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Place great technology at the heart of your 
employee benefits and say hello to less 
stress, less cost and more time. 

It’s how employee benefits should be. 
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Change is something we hear a lot about in the benefits industry. When we 
published the Benefits research 2017, 12 months ago, this was a key theme. Then, 
we speculated on the potential impact of the UK’s exit from the European 
Union on both business and employee benefits, as well as looking ahead to the 
potential impact of the changes that had just come into effect around some of 
the benefits offered via salary sacrifice arrangements.

A year on, the impact of Brexit is yet to be seen. At the time of writing  
last year’s Benefits research, respondents were in the process of planning  
for how their organisation would deal with the changes to benefits offered  
via salary sacrifice. Back then, just a third of respondents said it would  
not impact their benefits strategy because the benefits they offered were 
exempt from the changes. Twelve months later, just under half (46%) of 
respondents said this was the case. It may be that, in the intervening months, 
employers have introduced benefits that are exempt from the new rules so  
can continue to be offered via salary sacrifice (now known as optional  
remuneration) arrangements.

In some cases, however, change can be slow to filter through to employee 
benefits programmes. Over the past few years, for example, there has been a lot 
of talk about the adoption and application of new technologies, such as 
wearable fitness devices and augmented or virtual reality, into employee 
benefits strategies, particularly in relation to employee communications. 

However, despite much discussion and the widespread adoption of such 
technologies in the consumer market, this does not appear to be reflected in the 
employee benefits world. Just 1% of respondents, for example, say augmented 
or virtual reality features within their employee benefits strategy. 

With change an ever-present component in the benefits industry, one thing 
is certain: things never stand still for long. It will be interesting to see what the 
coming year holds for reward and benefits.

Debbie Lovewell-Tuck | editor
Employee Benefits

Editor’s comment





BENEFITS RESEARCH 
2018

Key findings 
The survey, which was conducted in March 2018 among users of www.employeebenefits.co.uk, received 172 responses.

Sample: All respondents (172)

86% 71% 89% 21% 55% 65%
of respondents offer 
benefits to support 

employee health  
and wellbeing

of respondents will use 
better or more targeted 

communications of 
benefits to adapt to 

future benefits 
challenges

of respondents say 
budget is a barrier to 
introducing benefits 

they would like to offer

of respondents changed 
the mechanism by which 

they offer benefits 
affected by changes to 

salary sacrifice

 of respondents cite 
budget as a barrier to 
improving employee 
engagement in their 

organisation

of respondents say a 
desire to be an employer 

of choice is the main 
issue shaping their 

organisation’s benefits 
strategy

Number of employees in respondents’ organisations

Organisation type
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Sample: All respondents (170)

67%

15%

14%

4% VOLUNTARY SECTOR

PUBLIC SECTOR

PUBLICLY QUOTED

PRIVATELY OWNED

4% 5% 14% 12% 26% 13% 14%12%

employeebenef i t s .co .uk  |  May  2018  5

£



PHYSICAL WELLBEING 41%    39%    27%   12%  18%

MENTAL WELLBEING 36%    52%    32%   13%   18%

JOB SATISFACTION 
OR CAREER WELLBEING         34%    32%       17%   8%  35% 

COMMUNITY OR  
SOCIAL WELLBEING 24%    38%    14%   9%  41%

FINANCIAL WELLBEING 23%    35%    21%   9%   37%

The wellbeing education or support respondents’ organisations offer to employees
Sample: All respondents (124)

FACE-TO-FACE  DIGITAL CONTENT  PRINTED MATERIAL  OTHER  DO NOT OFFER
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Benefits offered
Life assurance and employee assistance programmes remain a popular offering

Julie Gilbert | interim features editor
Employee Benefits

Just 18% of respondents do not offer any form of physical or mental health wellbeing education or support for employees. This is comparable to 
2017 when 20% did not offer any form of physical wellbeing support and 16% did not offer any mental health education or wellbeing support. 
Advancements in digital forms of communications remain steady; just over half (52%) of respondents offer employees mental wellbeing education 
or support via digital channels, which has changed little since 2017 when 55% used this form of communication. In addition, the proportion of 
respondents that provide physical wellbeing support digitally is down from 50% in 2017 to 39% in 2018.

Counselling or employee assistance programmes (EAPs) have consistently remained one of the top wellbeing benefits, with 69% of respondents 
offering it as a core benefit this year. This has more than doubled in popularity since 2004 when just 30% of respondents offered EAPs. This 
growth may be due to employers’ increasing awareness of mental wellbeing issues and their impact on employees in the workplace. 

Private medical insurance (PMI) also remains one of the top healthcare and wellbeing benefits offered by respondents. This year, 64% offer it to 
employees and 54% extend it to partners and dependants, although it is down on the 79% and 73%, respectively, that did so in 2017. Health 
screening (44%), health cash plans for employees (42%) and gym membership (38%) are also popular core health and wellbeing benefits choices. 

COUNSELLING OR EMPLOYEE ASSISTANCE PROGRAMMES (EAPS) 
PRIVATE MEDICAL INSURANCE (PMI) FOR EMPLOYEES 

PRIVATE MEDICAL INSURANCE (PMI) FOR PARTNERS AND DEPENDANTS 
HEALTH CASH PLAN FOR EMPLOYEES 

HEALTH SCREENING 
DENTAL INSURANCE 

GYM MEMBERSHIP 
ON-SITE WELLBEING EVENTS 

OPTICAL CARE OR VOUCHERS (ABOVE STATUTORY MINIMUM) 
MENTAL HEALTH CHAMPION OR FIRST AID TRAINING 

ON-SITE FITNESS CLASSES 
NUTRITION ADVICE OR HEALTHY-EATING OPTIONS IN STAFF CANTEEN 

SUBSIDISED STAFF SOCIAL OR FITNESS CLUBS 
HEALTH CASH PLAN FOR PARTNERS AND DEPENDANTS 

SMOKING-CESSATION SERVICES 
COGNITIVE BEHAVIOUR THERAPY (CBT) 

FERTILITY SUPPORT 
GENETIC TESTING WEARABLE FITNESS TECHNOLOGY 

NONE OF THE ABOVE 

69%
64%
54%
42%
44%
41%
38%
35%
32%
24%
23%
17%
22%
9%
8%
2%
1%
1%
7%

The health and wellbeing benefits offered by respondents
Sample: All respondents (120)



CAR ALLOWANCE  48 %    2%    97%   0  2%

CAR PARKING  33%    73%    20%   5%  5%

A COMPANY CAR  33%    5%    83%   7%  10%

A COMPANY CAR  10%    17%    58%   17%  25%

FUEL FOR PRIVATE   10%    8%    85%   0   8% 

ACCESS TO AN ALL- 6%    29%    0   14%  57%

BREAKDOWN COVER 6%    14%    43%   29%  29%
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The car benefits respondents offered by respondents’ organisations and the basis on which they are offered
Sample: All respondents (126)

THROUGH 
OUTRIGHT 
PURCHASE, 
CONTRACT HIRE 
OR LEASING

THROUGH 
PERSONAL 
CONTRACT PLAN 
OR EMPLOYEE  
CAR OWNERSHIP

EMPLOYEE CAR 
OWNERSHIP SCHEME

Just over a fifth (22%) of respondents offer share schemes or share options to their employees, and a further 15% offer share or share options to 
staff at senior or executive level only. This leaves almost two-thirds (64%) of respondents that do not offer shares or share options to employ-
ees.

