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GREAT NEWS Employers and Employees have 

until April 2018 to register and sign up to 

Childcare Vouchers!

The Government’s Tax Free Childcare Scheme will begin to roll 

out to parents from early 2017 and will be available to all eligible 

families by the end of the year. 

Start to save money now by signing up to Co-operative Flexible Benefits 

Childcare Voucher Scheme!

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

Childcare Vouchers so that working parents have access to our Childcare 

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

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

up now, these being:

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

couple, in addition Employers save up to £402 per employee, per year.

From April 2018 no new joiners can sign up to the existing Childcare 

Voucher scheme, therefore, if employees are not eligible for the Government 

scheme and not signed up to the current Childcare Voucher scheme, they 

will not benefit from either scheme.

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

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

0845 458 7929.

Why Choose Co-operative 

Flexible Benefits for your 

Childcare Voucher Scheme?

At Co-operative Flexible Benefits we 

understand how Childcare Vouchers add 

value to both Employers and Employees. 

As a co-operative organisation, integrity 

and honesty are at the top of our priority 

list; therefore we will always provide 

accurate and factual information to 

ensure that Employers are doing the 

right thing by their employees.

Listed below are just a few reasons 

why we believe Employers should have 

a Childcare Voucher scheme and how 

we can help maximise on the benefits 

available:

 per employee, per year

 per year

 any changes that will impact

 on the Employer Assisted Childcare   

 Voucher Scheme

 engage with your employees

 retention strategy

 loyalty

 in high quality childcare whilst   

 increasing life chances for young   

 children

  

    

1 Allow your employees to save money now

2 Allow your employees to make an informed decision on which  

 scheme is better suited to their circumstances.
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to a world of benefits
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Small and start-up organisations are very much like a 
tight-knit local community in that everyone is likely 
to know almost everything about everyone else. This 
makes it much easier to tailor benefits to ensure they 
appeal to the individuals they are offered to.

Of course, when they are starting out, such 
organisations often will not have the same resources 
and budget to invest in benefits as larger counterparts. 

In many cases, this necessitates some creative thinking in order to provide 
access to a package that is genuinely useful and appeals to the workforce, 
at a time when engagement with and loyalty to the business is vital if it is 
to achieve crucial growth and revenue objectives.

If used strategically, the resulting benefits package can contribute a 
great deal towards building a unique organisational culture and philosophy.

But, what happens as the business starts to grow? How easy is it to 
maintain the same philosophy to benefits as the workforce size and 
demographics increase? After all, what appeals to a handful of employees 
may be unlikely to have the same reach across hundreds of staff. So, what 
do reward professionals in fast-growing organisations need to consider as 
their business grows? Find out more in Blossom and grow on page 12.

Benefits’ role in aiding recruitment and retention are two of the key 
reasons behind employers’ decisions to offer perks. This has been the case 
for more than a decade as borne out by the results of Employee Benefits’ 
Benefits research. The latest of these reports, which is published with this 

issue in conjunction 
with Xerox HR Services, 
explores just what 
benefits employers are 
offering to staff, the 
issues driving benefits 
strategies, and what the 
future is likely to hold.

Of course, ensuring 
they gain value for money 
and a strong return 
on investment is the 
cornerstone of any 
reward and benefits 
strategy. Find out more 

about driving value from benefits in the Benefits strategy debate, sponsored 
by Standard Life, which is also published with this issue.

Finally, on 3 June, the cream of the benefits industry will gather at the 
Employee Benefits Awards to celebrate this year’s winners and shortlisted 
entries, network and have fun at our Summer Party. I’d like to wish all of 
our finalists the best of luck and hope to see many of you there.

Debbie Lovewell-Tuck
Editor

Follow us on Twitter
@EmployeeBenefit

Join our Linkedin group by 
searching: EmployeeBenefits

Contact the team:

Debbie Lovewell-Tuck
@DebbieLovewell

Louise Fordham
@LouiseFordhamEB

Tynan Barton
@tynanbarton

Clare Bettelley
@Clarebenefits

Katie Scott
@KatieScott_eb
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Getting physical has 
a broader impact

K a t i e  S c o t t  |  R e p o r t e r
E m p l o y e e  B e n e f i t s

Employers are recognising the wider benefits 
of incorporating staff fitness and physical 
activity into an employee wellbeing strategy.

In May 2016, Leeds Beckett University 
launched its second six-week Beckett Steps 
Challenge, with 708 campus staff taking part 
compared to last year’s 380. The challenge 
will see employees make a virtual 1,000-mile 
journey from London to Rome, tracking 
progress on an interactive map based on an 
employee’s step count from a pedometer. 
More than 100 teams of five staff members 
will make the virtual journey via Paris, 
Geneva, Turin and Pisa.

John Hamilton, head of health, safety and 
wellbeing at Leeds Beckett University, said: 
“We thought we were running a wellbeing 
challenge, but it turned out to be more of 
an engagement initiative for working in 
teams together.”

Other organisations are also taking up the 
fitness mantle, with Fox Agency seeing a 
90% take-up rate for its free group personal 
training sessions in a local park, while
Money.co.uk is covering the cost of football 
pitch and basketball court hire for staff.

