALD Automo  ve, 
Alphabet, Autoserve, Fleet Evolu  on, Fleet 
Hire (including Car Salary Exchange), Hitachi 
Capital Vehicle Solu  ons, Inchcape Fleet 
Solu  ons, Lex Autolease, LeasePlan, Ogilvie 
Fleet, Pendragon Vehicle Management, SG 
Fleet (including Novalease), TCH Leasing, 
Tusker, Venson Automo  ve Solu  ons, 
Zenith (including Leasedrive).

Which have increased their market
share the most?
With no industry fi gures available, this 
is impossible to assess.

Statistic
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confessions

There is a perception that if you get sent on 
international assignment it is akin to winning the 
lottery. Our expatriates seem to expect penthouse 
apartments and limousines wherever they go. They 
want to double their salary and have the pick of the 
best benefits from either country as recompense 
for the desperate hardship of having to live 
somewhere else. Cindy, our international mobility 
expert in the US, is now responsible for all that 
so those squabbling demands are no longer 
my problem. Yet, international mobility feels like 
some kind of virus that I just can’t shake off, as 
everyone still seems to refer to me.

Cindy has been asked to review the policy, and, 
as I wrote it in the first place, she keeps sending me 
emails about it. The first thing she has been asked 
to look at is hypothetical tax. The Higher Beings 
have worked out that we are spending three times 
the cost on expatriates than on even the greediest 
local executive. However, in an American company 
there are times when only an American will do. The 
Higher Beings, our executive management, are not 
about to stop parachuting them all over the place; 
they just want to do it more cheaply.

One of the biggest costs appears to be tax, but 
tax isn’t something you can avoid without nasty 
penalties and public shaming. So, what the Higher 
Beings in their infinite wisdom have requested 
is an ‘expatriate-light’ policy where they can put 
someone on a local contract and only pay a few 
additional living expenses on top.

I know it won’t work; only the most ignorant 
American would accept coming out of their home 
tax system to work in, say, China for a quarter of 
the salary. Although it is often the most ignorant 
individuals who get sent on these assignments, 
I find they generally have their wits about them 
when it comes to money. I feel pleased it is no 
longer my remit, but all the same I am miffed 
that the policy (my policy!) is being messed with.

It seems the expatriates are also complaining 
about their level of pay and benefits, which is really 
a bit rich. For the most part they get what is literally 
the best of all worlds, as they get paid in the home, 
often higher-cost, country and live cheaply in the 

host country. They also generally benefit from 
local holidays, benefits and perquisites, often 
more generous in the host country. So what are 
they complaining about?

I really don’t see what Cindy can do, other 
than reiterate the market competitiveness of the 
expatriate policy. I point her at one of the expatriate 
surveys. Isn’t it great we have such an expert on 
board to deal with this? Do I sound bitter? Well 
I am a bit. It’s all very well handing over part of 
your role to someone else, but not if you still 
have to do it while they take the credit.

The other new demand of the Higher Beings 
is a typical costing for type of assignment to help 
managers determine if they should even consider 
a transfer in the first place. I am mystified. There 
is no such thing as a typical assignment; each 
one is unique. Indeed, we pay Eager and Keen 
Tax Accountants a fortune to provide individual 
costing data at the start of each assignment.

Now, poor Cindy has been asked to make a 
cost template, showing costs for a ‘typical’ married 
director-level American moving to France based 
on a long-term assignment, with this new ‘light’ 
assignment, and as a fully local transfer. 

Fine, but that’s going to be completely irrelevant 
and confusing data for most of the time. I suggest 
Cindy makes up a fictitious assignee and pays 
Eager and Keen to do it. Easy.

Finally, the Higher Beings want to review the 
process because expats are complaining about the 
service they get at the beginning of the contract. 
Luckily, it isn’t Cindy (or me) they are complaining 
about, it is the house-hunting support that is going 

wrong. Big Bad Boss and other Higher Beings 
insisted we work with Eager and Keen for the whole 
process end-to-end, even though it was clear to me 
that its international capabilities were just so much 
spin. Its operational side of expatriate management 
only consists of an office in a handful of countries. 