These figures have changed marginally year-on-year; in 2017, 29% of respondents offered share schemes to staff, 17% to senior employees, 
and 54% did not offer shares or share options at all. The schemes that respondents provide to staff remain in line with 2016 and 2017; long-term 

LONG-TERM INCENTIVE PLAN (L-TIP) 

ALL-EMPLOYEE SHARESAVE OR SAVE-AS-YOU-EARN (SAYE) SCHEME 

COMPANY SHARE OPTION PLAN (CSOP)

ALL-EMPLOYEE SHARE INCENTIVE PLAN (SIP) OFFERING MATCHING SHARES 

ALL-EMPLOYEE SHARE INCENTIVE PLAN (SIP) OFFERING FREE SHARES

AN ALL-EMPLOYEE SHARE INCENTIVE PLAN (SIP) OFFERING PARTNERSHIP SCHEMES

ENTERPRISE MANAGEMENT INCENTIVE (EMI) 

PHANTOM SHARE SCHEME (CASH BONUS PLANS) 

OTHER 

58%

27%

20%

18%

18%

16%

7%

4%

4%

The type of share schemes respondents’ organisations offer to employees
Sample: All respondents that offer a share scheme to employees (45)

TOTAL   CORE - ALL STAFF  CORE - SOME STAFF FLEXIBLE  VOLUNTARY
         BENEFIT  BENEFIT

Just under half (48%) of respondents’ organisations offer a car allowance, which is slightly lower than in 2017 when 54% offered this benefit to 
staff. Almost all (97%) of respondents that offer a car allowance do so as a core benefit for some staff, while just 2% do so for all staff. One-third 
of respondents (33%) offer a company car through outright purchase, contract hire or leasing, of which 83% do so as a core benefit for some 
staff, and just 5% do so for all staff.



SEASON TICKET   44%    70%    6%   7%  28%

FINANCIAL EDUCATION 30%    74%    3%   6%  17%

FINANCIAL ADVICE  12%    64%    7%   7%  21%

OTHER EMPLOYER-  8%    30%    0   0  70%

OTHER SAVINGS PLANS 6%    43%    0   0  71%

The top five workplace savings benefits offered by respondents’ organisations and the basis  
on which they are offered

Sample: All respondents (123)

TRAVEL LOAN

SUBSIDISED LOANS

TOTAL   CORE - ALL STAFF  CORE - SOME STAFF FLEXIBLE  VOLUNTARY
         BENEFIT  BENEFIT
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This year, the proportion of respondents that offer personal insurances is lower than in 2017, offered by just under one-third (29%), compared 
to 49% last year.

Just over a quarter (27%) of respondents offer travel insurance as an employee benefit. The proportion of respondents offering travel 
insurance include this within a voluntary benefits programme, which is slightly lower than the 37% that did so in 2017. When respondents  
were asked which benefits they included within their voluntary benefits scheme back in 2011, just 12% listed travel insurance.

Almost a third (30%) of respondents’ organisations have financial education initiatives in place, with 74% of organisations offering this as a 
core benefit for all staff.

As in 2017, employer-facilitated financial advice remains in the top five workplace savings benefits provided by respondents. However, it has 
seen a drop in popularity with only 12% of respondents offering this in the past year. Of this group, 64% offer it as a core benefit for all staff, 
compared to 2017 when 20% offered this as a core benefit to 76% of staff.

Season-ticket travel loans have consistently appeared in the top 10 benefits offered over the years. This year, just under half (44%) offer this 
as a benefit, making it the most popular workplace savings benefit offered by respondents. 

TRAVEL INSURANCE 27 %    17%    10%   37%  37%

MOTOR INSURANCE 4%    0    0   25%  75%

HOUSE INSURANCE  4%    25%     0   0  75%

PET INSURANCE  3%    33%    0   0  67%

The personal insurance benefits offered by respondents’ organisations
Sample: All respondents (115)

TOTAL   CORE - ALL STAFF  CORE - SOME STAFF FLEXIBLE  VOLUNTARY
         BENEFIT  BENEFIT



CRITICAL ILLNESS FOR 13%    0    13%   63%   38%

PERSONAL ACCIDENT 8%    10%    20%   50%  30%

REHABILITATION   7%    88%    0   13%  0

LIFE ASSURANCE OR  81%    87%    10%   5%  4%

INCOME PROTECTION 46%    61%    34%   7%   4%

CRITICAL ILLNESS  30%    23%    20%   34%  26% 

PERSONAL ACCIDENT 23%    57%    18%   18%  14%

LIFE ASSURANCE FOR 16%    21%    21%   16%  42% 
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Just over four-fifths of respondents provide life assurance or death in service, the majority do so 
as a core benefit for all staff (87%), with a further 10% offering it for some staff. This was also 
the main method which respondents offered these benefits in 2017, when 86% and 13% did so 
respectively.

Life assurance has consistently been one of the top core benefits offered by respondents since 
the inaugural Benefits research in 2004, topping the list that year, as well as several times since 
including, most recently, in 2016 and 2017.

This rise in popularity correlates with the proportion of respondents that offer this as a core 
benefit for all staff. For example, in 2007, 62% offered life assurance as core to all staff and 17% 

to some staff. By 2013, this had risen so that 
76% of respondents included life assurance as 
part of their core benefits offering for all 
employees and 15% did for some staff.

Just under half (46%) of respondents 
provide income protection (also known as 
permanent health insurance), with 61% of this 
group doing so as core for all staff, and 34% 
doing so for some staff. 