Gym membership, and establishing a 
culture that enables staff to use it, as well 

as encouraging employees to make best 
use of their lunch breaks, are some of the 
other ways in which employers can facilitate 
physical activity in the workplace.

Professor Sir Cary Cooper, president of 
the Chartered Institute of Personnel and 
Development (CIPD) and 50th anniversary 
professor of organisational psychology and 
health at Alliance Manchester Business 
School, said: “The majority of people in the 
workplace are now sitting in front of their 
computers. They are not walking around the 
organisation very much, and will leave the 
office to buy a sandwich and then come 
back. What they should really be doing is 
taking a proper lunch break and walking 
some distance.

“Keeping physically active is very 
important but being psychologically active is 
also very important.”

Hamilton added: “Our evidence shows 
that if [employees] are active, it’s not just 
their physical wellbeing that benefits, but 
their mental wellbeing, their productivity and 
their happiness. So it’s not just physically 
being fitter, it has a lot of benefits alongside 
that so they feel happier and healthier about 
being at work.”

1 Uber agrees $84m settlement 
for employee status cases 
The taxi organisation offers to settle 
cases disputing whether its drivers are 

independent contractors or employees. bit.ly/1T5ygD3

2 Deutsche Bank, Facebook and Google 
among top 10 highest-paying organisations 
The 10 highest-paying organisations in the 
UK according to Glassdoor. bit.ly/27daUVB

3 Swindon Town Football Club fined 
for auto-enrolment non-compliance 
The football club has been fined 
£22,900 for not fulfilling its pensions 

auto-enrolment duties. bit.ly/1WoluW9

4 Staff given annual leave to enjoy 
Game of Thrones premiere
Employees at +rehabstudio were given half 
a day’s holiday so they could stay up late to 

watch the US episode. bit.ly/1T5ziik

5 EY launches return-to-work programme 
The EY Reconnect initiative has been 
designed to help those individuals who 
have taken a career break to re-enter 

the workplace. bit.ly/1Nql1jr

6 JLT achieves 18% engagement rate 
with car salary sacrifice scheme
Jardine Lloyd Thompson (JLT) has seen 18% 
of employees register interest in its car 

salary sacrifice scheme. bit.ly/1rFTnF9

7 75% believe employers should support 
staff health and wellbeing
Axa PPP Healthcare found that 75% of 
employers believe in supporting staff to 

manage their health. bit.ly/1T5AzWF

8 Benefex gains living wage accreditation
The employee benefits provider pays 
all 160 staff and third-party contractors 
at least the voluntary living wage rate of 

£8.25 an hour. bit.ly/1TzPLuN

9 BHS pension scheme under scrutiny 
The Work and Pensions Committee is 
investigating the Pension Protection Fund 
and how BHS’s pension liabilities may 

impact this. bit.ly/1Ylurgy

10 40% rank health insurance in top three
Willis PMI finds four in 10 respondents rank 
health insurance among their top three 
most-valued benefits, compared to 37% in 

2015. bit.ly/23KFZeP
Most read stories online between 18 April and 10 May 2016
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In April, The Pensions Regulator (TPR) 
announced that it had fined Swindon 
Town Football Company (STFC) £22,900 
for repeatedly failing to comply with its 
auto-enrolment duties.

TPR issued the football club with a 
compliance notice in August 2014 directing 
it to auto-enrol eligible staff in a pension 
scheme and contribute to this at the 
required rate, however STFC failed to do 
so by the given deadline in October 2014. 
TPR took enforcement action following 
continued compliance delays.

Sarah Parkin, pension lawyer at Linklaters, 
said: “It’s difficult because the legislation is 

very, very detailed so it’s easy to get 
tripped up. There’s a lot of legislation to 
plough through and it’s very procedural. 
I think an organisation’s systems can be 
hard to adapt to what is needed.”

For example, this could include whether 
to classify employees as job holders who 
are contracted to work in Great Britain, as 
well as keeping an eye on when employees 
turn 22, the age at which employers have 
to auto-enrol their staff.

Ferdinand Lovett, senior associate at law 
firm Sackers, said: “Staging date is everything. 
There is a chance you might be expecting 
your staging date to be one date and the 

regulations have got it 
recorded as another date. 
If you think your staging 
date is coming up, I would 
advise double checking 
with the regulator.”

Communication is also 
vital, Lovett added: “Look at 
communications; get them 
reviewed by your advisers to 
make sure you are saying the 
right things. Preparation is 
what it’s all about.”

Several cases concerning employee status have arisen in the US as drivers for two taxi platforms 
dispute their classification as independent contractors in favour of being classed as employees 
and therefore entitled to the benefits that this affords.

Lyft has proposed a revised settlement agreement for the Cotter v Lyft class action case, which 
includes more than 163,000 drivers in California. The settlement offer includes a $27 million 
(£18.7 million) payment to drivers.

Under the agreement, drivers would continue to operate as independent contractors. The 
settlement only applies to Lyft drivers based in California, but the organisation plans to make 
terms of service and product changes nationwide if the new agreement is approved.