I now suggest the change I had wanted at the 
time, which is: local HR provide initial support, 
either in-house or using local relocation agents. 
Someone on the ground in the actual city will be 
far more informed about the local housing market 
and they are likely to be cheaper too. Eager and 
Keen’s ‘extensive network of destination services 
professionals’ would only be a last resort.

Of course, local HR won’t thank me for the extra 
work, but as the suggestion will be coming from 
Cindy, I am in the clear. I rather like being the silent 
hand of change. Perhaps there are a few more 
niggling things I can get on to while I am at it 
Next time... Candid gets productive in France.

Staying silent for 
international rescue

Candid effects some change by stealth while grappling 
with her organisation’s expatriate policy

“ INTERNATIONAL 
MOBILITY FEELS 
LIKE A VIRUS I JUST 
CAN’T SHAKE OFF”

@ Read also
More confessions
bit.ly/1OgAv5U
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Incorpore & GymFlex
The Old School House
14 Mill Road
Burgess Hill
West Sussex
RH15 8DR

T  0845 300 6474  
W www.incorpore.co.uk

Our mission is to dramatically increase the uptake 
of gym memberships among the UK and Ireland’s 
working population. We passionately believe that 
gym memberships play a huge part in creating a 
healthier and more active workforce.

Our discounted gym network helps HR and 
Reward teams engage with employees on the 
health benefits of a more active lifestyle and we 
offer the choice of gyms to suit all organisations. 
The large number of health clubs, leisure centres, 
yoga studios and fitness camps ensure all 
employees are catered for no matter where
they live or work.

F l e x i b l e  b e n e f i t s

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: Barry Davidson
T 020 7943 8065
E barry.davidson@centaurmedia.com
W employeebene  ts.co.uk/video
 

Do you have an issue 
worthy of TV Debate?

Employee Benefits Wired is 
a interactive platform to 
debate the latest trends
and issues impacting the 
benefits community.

Contact: Barry Davidson
T 020 7943 8065
E barry.davidson@centaurmedia.com
W employeebene  ts.com 

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 Barry 
Davidson on 020 7943 8065 
or email barry.davidson@
centaurmedia.com

The perfect employee benefit and 
engagement solution 
Whether you’re looking for a simple benefits 
programme or a fully comprehensive flexible 
package, our Salary Extras platform can be 
adapted easily to meet your requirements. 
Its unique communications functionality
provides you with a complete benefit and 
engagement solution.
• Home for all your benefits and company 

information
•  A complete engagement and communications tool 
• As flexible as you need it to be 
Our Salary Extras platform does it all.

To find out more: 
T  0333 2000 104 
E  enquiries@salary-exchange.co.uk
W salary-exchange.co.uk
     twitter.com/SalaryExchange
     linkedin.com/company/
 salary-exchange-ltd
 http://blog.salary-exchange.co.uk/

E m p l o y e e  b e n e f i t s

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

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

Convenient for employees – onsite and 1,762 
clinics 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

Aetna International is part of Aetna, a US 
fortune 50 company and leading provider of 
health care benefits for the past 160 years. 

Today, Aetna International provides IPMI for 
more than 700,000 members worldwide. Aetna 
combines the local touch of on-the-ground 
support teams with one of the world’s largest 
medical provider networks of over 1.1m 
facilities in the US and a further 125,000 
globally to provide exceptional care to members 
wherever they are. 

Contact us now to find out how we can provide 
the right healthcare solutions for your clients.

I n t e r n a t i o n a l  p r i v a t e  m e d i c a l  i n s u r a n c e

Aetna International
2nd Floor
25 Templer Avenue
Farnborough Business Park
Farnborough
Hants 
GU14 6FE
T  +44(0) 1252 896397 
E  agbsalesdirect@aetna.com 
W www.aetnainternational.com
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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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