The group risk benefits offered by respondents’ organisations
Sample: All respondents (122)

DEATH IN SERVICE

INSURANCE

PARTNERS AND 
DEPENDANTS

INSURANCE FOR
PARTNERS AND 
DEPENDANTS

OR PERMANENT 
HEALTH 
INSURANCE

INSURANCE

PARTNERS AND 
DEPENDANTS

BENEFITS

This year, almost two-thirds (63%) of 
respondents offer flexible-working 
initiatives to staff. This has remained a 
popular lifestyle benefit over the past few 
years. Extra holiday for long service or 
life events (44%), retail and leisure 
discounts (44%), retail and leisure 
discounts vouchers (29%), and enhanced 
parental leave (33%), also feature in the 
top five lifestyle benefits.

Over the years, extra holiday for long 
service has consistently appeared as the 
most commonly offered lifestyle benefit; 
however, its popularity has dropped 
slightly year-on-year, with 44% of 

respondents offering the benefit 
compared to 53% in 2017.

Just over two-fifths (44%) of 
respondents offer retail and leisure 
discounts, which are comparably split as 
to whether offered as a core benefit for 
all staff or on a voluntary basis (37%), 
with a further 29% of respondents 
offering retail and leisure vouchers. 

The number of respondents offering 
enhanced parental leave and flexible-
working has remained steady, but 
emergency childcare has fallen; just  
8% of respondents this year offer this 
benefit, down from 15% in 2017.

FLEXIBLE-WORKING INITIATIVES

EXTRA HOLIDAYS FOR LONG 
SERVICE OR LIFE EVENT

RETAIL OR LEISURE DISCOUNTS 

ENHANCED PARENTAL LEAVE
(ABOVE STATUTORY MINIMUM)    

RETAIL OR LEISURE VOUCHERS 

LEGAL ADVICE OR 
COUNSELLING  

DINING CARDS

CINEMA TICKETS

63%

44%

44%

33%

29%

26%

23%

21%

The top eight lifestyle benefits offered 
by respondents’ organisations and the 
basis on which they are offered
Sample: All respondents (117)

TOTAL   CORE - ALL STAFF  CORE - SOME STAFF FLEXIBLE  VOLUNTARY
         BENEFIT  BENEFIT



“IT’S THE BEST ANNUAL EVENT OF THE YEAR, 
WHERE ALL THE GLOBAL MOBILITY NETWORK 

GETS TOGETHER!” 
Viv Mott, Head of Global Mobility, Aviva

The FEM EMEA Global Mobility Summit will bring together global mobility professionals, industry 
experts and HR specialists. Delegates can benefit from interactive workshop sessions, corporate-
only roundtable sessions, panel discussions and case studies, and gain expert insight from senior 
global mobility leaders at our new Mobility Masterclasses.

MOBILITY 
MASTERCLASSES

Enhance your skills 
and stay ahead of 

the game.

KEYNOTE  
SESSIONS

Garner best-practice 
and new ideas from 

industry experts!

ROUNDTABLES

Benchmark your policies 
and programs with your 

peers.

NETWORKING

Exchange new ideas 
and solutions and make 

vital new contacts.

8-9 NOVEMBER 2018
InterContinental, O2, LondonEMEA.FORUM-EXPAT-MANAGEMENT.COM

*Registration is free to in-house HR & Global Mobility Professionals

REGISTER FREE* NOW

FEM_EMEA17_07500_Print Advert_Full Page_Americas Showguide_225X297 AW.indd   1 26/04/2018   11:22:00
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Pensions

Group personal pension (GPP) plans remain the most common type of primary pension 
scheme offered by respondents’ organisations. This year, 69% of respondents’  
organisations use a GPP as their primary scheme for auto-enrolment, similar to the 
67% that did so in 2017. Open defined benefit (DB) schemes are the second most popular 
scheme, with 36% using it for auto-enrolment in 2018, compared to 19% in 2017.

Group personal pension plans remain the most popular primary workplace scheme

The proportion of respondents that enable staff to 
contribute to their defined contribution pension  
via a salary sacrifice arrangement

Stakeholder pension schemes, which were the 
second most popular choice in 2017, may have 
slipped to third place this year, but overall the 
percentage of respondents offering this type of 
scheme has risen from 28% in 2017 to 31% in 2018. 

Sample: All respondents (125)

Julie Gilbert | interim features editor
Employee Benefits

More than three-quarters (77%) of respondents allow staff to contribute to their defined contribution (DC) pension tax efficiently through a 
salary sacrifice arrangement. This is lower than in 2017, when 84% of respondents enabled employees to contribute to their pension in this way. 

Although contributing to a pension via salary sacrifice has grown in popularity since the introduction of auto-enrolment in October 2012, it 
appears to have petered off. In 2009, prior to the introduction of auto-enrolment, 44% of respondents offered this benefit. Post October 2012, 
91% did so in 2013, 87% in 2014, and 84% in 2017. Pensions are one of the few benefits that are exempt from the 2017 changes to salary sacrifice.

The proportion of respondents’ organisations 
that plan to contribute to the Lifetime  
Isa (Lisa)

The Lifetime individual savings account (Lisa), which launched in April 2017, is designed to encourage long-term savings, enabling individuals 
between the ages of 18 and 40 to open an account and save up to £4,000 a year until they reach age 50. Any amount they save will be eligible for 
a 25% government bonus, which can be used towards the purchase of their first home or taken as a retirement income from the age of 60. 

The Lisa is not yet offered by all providers, which could partially explain why the proportion of respondents that expect their organisation to 
contribute to the Lisa has remained low over the past year. Just under a quarter (23%) of respondents to the Benefits research 2017 thought their 
organisation would contribute to the Lisa, compared to 16% in 2018. 

Sample: All respondents (125)

17%

THEY DO

84%

THEY DO NOT

77% 23%

THEY DO THEY DO NOT

The type of pension scheme offered by respondents

GROUP PERSONAL PENSION PLAN       PRIMARY 69%  SECONDARY 14% DO NOT OFFER 24%

OPEN DEFINED BENEFIT SCHEME       PRIMARY 36%  SECONDARY 10% DO NOT OFFER 56%

STAKEHOLDER PENSION        PRIMARY 31%  SECONDARY  5% DO NOT OFFER 66%

GROUP SELF-INVESTED PERSONAL PENSION      PRIMARY 19%  SECONDARY  9% DO NOT OFFER 73%

TRUST-BASED MONEY PURCHASE PLAN      PRIMARY 15%  SECONDARY 10% DO NOT OFFER 77%

DEFINED BENEFIT SCHEME, CLOSED TO NEW MEMBERS BUT OPEN TO FUTURE ACCRUAL  PRIMARY 11%  SECONDARY 27% DO NOT OFFER 62%

MASTER TRUST         PRIMARY 11%  SECONDARY  2% DO NOT OFFER 87%

DEFINED BENEFIT SCHEME ONLY FOR ACCRUED BENEFITS, CLOSED TO FUTURE ACCRUAL  PRIMARY 9%  SECONDARY 28% DO NOT OFFER 66%

Sample: All respondents
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Tax-efficient benefits

Sample: Those respondents that offer benefits via an optional remuneration arrangement for some or all staff (108)

This year, 16% of respondents say their organisation does not offer any benefits through 
optional remuneration (formerly known as salary sacrifice) arrangements (Opra) for 
employees. This is similar to the 15% that said the same in 2016, although it represents 
a rise on the 9% that did so last year.