Uber has been the subject of similar class action lawsuits, making a settlement offer in 
April relating to the O’Connor et al. v Uber Technologies case in California and Yucesoy v Uber 
Technologies in Massachusetts. 

The taxi organisation has agreed to a settlement that will pay plaintiffs $84 million 
(£58 million). Uber will also continue to classify drivers as independent contractors under 
the agreement.

The latest information on legislation and tax issues 
affecting benefits, including a football club’s failure to 
comply with auto-enrolment duties and several lawsuits 
concerning the employee status of taxi drivers in the US        

Swindon on the bench 
for auto-enrolment
K a t i e  S c o t t  |  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

Raoul Parekh
is an associate at GQ 
Employment Law

Expert advice

Much of the Brexit debate has centred on whether 
leaving the EU will allow the UK to reduce the burden 
of business regulation. But what does this mean for 
employee share schemes?

The mainstream press has been full of arguments 
about what Brexit might mean for employment law. 
Unsurprisingly, share schemes have barely got a look 
in. However, the potential impact of Brexit here is 
significant. The key change is the possible end of the EU 
Prospectus Directive for the UK. This would mean that 
UK organisations cannot rely on the exemption for 
employee share schemes to offer shares to employees 
across the EU. Instead, UK organisations would suddenly 
face the same higher regulatory hurdles as US 
organisations trying to issue shares to employees in the 
EU. Hopefully, a future UK government would prioritise 
solving this problem post-Brexit, but in the ensuing mass 
of competing priorities, nothing can be guaranteed.

Not all of the possible changes are bad news for 
benefits professionals; any wholesale repeal of EU 
employment rights such as discrimination, fixed-term 
worker protection, agency worker rules, et cetera, could 
make share plan design more straightforward. However, 
despite the loud noises of the two campaigns, the 
prospects of this happening are slim.

Any post-Brexit arrangements with the EU are likely to 
oblige the UK to comply with all or most EU employment 
law just as, for example, Norway and Switzerland are 
obliged to do. It would be very surprising if the EU gave 
the UK unfettered access to the common market without 
imposing these conditions. Further, even if the UK did 
somehow secure some concessions, it is highly unlikely 
that any future government would rush to roll back 
established protections. No mainstream political party 
will want to campaign on a promise to ‘End Paid 
Maternity Leave Now’ or ‘Make Discrimination Lawful’.

Like all things Brexit, the picture for share schemes is 
clouded with uncertainty but, unexpectedly, there is a 
real prospect of more, rather than less, regulatory 
difficulty if the out campaign succeeds.
Co-authored by Anne Croft, consultant at GQ 
Employment Law

Brexit may complicate 
share scheme design

US taxi firms offer to settle status disputes 

tax & 
legislation
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events

Event offers unparalleled 
networking opportunities Get a handle on auto-re-enrolment 

Birds Eye and Siemens 
take the floor
A key focus of Employee Benefits Live 
2016 will be how organisations can use 
employee benefits strategically to support 
key business issues and objectives.

Delegates will learn the art of managing 
packages during times of economic 
uncertainty, as well as how to be creative 
with their total reward offering to ensure 
that they attract and retain top talent.

The Strategic HR conference stream 
will also explore HR’s role in helping to 
establish corporate and brand identity. 
Tim Kensey, HR director at Birds Eye Iglo 
Group, will explain how employers can 
identify and retain their ideal employees 
and align their reward and benefits 
strategy with long-term business goals.

Elsewhere in the Technology in HR 
stream, delegates will learn how to 
develop their reward and benefits 
strategies in the digital age, as well as 
how to use technology to monitor and 
improve employee engagement.

And in a session on workplace equality 
and diversity, Wendy Jepson, HR policy 
and compliance partner at Siemens, will 
explore how employers can be more 
strategic in boosting the take-up of 
shared parental leave.

Employee Benefits Live 2016, Europe’s 
largest dedicated employee reward and 
benefits event, will taken place at Olympia 
National, London, on Tuesday 11 and 
Wednesday 12 October 2016.

Employee Benefits Live 2016 is gearing up to be the biggest 
networking event in the industry calendar.

Europe’s largest dedicated employee reward and benefits event 
offers delegates unrivalled access to the market’s leading employee 
benefits professionals and suppliers, as well as an insight into all the 
latest industry trends.

This year’s show will be held at Olympia National, London, on 
Tuesday 11 and Wednesday 12 October 2016.

Each day, delegates will be able to attend conference sessions 
from six streams covering the hottest industry topics, from 
workplace pensions and communication to benefits engagement 
and strategic HR.

Tastecard/Gourmet Society is the headline sponsor for the 
two-day event, where attendees will have the opportunity to learn 
about the latest service and product innovations. The exhibition hall 
will feature leading suppliers, including BDHL, IFS Proshare, 
Kamwell, National Car Parks (NCP) and SuperWellness.

For more information and to register your interest to attend, visit www.employeebenefitslive.co.uk

Employee Benefits Live 2016 will tackle 
pensions auto-re-enrolment as part of its 
Workplace Pensions conference stream.