Just under three-quarters (74%) of respondents offer benefits through an Opra 
arrangement. This has remained similar since 2010, when 78% of respondents did so, 
although it represents a drop on the 80% of respondents that did so last year.

Over the years, the top three benefits offered via an Opra have remained unchanged. 
Childcare vouchers, bikes-for-work schemes and pension contributions have  
consistently topped the list since 2009. This may also be behind the experience of  
46% of respondents which said that recent changes to this type of arrangement have 
not impacted their benefits strategy due to the benefits they offer on this basis.

These results relate to a period of change for this type of arrangement. Chancellor 
Philip Hammond confirmed the government’s intention to limit the range of benefits 
that provide tax and national insurance (NI) contribution advantages when offered via a 
salary sacrifice arrangement. Benefits in kind with a cash allowance option and flexible 

Salary sacrifice arrangements are undergoing a period of change

Do respondents offer any benefits through  
optional remuneration arrangements?

MORE THAN 10% OF PAYROLL

benefits schemes with a cash option fell within the 
scope of the change, which came into effect in 2017.

Some benefits, such as pensions, ultra-low 
emission vehicles, bikes-for-work schemes and 
childcare were exempt from the change. Meanwhile, 
arrangements entered into for company car 
schemes, accommodation and school fees are 
protected until April 2021 where these were entered 
into before 6 April 2017.

Childcare voucher schemes are set for further 
change, with the vouchers currently being phased 
out to make way for the government’s tax-free 
childcare initiative. Childcare vouchers received a 
brief stay of execution following the government’s 
announcement that it would extend the deadline for 
employees to sign up to the scheme until October.

Debbie Lovewell-Tuck | editor
Employee Benefits

The tax-efficient benefits respondents offer via an optional remuneration (salary sacrifice) arrangement post 
April 2017
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Sample: All respondents (129)

74% 16%

THEY DO FOR ALL STAFF THEY DO NOT

NONE, THE BENEFITS THEY OFFER VIA SALARY SACRIFICE ARE EXEMPT FROM THE CHANGES

THEY CHANGED THE MECHANISM BY WHICH THEY OFFER BENEFITS AFFECTED BY THE CHANGES

THEY REVIEWED THEIR BENEFITS STRATEGY IN LIGHT OF THE CHANGES TO SALARY SACRIFICE

THEY OFFER ADDITIONAL BENEFITS IN PLACE OF THOSE AFFECTED BY THE CHANGES TO SALARY SACRIFICE

THEY REMOVED BENEFITS THAT NO LONGER PROVIDE TAX AND NATIONAL INSURANCE ADVANTAGES 

THEY SAW AN INCREASE IN TAKE-UP AHEAD OF APRIL 2017, WHERE SCHEMES ARE PROTECTED TO APRIL 2021

THEY HAVE SEEN AN INCREASE IN TAKE-UP OF BENEFITS THAT ARE EXEMPT FROM THE CHANGES

THEY TOOK ADDITIONAL MEASURES TO COMBAT ANY POTENTIAL DIP IN ENGAGEMENT RESULTING FROM  
CHANGES TO SALARY SACRIFICE

46%

21%

18%

11%

10%

8%

4%

4%

The impact that the changes to salary sacrifice arrangements have had on respondents’ benefits strategies

CHILDCARE 
VOUCHERS

94%

BIKES-FOR-
WORK 

SCHEME
80%

PENSION 
CONTRIBUTIONS

77%

COMPANY 
CARS
12%

ULTRA LOW-
EMISSION VEHICLES

7%

PENSIONS 
ADVICE

4%

SCHOOL 
FEES

1%

OTHER
6%

Sample: Those respondents that offer benefits via an optional remuneration arrangement for some or all staff (98)

THEY DO FOR 
SOME STAFF

9%



LUCKY GIP
Scratch beneath the surface of our 

Group Income Protection policies and be 
amazed at what you’ll find for FREE.*

TREATMENT SOURCING †BUSINESSCAREWELLBEING TOOLS

EARLY INTERVENTIONSECOND MEDICAL OPINIONEMPLOYEECARE

We believe insurance is about much more than just a financial benefit.

That’s why our Group Income Protection Policies give employers and their employees 
access to a comprehensive set of Support Services. All at no additional cost. 

Talk to your adviser or call 0345 223 8000 to find out more.
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TO SUPPORT EMPLOYEE HEALTH AND WELLBEING

THEY ARE AN EFFECTIVE RECRUITMENT TOOL

THEY ARE AN EFFECTIVE RETENTION TOOL

THEY PROMOTE WORK-LIFE BALANCE

THEY SUPPORT THEIR EMPLOYER BRAND

THEIR INDUSTRY OR REGIONAL COMPETITORS DO

THEY HAVE TO BY LAW (FOR EXAMPLE, TO COMPLY WITH AUTO-ENROLMENT LEGISLATION)

TO PLACE THEMSELVES AHEAD OF COMPETITORS

TO DRIVE DESIRED BEHAVIOURS

THEY ARE SEEN AS ENTITLEMENT BY STAFF

THEY HELP CONTROL SICKNESS ABSENCE

PERCEIVED MORAL OR ETHICAL RESPONSIBILITIES

THEY ARE GOOD VALUE FOR MONEY

THEY HELP TO REDUCE THEIR NATIONAL INSURANCE (NI) BILL

THEY FEEL THEY HAVE TO

THEY ARE CHEAPER TO OFFER THAN CASH SALARIES OF SIMILAR PERCEIVED VALUE

TO MEET TRANSFER OF UNDERTAKING (PROTECTION OF EMPLOYMENT (TUPE)) REGULATIONS

THEY PROVIDE A MEASURABLE RETURN ON INVESTMENT

OTHER

Strategy

Sample: All respondents (152)

Over the past 14 years, the role of benefits in supporting employees’ health and 
wellbeing has gradually risen up the list of reasons why respondents offer benefits.  
This year, it has taken the top spot (cited by 86% of respondents), overtaking the 
effectiveness of benefits in employee recruitment and retention for the first time.

Until this year, these had consistently remained the top two reasons employers offer 
benefits to staff since the inaugural Benefits research was published in 2004. Despite the 
economic and political changes that have impacted the business world, the fact has 
remained that employers need top talent within their organisation to ensure success.

However, some factors behind respondents’ rationale in offering benefits have fallen 
in popularity over the years. This year, the need for benefits to provide a measurable 
return on investment has fallen to the bottom of the list, cited by just 11%. This is 

Supporting employee health and wellbeing rises to become the main reason employers offer benefits 

 

86%

78%

78%

55%

50% 

42%

41%

40%

36%

36%

26%

26%

26%

23%

20%

17%

13%

11%

2%

Why respondents offer benefits

interesting because reward and benefits 
professionals have typically had to justify their 
expenditure on benefits.

The proportion of respondents that offer benefits 
because they are good value for money has also 
fallen over the years. In 2009, for example, just 
under two-thirds (64%) said this was one of the 
main reasons behind their organisation’s decision to 
offer benefits. This year, just over a quarter (26%) 
say the same; a figure that has remained relatively 
consistent since 2014.

Debbie Lovewell-Tuck | editor
Employee Benefits
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78%
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55%
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42%

41%
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26%

26%

23%

20%

17%

13%

11%
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DESIRE TO BE SEEN AS AN EMPLOYER OF CHOICE

DESIRE TO IMPROVE EMPLOYEE ENGAGEMENT

EMPLOYEE INFLUENCE OR EXPECTATIONS

MULTI-GENERATIONAL WORKFORCE

DESIRE FOR FLEXIBILITY

ALIGNING BENEFITS STRATEGY WITH BUSINESS STRATEGY

ADVANCEMENTS IN TECHNOLOGY

INCREASING WORKFORCE DIVERSITY

ALIGNING BENEFITS STRATEGY WITH HR STRATEGY

CORPORATE REPUTATION

PENSIONS AUTO RE-ENROLMENT

DRIVING A HIGH-PERFORMANCE CULTURE

TAX AND LEGISLATION CHANGES (FOR EXAMPLE TO SALARY SACRIFICE ARRANGEMENTS)

DESIRE TO REDUCE OR CONTROL COSTS

PERCEIVED MORAL OR ETHICAL RESPONSIBILITIES

DESIRE FOR CULTURAL CHANGE

AGEING WORKFORCE

ORGANISATIONAL CHANGE (SUCH AS MERGER, ACQUISITION, DOWNSIZING OR EXPANSION)

POACHING OF STAFF BY COMPETITORS

HIGH EMPLOYEE TURNOVER

PAY FREEZES OR LOW PAY INCREASES

THE ECONOMY

BREAKING DOWN WORKFORCE HIERARCHIES

REMUNERATION STRATEGIES FOR HIGH EARNERS

PRESSURE TO REDUCE GENDER PAY GAPS

OPERATING ON A GLOBAL OR MULTI-NATIONAL BASIS

THE VOTE FOR BREXIT

OTHER 

NONE OF THE ABOVE

Sample: All respondents (138)

The top issues shaping employers’ benefits strategies have changed little over the years, 
although the order of these has fluctuated. This year, employers’ desire to be seen as an 
employer of choice is the top issue shaping respondents’ benefits strategies, cited by 
65%. This is hardly surprising given this has become a key objective for organisations 
competing to recruit and retain the top talent in an increasingly mobile workforce. 

This is followed by respondents’ desire to improve employee engagement, cited by 
63% of respondents. Between 2011 and 2017, this comprised the top issue shaping 
respondents’ benefits strategies.

Advancements in technology are continuing to drive employers’ benefits strategies. 
Four years ago, just 15% of respondents said this was the case, compared to 44% this 
year. It will be interesting to see how this develops as new technologies become more 
embedded in the workplace and people management strategies.

Looking ahead, it will also be interesting to see how external events impact benefits 
strategies. This year, for example, just 4% of respondents said the vote for Brexit is 
shaping their organisation’s benefits strategy. As the UK draws nearer to 29 March 

The issues shaping respondents benefit strategies

2019, when the UK is scheduled to leave the EU,  
it remains to be seen how this will change.

In order to adapt to future challenges in the 
industry, just under three-quarters (71%) of 
respondents believe they will need better or more 
targeted communication of benefits. Having a good 
communications strategy in place is vital to ensure 
employees are aware of the benefits available to 
them in order to maximise take-up and boost 
employers’ return on their investment.

A further 50% say they will need to more closely 
align reward to business strategy, while 49% plan to 
better integrate a wider range of technology within 
their benefits offering. These figures have remained 
relatively consistent year-on-year.

 

65%

63%

53%

49%

48% 

46%

44%

36%

36%

33%

33%

31%

31%

30%

28%

28%

25%

19%

15%

15%

15%

11%

10%

10%

9%

9%

4%

3%

1%

Sample: All respondents (131)

How respondents see benefits strategy changing to adapt to future challenges within the industry

BETTER OR MORE TARGETED COMMUNICATION OF BENEFITS

MORE CLOSELY ALIGN REWARD TO STRATEGY TO BUSINESS STRATEGY

BETTER INTEGRATION OF A WIDER RANGE OF TECHNOLOGY WITHIN BENEFITS OFFERING

FLEXING ALL BENEFITS TO GIVE EMPLOYEES MORE CONTROL OVER THEIR BENEFITS SPEND

OFFERING MULTIPLE SAVINGS VEHICLES (AS WELL AS PENSIONS) SUCH AS SAVINGS ACCOUNTS, SHARE PLANS 

IDENTIFYING ALTERNATIVE FUNDING OPTIONS FOR BENEFITS SPEND

NONE OF THE ABOVE

OTHER

71%

50%

49%

45%

32% 

28%

5%

2%



47% 44% 5% 4%

EMPLOYER FUNDED
PART EMPLOYER/ 
PART EMPLOYEE 
FUNDED

EMPLOYER FUNDED 
THROUGH NATIONAL 
INSURANCE SAVINGS

EMPLOYEE 
FUNDED ONLY 

This year, for the first time, employer funding tops the list of how respondents fund benefits. Just under half (47%) say this is the case in their 
organisation, up from 40% in 2017 and 44% in 2016. 