Graeme Wyllie, head of pensions, UK 
and Ireland at the Royal Bank of Scotland 
(pictured left), and Jill Cunnison, head of 
reward at Capital One, will explain how 
they have overcome the challenges of 
communicating complex and often 
sensitive pension scheme changes.

The stream will also explore the lessons 
that employers can take from the previous 
auto-enrolment process; how organisations 
can prepare for the new contributions 
threshold; and explain what is involved in
the redesign of pension schemes.
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the hub

May 2016 saw 
the launch of the 
Creating longer, more 
fulfilling working lives: 
employer practice 
in five European 
countries report, 
conducted by the 

Institute for Employment Studies (IES) 
on behalf of the Chartered Institute for 
Personnel and Development (CIPD). 
This looks at how other countries are 
adjusting to lengthening lifespans and 
changing demographics, how the UK 
compares, and whether certain practices 
might be adapted to the UK landscape for 
the benefit of employers and employees.

The CIPD suggests that employers view 
the ageing workforce as an opportunity 
rather than a challenge, which can be 
facilitated by measures such as increased 
flexibility, support for those caring for 
an elderly or ill dependant, re-shaping 
attitudes towards older workers and 
retirement, line manger training and 
health and wellbeing support.

Of course, the support offered through 
some of the suggested measures would 
be welcomed by a cross-section of the 
working population, not just older 
employees. Take caring responsibilities 
for instance. According to the Employee 
Benefits/Xerox HR Services Benefits research 
2016, published in June 2016, just 8% of 
respondents include emergency eldercare 
within their employee benefits offering, 
and only 1% provide non-emergency 
eldercare support to staff. Yet Carers UK’s 
State of caring 2016 report, published in 
May 2016, found that half (49%) of 
respondents left work to care, 23% 
reduced the number of hours they work, 
and 17% took a less qualified role or 
turned down a promotion. The reasons 
for doing so include insufficient leave 

being made available at work (16%), 
inability to negotiate suitable working 
hours (18%), the high cost of care services 
(21%), and the stress of juggling working 
and caring (69%).

Caring benefits and flexible-working 
policies could play a key role here, but 
practical elements are not the only way in 
which employers could lend a helping 
hand. Providing employees with access to 
emotional, financial and physical wellbeing 
support can also help carers to manage 
their own mental and physical health. 

At the launch of the CIPD’s Creating 
longer, more fulfilling working lives report, 
an interesting question was posed by one 
audience member: why don’t we hear of 
senior business leaders juggling work and 
caring responsibilities? He pointed out 
that high-profile figures had spoken 
publicly about their experiences with 
mental ill-health, shining a spotlight on 
mental health in the workplace and 
helping to open up the conversation and 
chip away at the taboo surrounding the 
topic; could such role models achieve 
the same for working carers?

Indeed, the contribution of visible 
senior leadership to the success of 
workplace initiatives and culture change 
should not be underestimated. Helping 
to bring the conversation about caring 
responsibilities into the open could pay 
dividends for organisations and staff alike. 

Dicker joins the 
Prince’s Trust 
The Prince’s Trust 
has appointed 
Martyn Dicker as 
HR director. His 
previous roles 
include HR 
director at the 
Children’s 
Investment 
Fund Foundation, 
and director of 
HR at Fairtrade 
Foundation. 
Dicker is also 
a member 
of the Engage 
for Success 
Taskforce.

Reward Gateway 
appoints Hicks 
Robert Hicks, 
previously head 
of HR (interim) at 
Reward Gateway, 
has been 
appointed group 
HR director on a 
permanent basis.
He will oversee 
communications, 
learning and 
development and 
HR operations.
His previous 
experience 
includes HR 
director at 
Exponential-e.

Galvin is at 
Glassdoor 
Carmel Galvin has 
joined Glassdoor 
as chief human 
resources officer.
Galvin has some 25 
years’ experience 
in international HR, 
including positions 
at Deloitte and 
Advent Software.
In her new role, 
Galvin will be 
responsible for 
developing the 
organisation’s 
people strategy 
and associated 
infrastructure.

McCahill moves 
to BGL Group 
Toria McCahill 
has joined BGL 
Group as group 
reward director.
McCahill was 
previously head 
of reward at 
Dentsu Aegis 
Network UK. 
Her experience 
spans a number 
of industries 
and global 
reward roles, 
including 
positions at 
Dixons Carphone 
and Samsung.

Tarmac appoints 
Spargo 
Building materials 
and construction 
organisation 
Tarmac has 
appointed Peter 
Spargo senior HR 
manager. He is 
the lead contact for 
the group’s central 
and Wales regional 
HR team. His 
previous roles 
include HR 
manager at Hope 
Construction 
Materials and 
senior HR adviser 
at GKN Aerospace.

Tagg joins up 
with Breedon 
Steve Tagg has 
been appointed 
HR director 
at Breedon 
Aggregates. 
He will be 
overseeing 
group safety 
and will join 
Breedon’s 
executive 
committee. 
Tagg joins 
from Aggregate 
Industries, where 
he spent 21 years 
in a variety of 
senior HR roles.