Correspondingly, there has been a drop year on year in the proportion of respondents that co-fund benefits with employees. In the future, more 
than half (57%) of respondents expect that their organisation’s benefits funding method will remain the same.

The main way in which respondents fund benefits

BENEFITS  
RESEARCH REPORT

ASADSASDASD
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Sample: All respondents (136)

Sample: All respondents (135)

How respondents think benefits funding methods will change in the future

THEY WILL REMAIN BROADLY THE SAME

EMPLOYERS WILL SHARE THE COST WITH EMPLOYEES MORE OFTEN

EMPLOYERS WILL FUND MORE OPTIONS FOR STAFF

EMPLOYERS WILL MOVE AWAY FROM FUNDING BENEFITS THROUGH NATIONAL INSURANCE SAVINGS

EMPLOYERS WILL PASS ON THE FULL COST TO EMPLOYEES MORE OFTEN

OTHER

57%

17%

15%

5%

4%

2%

Budget remains, by far, the biggest barrier to respondents 
introducing benefits that they would like to offer. This 
year, 89% said this is the case, up from 76% in 2017.

Both in and out of the working environment, we hear 
messages of today’s time-poor population. This is borne 
out to some extent by the results of the research, which 
show that 38% of respondents cite time as a barrier to 
introducing benefits they would like to offer. This has 
remained consistent year-on-year.

Sample: All respondents (113)

The barriers to respondents introducing benefits they would like to offer

BUDGET

TIME

TECHNOLOGY LIMITATIONS

PARENT COMPANY GUIDELINES

LACK OF ENGAGEMENT

NOT APPLICABLE

OTHER

89%

38%

18%

12%

11%

6%

4%

Just under two-fifths (38%) of respondents outsource some aspect of their benefits package. Of those that do, 34% outsource benefits  
administration, 30% outsource benefits technology and 16% outsource their benefits help desk. This compares to 46%, 29% and 6% respectively 
that did the same in 2017.

Pensions are the most popular benefit for which respondents outsource services, cited by 67%, followed by voluntary benefits or employee 
discounts (55%), flexible benefits (52%), health and wellbeing benefits (36%) and group risk benefits (33%). This list has remained consistent 
year-on-year, despite fluctuations in the percentage of respondents outsourcing services for each benefits group.

The benefits-related services respondents outsource
Sample: Those respondents who outsource any aspect of their benefits package (44)
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Sourcing benefits technology direct from a provider, rather than going via a broker, remains 
respondents’ preferred method. The proportion of respondents that favour each method 
remains broadly in line with 2017.

The top criteria that respondents look for in benefits technology also remain consistent 
year-on-year. Just as in 2017, functionality, ease of use and low cost are the top three factors 
cited as high priority by respondents.

Data security has risen up the list slightly this year. This may be due to several factors, 
including the General Data Protection Regulation (GDPR), which comes into effect on 25 May 
2018. This EU-wide law aims to improve data privacy, while ensuring that employers inform 

How respondents usually 
source benefits technology
Sample: All respondents (132)

their staff exactly what information  
they hold on file and how it is handled.  
Non-compliance could result in severe 
penalties and hefty fines for organisations.

As well as GDPR, the High Court’s ruling 
last December that retailer Morrisons is 
legally responsible for a payroll data leak may 
also account for the rise in status of data 
security in some organisations.

Technology
Employers continue to favour established forms of technology over new developments

Debbie Lovewell-Tuck | editor
Employee Benefits

THEY GO 
DIRECT TO A 

PROVIDER
51%

VIA A 
BROKER

33%

VIA  
A PENSIONS 

ADVISER
6%

OTHER
11%

EASE OF USE

FUNCTIONALITY

LOW COST

DATA SECURITY

INTEGRATION WITH OTHER SYSTEMS

DATA ANALYSIS

AUTOMATION

COMMUNICATIONS SUPPORT

GOVERNANCE

OUTSOURCING

88%

73%

67%

66%

61%

60%

52%

46%

40%

10%

What respondents look for 
in benefits technology
Sample: All respondents (132)
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Despite the speed at which new technologies are adopted in the consumer market, this does 
not appear to be reflected in the benefits technology space. Overall, respondents continue to 
favour more established forms of technology than newer developments. 

Just as in 2017, intranet sites, providers’ or consultants’ external websites and reward 
portals top the list of benefits technologies used by respondents. However, with much talk 
about newer forms of technology, including augmented or virtual reality, it will be interesting 
to see how this develops in the coming years.

Respondents do appear to be keeping pace with the speed of technological development by 
regularly overhauling their benefits technology to take advantage of this. Just over a fifth 
(21%) have done so in the past six months, while 13% have done so in the past year, and 

The benefits technology used by respondents
Sample: All respondents (131)

When respondents last overhauled their 
benefits portal to take advantage of new 
developments in technology  
Sample: All respondents (131)

between one and two years ago, respectively.
This is a marked change since we carried 

out the inaugural Benefits research 14 years 
ago. In 2004, just under a third (30%) of 
respondents said they had implemented or 
upgraded the technology they used to 
administer in the previous few years. A 
further quarter, meanwhile, said that they 
had not done so but intended to over the next 
two to three years.

INTRANET

EXTERNAL WEBSITE OWNED BY PROVIDER OR CONSULTANT

REWARD PORTAL

SMARTPHONE OR TABLET APPS

FULLY INTEGRATED PORTAL (GLOBAL) HR HUB COVERING ALL ASPECTS OF 
HR INCLUDING BENEFITS 

TEXT (SMS) MESSAGING CAPABILITY

WEARABLE FITNESS TECHNOLOGY

GAMIFICATION TECHNOLOGY

AUGMENTED OR VIRTUAL REALITY

OTHER

NONE OF THE ABOVE

70%

53%

35%

19%

8%

5%

2%

1%

1%

1%

8%

IN THE PAST SIX MONTHS

THEY DO NOT KNOW

 

 13%

28%

26%

21%

13%

IN THE PAST YEAR

BETWEEN ONE AND TWO YEARS AGO

MORE THAN TWO YEARS AGO
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Engagement
Digital communications remain the top channel used to improve employee engagement

Debbie Lovewell-Tuck | editor
Employee Benefits

ANNUAL EMPLOYEE SURVEY

THEY DO NOT MEASURE EMPLOYEE ENGAGEMENT LEVELS

PULSE STYLE RESEARCH

EMPLOYEE ENGAGEMENT PLATFORM

EMPLOYEE SURVEYS AT FREQUENCIES OTHER THAN ANNUALLY

OTHER

61%

22%

18%

13%

7%

4%

The proportion of respondents that do not measure employee engagement levels in their  
organisation has grown slightly year-on-year. Just over a fifth (22%) of this year’s respondents 
say this is the case, compared to 16% last year and 18% in 2016.

Just under half (46%) of respondents that do not currently measure employee engagement, 
however, say that they plan to begin doing so.

Measuring employee engagement levels is key to giving employers an indication of how staff 
feel about working for their organisation. This is also likely to serve as a reflection on how the 
organisation is perceived externally.

Respondents’ main barriers to improving engagement in their organisation remain consistent 
for the third consecutive year. Budget remains the top impediment, cited by 54% of respondents, 
followed by time or resourcing issues (53%) and lack of executive or management support (28%).

How respondents measure 
employee engagement levels

All respondents (114)

Among respondents that do measure 
their organisation’s employee engagement 
levels, annual employee surveys are, by far, 
the most popular method, used this year by 
61%. This is unchanged year-on-year. 

Annual surveys mean employers have a 
means of regularly checking in with their 
employee base and data, which can be 
monitored or tracked over time. This is 
vital if an employer is actively working to 
improve its employee engagement levels.

Do respondents that do not currently measure staff engagement levels plan to begin doing so?

46% 38% 17%

THEY DO THEY DO NOT KNOW THEY DO NOT

BUDGET

TIME OR RESOURCE

LACK OF EXECUTIVE OR SENIOR MANAGEMENT SUPPORT

IT IS NOT A PRIORITY ISSUE THAT NEEDS TO BE ADDRESSED

THEY DO NOT KNOW

OTHER

56%

53%

28%

17%

13%

8%

What respondents see  
as the main barriers to 
improving employee 
engagement in their 
organisation

All respondents (113)

Sample: Those respondents that do not currently measure employee engagement levels in their organisation (24)
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For the third consecutive year, digital communications remain the top channel used by respondents to improve employee engagement with 
benefits. This year, 71% of respondents use this method, up from 68% in both 2017 and 2016. 

This is followed by face-to-face communication methods, such as group seminars and benefits roadshows, which are used by 65% of 
respondents; printed communication materials, used by 46%; and personalised total reward statements, used by 33%.

Digital and face-to-face communications are both effective ways of reaching large groups of employees. This is particularly pertinent given  
the nature of today’s workforce, which, in many cases, has seen a shift away from traditional working patterns to encompass greater workforce 
mobility, geographically dispersed workforces, often including a remote workforce, varying shift patterns and a growing variety of flexible-
working patterns.

The measures respondents are taking to improve employee engagement with benefits 

Sample: All respondents (114)

71%

DIGITAL COMMUNICATIONS

FACE-TO-FACE COMMUNICATION,  
SUCH AS GROUP SEMINARS, 

BENEFITS ROADSHOWS AND SO ON

46%

33%

27%

11%

5%

65%

PRINTED COMMUNICATION 
MATERIALS

PERSONALISED TOTAL 
REWARD STATEMENTS

TECHNOLOGY

APPS

GAMIFICATION

4%

 

OTHER

9%
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Technology is transforming how benefits data is collected and utilised
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Technology, through smartphones, digitalisation and social media, is arguably  
the most significant enabler of our time. But, as we are also increasingly aware, 
through scandals such as Cambridge Analytica’s harvesting of Facebook users’ 
data, there can be a fine line between algorithms and data analytics being a  
force for good, for example, for increased personalisation and convenience,  
and the risk that how data is gathered, analysed and used becomes perceived  
as intrusive or invasive.

For benefits and reward professionals, this is very much a live debate. On the 
one hand, technology has transformed how benefits and reward strategies are 
planned, delivered and communicated in recent years. On the other, and in a 
post-General Data Protection Regulation (GDPR) landscape, the fact that data 
interrogation and analytics is of growing importance within the benefits space as 
a means of informing and directing reward strategy, means employers need to be 
cognisant of the pitfalls, as well as the opportunities of this data-driven world.

Online benefits are, of course, not new. Richard Morgan, strategic consultant at 
Aon Employee Benefits, says: “I can remember online and flexible benefits from 
back in the 1990s.”

MOBILE FUNCTIONALITY
What is changing, and increasingly coming into play, is mobile functionality being 
built into this delivery of benefits. “If we look at how we shop and interact online, 

Shaping the future 
of employee  

reward
Technology is transforming how benefits data is collected and utilised

Nic Paton |  
Freelance journalist

 • The delivery of benefits is becoming more 
mobile-optimised, with new technologies 
such as machine learning, artificial 
intelligence (AI) and blockchain waiting in 
the wings.

 • Data and data analytics is playing an 
increasingly important part in the 
personalisation of reward.

 • Communication, security and transparency 
remain key, especially amid concern and 
publicity around the ‘harvesting’ of social 
media data. 

NEED TO KNOW

we rely more and more on our mobiles and tablets; 
that is how benefits are and need to be going,” says 
Morgan. “Nowadays, [employers] can have a 
mobile-optimised version of their flex platform.

“We’re also getting more and more personalised 
content, including video content. So it might be a 
short financial education video explaining the 
benefit of, say, increasing a pension contribution.”

Ray Sieber, managing director at Zest Benefits, 

adds: “On the administration side, technology is 
making things easier and clearer, more foolproof. 
With increased automation, it is much easier to 
compare and validate systems, too. 

“Employers need to remember that, when 
they’re communicating with employees, it is like 
communicating with consumers. So, how do people 
interface, and expect to interface, with, say, 
Amazon, and how does that compare with what 
they’re offering?

“Technology is  
making things  
easier and clearer,  
more foolproof”
RAY SIEBER, ZEST BENEFITS
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“With the emergence of data analytics and 
the aggregating of data, things have really 
been moving forward fast. In the next 10 
years, we will be extending further into areas 
such as machine learning.”

PERSONALISED INCENTIVES
At present, the application of artificial 
intelligence (AI), machine learning and 
blockchain technology within reward remains 
relatively rare, says George Zarkadakis, 
digital lead at Willis Towers Watson. But the 
ability of blockchain, in particular, to create 
networks of seamless, secure transactions 
could transform the automation of payroll, 
pensions and other benefits.

“AI and machine learning have an 
important role to play as well, especially in 
the optimisation of rewards,” he says. “It is 
still early days, but we are seeing more 
vendors moving in this direction.

“Reward and benefits will become 
increasingly personalised and interactive, and 
that is a good thing. It is about using data to 
pick up signals about what a workforce needs. 
So, perhaps an employee has just got married 
or has become a parent; [the employer]  
could respond by offering particular benefits, 
and that creates a new level of engagement 
and loyalty.