Ageing workforce puts employee caring 
responsibilities firmly in the spotlight

People moves

The hub...
      Louise’s lowdown

            @employeebenefit

            search EmployeeBenefits

Social media
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The month in numbers
Katie Scott rounds up some 

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

42% 
of respondents in the UK believe 
flexible working is the most 
important benefit for supporting 
an older workforce (Source: 
Canada Life Group Insurance) 
bit.ly/1STl7Nm

34% 
of UK employee respondents do not 
feel inspired by their organisation to 
perform their best at work (Source: 
Chartered Institute of Personnel and 
Development and Halogen Software) 
bit.ly/21EuCps

£1.4bn 
worth of claims were 
paid out by the UK 
group risk industry in 
2015 (Source: Group 
Risk Development) 
bit.ly/1WOa24U

80% 
of employer respondents 
believe it is important to 
offer employees a wide 
range of benefit choices 
(Source: Grass Roots 
Employee Solutions) 
bit.ly/1VQfdCE

38% 
expect to consider introducing 
the lifetime individual savings 
account (Lisa) into their 
employee remuneration scheme 
in the future (Source: Sackers) 
bit.ly/1T3A8MM
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Sir Cary Cooper 50th anniversary 
professor of organisational psychology 
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big 
question

How can reward improve 
job satisfaction?

This month’s big ques  on...

There are several 
ways in which 
employers can use 
a reward-orientated 
strategy to improve 
job satisfaction. For 
many employees, 
job satisfaction is 
about having more 

autonomy, feeling engaged in the decision-
making process, having flexible-working 
arrangements and flexible holidays.

Many of these drivers are linked to the 
management style of the line manager. 
People need to feel valued, trusted and 
listened to. As Lao Tzu of Taoism once 
wrote about leaders: “A leader is best when 
people barely know he exists. When his 
work is done, his aim fulfilled, people will 
say ‘we did it ourselves’.”

From a practical employee reward point 
of view, I would suggest the following. First, 
managers must manage people by praise 
and recognition rather than fault-finding. 
Rewarding achievement can be done 
monetarily but also psychologically.

The second relates to flexible working. 
The average family in the UK has two 
earners, which involves juggling family 
life with work demands. Providing flexible 
working arrangements that suit people’s 
lifestyle is a highly valued benefit and needs 
to be part of the DNA of the organisation 
so that people feel it will not adversely 
affect their career prospects.

Third is the issue of trust. Offering 
unlimited holidays is one way to make 
employees feel trusted. This arrangement 
allows employees, in consultation with their 
employer, to take holidays when they need 
them instead of being constrained by a set 
number of holiday days. Businesses such 
as Virgin Airways and Zoopla are seeing 
the benefit of this without the downsides 
of abuse, thus creating an environment of 
trust, where the individual balances their 
needs with delivering their objectives.

As Freud once wrote, “choose a job that 
you like, and you will not have to work a 
day in your life”.

When an employee 
receives recognition 
and reward for their 
hard work they are 
more satisfied and 
engaged with their 
role, and have more 
positive attitudes 
towards the 

workplace. Reward can come in all shapes 
and sizes, from financial incentives such as 
bonuses, to non-monetary reward such as 
further training or extra days off.

Everyone has different motivations and 
therefore it is important to provide varied 
rewards to offer every employee something 
that gives them good job satisfaction. 
The key is to find out what motivates 
people; younger employees are likely to be 
incentivised by different rewards than older 
generations. Some may value monetary 
rewards or those based on personal 
development, whereas staff members 
with families may prefer flexible-working 
opportunities so they can plan work around 
childcare arrangements.

The most effective outcome of a reward 
strategy will come from allowing employees 
to take individual responsibility for the 
reward they can earn, rather than offering 
a global organisation-wide bonus, which 
some might find distant or hard to relate to.

To create a mixture of reward 
opportunities, there is a range of incentives 
that can be offered depending on the 
business and its workforce. Bonuses could 
be awarded to those hitting their targets 
or providing excellent customer service. 
Alternatively, incentives could focus 
on personal development or wellbeing, 
including subsidised activities outside of 
work, such as a beauty treatment of their 
choice instead of a shopping voucher.

Or it could be that staff members are 
given the opportunity to work from home 
or claim back overtime in return for extra 
days off. Flexible-working opportunities 
hold a lot of value, with more and more 
employees aiming for a healthy balance 
between their work and home life.

With the Chartered 
Institute of 
Personnel and 
Development (CIPD) 
reporting the lowest 
job satisfaction for 
more than two years 
in its Spring 2016 
employee outlook: 

employee views on working life report, 
published in May, it is worth focusing 
on the impact of reward. 

We know the employee deal is so much 
more than pay. But pay consistently pops 
up as a key driver of engagement for a 
reason. It is not about the amount, it is 
because pay is all about trust.

When we join an organisation pay is 
often a negotiation. Both employer and 
employee have a say. But over the course 
of an employment relationship, pay is no 
longer a two-way conversation; it becomes 
something employers do to employees. So 
they have to trust their employer to be fair 
to them, year after year, for the duration of 
their employment.