“Effective, personalised communications 
are essential. [Employers] need to engage and 
communicate with employees so they 
understand the value that they are offering 
them in using their data for personalisation. 

“AI and machine 
learning have an 
important role  
to play as well,  
especially in the 
optimisation  
of rewards”
GEORGE ZARKADAKIS, WILLIS TOWERS WATSON

Northumbrian Water has 3,100 employees spread 
across the north east of England (where it trades 
as Northumbrian Water) and Essex and Suffolk 
(where it trades as Essex and Suffolk Water), 
many of whom work out in the field.

In 2016, the organisation moved to a one-
stop-shop online benefits portal, provided by 
Zest Benefits. Neil Robson, benefits, contracts 
and payroll manager at Northumbrian Waters, 
says: “The site is single sign-in, so [employees] 
don’t have to remember multiple log-in or 
password details. Once they’re in it, they are then 
directed to different sites also using single 
sign-on, for example, for the pension or our  
car scheme. 

“The majority of employees will have access 
to a laptop, iPad or smartphone, typically an 
iPhone. However, if employees in the field have 
issues we encourage them to access the portal 
through the corporate network, often simply by 

signing on when they’re at one of the offices.”
In February and March this year, the 

organisation also held a benefits roadshow at 
each of its sites. “This proved really valuable, 

because it allowed people to see with their own 
eyes what was being offered. The feedback was 
really positive,” adds Robson.

How employees’ data is stored and used is a 
key issue for the organisation. “We’re very strict 
in terms of how we collect and use data, and 
especially how we share it with partners,” 
explains Robson. “This is something we’ve been 
looking at closely during the run-up to GDPR. 
But how we use the data we’re now gathering to 
personalise and target benefits better is 
something we’re going to be looking at closely 
with Zest, especially as we’ll be rolling on to a 
new version of the platform later this year.

“How data is used is likely to become 
increasingly important. It is all about making 
benefits easier to manage and administer,  
both for staff and my small team, and making  
the communication and delivery of benefits  
more meaningful.”

Case study | Northumbrian Water

The water organisation has streamlined access to benefits with a single  
sign-in portal, making data security a key issue for the organisation

And, for transparency, empowering  
employees to opt out from allowing their  
use of their personal data, if they so wish.”

RESPONSIBLE DATA COLLECTION
Having said that, the fact is many of us in  
our personal lives have readily given over  
our data to Amazon, Facebook and the  
like in return for what they offer. So,  
handled securely and transparently, why 
should it be any different within a targeted, 
relevant benefits arena, says Gary Peace, 
corporate sales manager at The Health 
Insurance Group.

“I think this is less of an issue than people 
sometimes think,” he explains. “We all use 
things like Twitter, Facebook or Amazon. Of 
course, there are worries about how they use 

data, especially at the moment. But, as 
individuals, we are often all too happy to give 
it quite freely; it is increasingly becoming the 
norm and accepted. GDPR has simply added a 
layer of responsibility around how data is 
managed and controlled.”

And, while talk of blockchain, AI and 
machine learning can feel a bit technological 
Wild West, at the end of the day it comes 
down to a very traditional circle squaring: 
meeting employee demand and expectation.

“Everyone talks about the rise of the 
machines, but in fact I’d say this is about the 
rise of the human,” says Zarkadakis. “It is 
about humans, and the data around them, 
becoming much more valuable assets, and 
completely rethinking reward as a result.” 
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Looking  
ahead

Bonuses and family-friendly benefits will be of key interest to employers

Paula Rome |  
partner at law firm Shoosmiths

What do employers need to take stock of for 
employee benefits in the next year?

One of the continuing areas of concern for 
employers is employee retention, increasing 
productivity and reducing absence. The 
concentration on wellness and how benefits can 
be used to assist with these concerns will be on 
employers’ minds. As well as the traditional 
benefits to assist, such as employee assistance 
programmes (EAPs), private medical insurance 
and dental insurance, some employers are 
taking a more holistic approach. One of the key 
areas where employees and employers are 
concentrating is wellbeing.

We are seeing more employers considering 
benefits for employees that provide increased 
flexibility in the workplace, whether to reduce 
commuting by introducing more flexible 
working practices or moving away from 
traditional workplaces by designing work spaces that allow employees to move away 
from their workstations, if possible. In office environments, the offers of standing 
desks, break-out areas and other ways of reducing static working is regularly  
requested. Similarly, the benefits of allowing staff to take sabbatical breaks, buy 
increased holiday entitlement or have a right to request flexible work patterns are  
likely to remain popular.

As well as there being a significant focus on wellness in relation to physical and 
mental wellbeing, there is an increasing desire from employees for assistance with 
financial wellbeing. Money worries among staff are recognised as contributing towards 
stress and related absence levels, and many employees are grateful for assistance in this 
area not only in relation to traditional retirement planning scenarios, but with money 
concerns throughout their working life. A number of providers are now offering 
packages employers can provide to their employees to assist them with financial 
planning or assist with such worries.

Hot off the press is a decision that may well affect the enhancement of payments in 
the family-friendly leave area. It has been decided that payment for men taking shared 
parental leave does not have to match that of female employees on maternity leave. In 
Capita Customer Management v Ali, the Employment Appeal Tribunal (EAT) decided that a 
male employee does not suffer direct sex discrimination when his employer fails to pay 
enhanced shared parental payments at an equivalent level to that paid to a woman on 
maternity leave for the same period.

Another area of interest will be bonus payments. It will be of interest to the effect of 

reporting bonus payments under the gender pay gap. 
A number of organisations have been forced to 
disclose some uncomfortable gaps in differences, 
both in the proportion of men and women who 
receive bonus payments and in the gap between the 
amounts paid to male as opposed to female 
employees. This can, in some cases, be explained by 
where in the organisation bonus payments will be 
given and the breakdown of the areas in which 
bonus payments are given, but it will be interesting 
to see how employers deal with this differentiation.

Unhelpfully for employers, bonus is defined 
widely as a bonus received in the form of cash, 
vouchers, securities, securities options and interests 
in securities. Long-service awards with a monetary 
value, whether this is by way of cash, vouchers or 
securities, are also included but non-monetary 
awards do not fall within the bonus category. 

It will be interesting to see if there will be a move 
away from cash benefits to non-cash benefits, such 
as extra annual leave. Such non-cash benefits will be 
included as a benefit in kind and, as such, will be 
excluded from the bonus calculations
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