Why is this so hard? It is because ‘fair 
pay’ is subjective and varies from person 
to person, and from organisation to 
organisation. The trick is to spell out exactly 
what fair pay ‘means around here’. If you 
draw a triangle and label the three points: 
market rate, internal consistency and 
performance, can you place an X to show 
your pay stance? These three principles 
affect pay in different ways and establishing 
their relative importance is fundamental.

Being crystal clear on fair pay will help 
employees understand your reward strategy 
and sets the principles for robust pay 
structures. From this, honest conversations 
about how pay decisions are made can 
emerge. With three-quarters of employees 
linking pay transparency to job satisfaction, 
according to Glassdoor’s Global salary 
transparency survey, published in April 
2016, it is certainly worth the effort.

It is not easy to get this right, but your 
employees are trusting you do to this. 
And it matters to them. A lot.

     do you agree?

Join the discussion by searching for the 
EmployeeBenefi ts group on:
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   and grow
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Expanding organisations 
must evaluate how to 

evolve benefits provision  

L o u i s e  F a r r a n d  | 
F r e e l a n c e  j o u r n a l i s t

cover story 

Need to know

•  When an organisation grows quickly, 
preserving the culture and benefits offering 
can pose a challenge.

•  Asking employees what they want can help 
organisations to develop their benefits package 
to support their continued growth.

•  Employers can consider ways to upscale the 
more informal benefits staff receive when 
they are part of a small organisation.

@ Read also

How to develop a benefits strategy 
post merger or acquisition
bit.ly/1RWWUpu
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Why do organisations get started? A lightbulb 
moment. A frustration with faceless corporate 
bureaucracy. A desire for a sense of true ownership, 
and the accompanying rewards. 

At first, the start-up feels like liberation. Late 
nights brainstorming over pizza. Everyone’s opinion 
matters, because there is only a handful of people. 
The start-up grows, thrives.

Out of necessity, more staff are hired. What was 
five people around a desk turns into 10, 30, 100. 
Before its founders know it, they have gone full 
circle. They have become the corporate culture 
that they originally innovated in order to better.

Chris Charman, principal in consultancy Mercer’s 
talent business, says: “The thing that drives 
everyone nuts is faceless corporate bureaucracy. 
If I have learnt anything after 20 years of advising 
businesses, it is that the vast majority of large 
organisations are keen to create the 
entrepreneurial, shared-ownership culture.”

In order to keep staff engaged, fast-growing 
organisations need to work out how to avoid 
becoming victims of their own success. How can 
they preserve the unique culture and purpose that 
set them apart in the first place, and how can they 
upscale their benefits offerings to ensure 
employees remain engaged? 

K e e p  b e n e f i t s  u n d e r  r e v i e w
As an organisation grows, its reward package will 
need to adapt too. What was affordable for a 
handful of staff may be less so once an organisation 
reaches a larger size. Equally, as a business grows, it 
will need to ensure employees are treated fairly and 
consistently, whenever they joined the organisation.

The important thing is to review an approach 
regularly, adjust it accordingly and then ensure that 
staff appreciate what is on offer, says Aliya 
Vigor-Robertson, founding partner at JourneyHR, 
an HR consultancy that works with a range of 

predominantly founder-owned agencies and 
start-ups within creative industries.

“We ran an assessment with [an organisation 
that] has lots of lovely things, [including] private 
medical, death in service, [but] hardly anyone had 
sent in their death-in-service next of kin. The 
response rate was around 28%, and private medical 

was under 50%,” says Vigor-Robertson. “The reason 
why was, first of all, the administration involved, 
and also the lack of clear communication. Some 
people thought they had to pay for those benefits 
out of their salary. It really does show that 
communication is critical.” 

John Hayes, a principal at Constantine Law, adds: 
“[Employers] have to define and understand the 
needs of the employees concerned. Different things 
will motivate different people. 

“If you are a sales employee, you will be 
motivated by an attractive commission package. 
If you are not involved in sales, you may be more 
attracted to lifestyle benefits.”

In addition, there are ways to upscale the more 
informal benefits staff receive when they are part of 
a small organisation. That impromptu yet regular 
pizza outing could morph into a subsidised on-site 
restaurant or bar as the business grows, to foster a 
communal, informal culture.

As an organisation increases in size, it should 

“ WHAT WAS 
AFFORDABLE FOR 
A HANDFUL OF 
STAFF MAY BE 
LESS SO ONCE AN 
ORGANISATION 
GROWS”
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Curzon PR develops benefits offering based on employee feedback

Farzana Baduel, managing director at Curzon PR, 
has always been entrepreneurial. She founded 
her PR firm, Curzon, in 2009, in part because 
with a one-year-old child, she wanted the 
flexibility to balance work with family.

Baduel’s business grew slowly for the first 
two to three years. She had previously worked 
in politics for the Conservative Party, and 
building contacts in the PR world took time. 
Today, she works with a host of governments 
worldwide. Curzon has offices in London, New 
York, Dubai and is opening in Delhi. It employs 
15 people in London, three in New York, six in 
Dubai, and plans to hire 15 in Delhi.

She realised in the early days that retaining 
good staff was a key challenge. “My biggest 
weakness is HR and that shows in my staff 
turnover,” she says. “In the early years I really 
suffered because I couldn’t afford experienced 
staff. I became like a training machine. All I did 

was train people and after a year they would go 
and find another job in a bigger agency.”

To solve the problem, Baduel had to think 
creatively about benefits. She asked staff what 
benefits they would value. The answers were 
training opportunities, greater flexibility, gym 
membership, and more money.

To address the first point, Baduel tapped into 
her network. “I looked at all the courses and 
they cost a lot of money.”

Instead, she invites a guest speaker to address 
the agency every few weeks over dinner.

Baduel also alighted on an innovative idea 
that would give staff the opportunity to develop 
their writing skills. She is launching a magazine 
owned by the agency. “This gives staff the 
opportunity to write for a magazine but also 
when you write for a credible magazine, you are 
invited to top restaurants, bars and so on. It 
gives you access to a lifestyle,” she says. 

Baduel is arranging a corporate gym 
membership and has brought in flexible hours. 
Senior members can work one day a week from 
home. She introduced an annual bonus, 
structured to encourage staff to stay loyal over 
the course of the year, and is considering 
introducing monthly targets. “It’s a question of 
finding out what the team want, as opposed to 
assuming what they want,” she says.

Case study | Curzon

consider what makes its culture different to anyone 
else’s, and bring in benefits to reflect that. Patrick 
Heath-Lay, chief executive officer at financial 
services firm B&CE, says: “It’s the little things that 
are often missed; we have an ice cream van turn up 
on a summer’s day, we offer massages, we have a 
small gym with a personal trainer, a subsidised 
restaurant, nutrition advice. There are little things 
we do that not everyone else does.”

N o t  e v e r y t h i n g  c a n  b e  p r e s e r v e d
But the development and growth of an organisation 
may prevent it from being able to offer the same 
benefits package to staff as it did in the early days 
of operations.

“It’s best to recognise this early,” says Charman. 
“At some point, people are going to stop joining 
because it’s going to be a fantastic ride and an 
awesome experience, and they are going to be 
asking about market-competitive benefits packages. 
It’s a much less groovy conversation.”

Organisations should be realistic and unafraid 
of bringing on different talent as they need it, 
adds Charman. “Organisations grow up and 

“ ORGANISATIONS 
GROW UP AND 
WANT TO 
MAKE THE 
ADOLESCENCE 
AS SHORT AS 
POSSIBLE”
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[employers] want to make the adolescence as 
short as possible,” he explains.

Information from exit interviews can be 
used to benchmark benefits packages, says 
Vigor-Robertson. “Find out what other benefits 
packages are, that’s an opportunity for competitor 
analysis, and see where you are benchmarked 
against them,” she adds.

A d a p t i n g  t o  g r o w t h 
With their 360-degree view of the employment 
market, recruitment consultants can also often help 
reward professionals to benchmark their benefits, 
says Vigor-Robertson.

Employers may struggle to preserve some of the 
generous benefits they offered when they were 
smaller. B&CE’s Heath-Lay says: “We had to 
re-evaluate some of our benefits. We had an open 
defined benefit pension scheme when we started, 
but auto-enrolling people ourselves, we had to 
unfortunately close that scheme to new members 
and effectively adopt The People’s Pension going 
forward. It was a difficult decision to change that 
but it was the right one.”

B&CE’s solution was to compromise with 
a generous defined contribution scheme. “If 
[employees] contribute up to 7%, the organisation 
will double match that with 14%, so [they] get 21% 
in total,” says Heath-Lay.
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Viewpoint
If staff do not feel they are developing, whatever 

benefits the organisation offers will not persuade 
them to stay, says Hayes.

“I tend to deal with exit consequences when 
organisations don’t get this right,” he adds. “It’s not 
all about pay. Increasingly, you need to give people 
a sense of ownership in what they’re doing that 
goes above and beyond pay. That’s about 
interesting work and a sense of career progression.”

Farzana Baduel, managing director of Curzon PR, 
asked her staff this question. The results surprised 
her and helped her to formulate an imaginative and 
compelling benefits package (see case study left). 

S h a r i n g  a  s t a k e  i n  t h e  b u s i n e s s
Offering equity to founding members of staff is the 
ultimate compliment, and it will keep them 
motivated, says Constantine Law’s Hayes. “The 
best [benefit] I’ve seen is share equity ownership. 
That’s the most motivating tool because 
[organisations] are seeking to define an equity 
upside in the future, contingent on staff 
engagement today. If [staff] work hard now and 
the organisation is sold later, they will see 
significant upside, and it’s also advantageous to 
employees from a tax point of view.”

There may be challenges involved, but reviewing 
benefits and listening to employee feedback can 
help preserve organisational culture and employee 
engagement levels while supporting business 
growth at the same time

Clare Kelliher is professor of 
work and organisation at 
Cranfield School of 
Management

How an employer chooses 
to reward its employees 
sends out messages, both 

explicit and implicit, about their values and 
what is considered important. A well-
designed reward strategy can act as an 
important driver for performance and 
employee engagement. However, the 
approach adopted needs to fit with the 
context of the organisation and the 
environment in which it operates.

How employees value the benefits 
offered is a subjective judgement and 
what is highly valued by one employee 
may not be valued by another. As the 
diversity of the workforce increases, it is 
important to recognise this and to design 
a reward package that will appeal to a 
wide range of employees.

Likewise, as organisations change it is 
important to recognise that employees 
may expect a different reward package 
from different types of employer. It is 
especially important to take account of 
this as organisations grow. The informality 
and flexibility that may be offered by small 
employers is often valued by employees 
and may be seen as compensation for 
less competitive levels of pay and fewer 
benefits offered.

Employees who have been involved in a 
small business from its early stages may feel 
they have a high sense of involvement and a 
closeness to the business leaders, which is 
often highly valued. Sometimes small 
organisations offer ‘quirky’ benefits that 
reflect the personality or values of the 
owner. However, as an organisation grows, 
employees, especially new recruits, may 
have expectations of more competitive pay 
levels and a range of benefits offered by 
larger, progressive employers. Therefore, at 
this point, there is a need to review the 
reward package offered to remain 
competitive in the marketplace and to 
ensure it drives the desired behaviour.
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Make hay while 
the sun shines

Summertime offers a good opportunity to 
engage employees with healthy options

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

While the effects can be severe, it is a simple issue to address, 
says Beate O’Neil, head of wellness consulting at Punter 
Southall Health and Protection. “[Employers can] provide water 
but also highlight the importance of being properly hydrated,” 
she says. “[They] might even want to extend [the] campaign to 
alcohol consumption, explaining the implications of drinking 
too much and highlighting the drink-drive limits.”

Summer can also be a good time to promote healthy 
lifestyles, especially with the weather improving. “People 
are much more inclined to go outside when the sun’s shining 
so [employers can] encourage them to go out for a walk at 
lunchtime or to have outdoor or walking meetings,” says 
O’Neil. “[They] can also promote diet and nutrition, helping 
employees to eat healthily and lose weight.”

While it is possible to put together their own walking 
campaign, employers can also hook into a packaged 
programme. For example, Westfield Health runs a Walking 
Lunch initiative. Fiona Lowe, head of HR at Westfield 

Warmer weather, longer days and holidays can make the summer months special for many 
employees. But, with the season also bringing its own health issues, it is worth running a 
summer health campaign to keep employees fit and well.

As well as being a good hook to engage employees with their health, it can also pay 
dividends for employers. Carol Porter, head of 
commercial at The Health Insurance Group, 
says: “Summer health problems such as hay 
fever, dehydration and even skin cancer can 
have a major effect on productivity. So, 
although it’s not strictly an employer’s 
responsibility to raise awareness of these issues, 
it can make a big difference to the workplace.”

One of the most popular campaigns, 
especially where employees are working 
outdoors, is skin cancer awareness. There is 
plenty of support available from charities such 
as Cancer Research and the British Association 
of Dermatologists, says Porter. “An employer 
could provide advice on sun protection and 
how to check for skin cancer, perhaps even 
bringing in a screening service to do this,” she explains.

For example, Check4Cancer offers a service where a nurse 
explains what to look for and checks any suspicious moles, as 
well as a more personalised service where employees receive a 
thorough assessment with a follow-up report. Troels Jordansen, 
managing director at Check4Cancer, says: “Around 8% of 
the people we see are referred for further investigation. 
Educating employees about the steps they can take to protect 
themselves is a good way to prevent them getting this cancer.”

S u m m e r  a i l m e n t s
Summer health campaigns can also focus on common 
conditions. Although most of us will be desperate to get out 
and enjoy the sun safely, hay-fever sufferers can dread the 
arrival of the summer months. Dr Umang Patel, clinical director 
at Babylon Health, says: “We track the pollen count through 
the summer and can report back to employers if we see 
an increase in the number of calls about allergies. Raising 
awareness of when the pollen count will be high and the 
steps employees can [take] to alleviate their symptoms 
can be helpful.”

Another common summer complaint is dehydration, causing 
headaches and affecting concentration and performance. 
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•  Employers can promote sun safety and help 
employees hydrate; dehydration can cause 
headaches, dizziness and affect performance.

•  Employers can take advantage of the good 
weather to encourage employees to get 
active outdoors.

•  They can also flag up country-specific advice 
and GP helplines to help employees stay 
healthy while they are on holiday.

How to incorporate fitness into the workplace
bit.ly/24X6112

Need to know

Read also@

health and 
wellbeing
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“ EMPLOYERS CAN 
ENCOURAGE 
PEOPLE TO 
HAVE OUTDOOR 
OR WALKING 
MEETINGS”
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Nina Goad is head of communications 
at the British Association of 
Dermatologists

Skin cancer is the most common 
form of cancer in the UK. Each year 
there are 250,000 new cases of 
non-melanoma skin cancer and 13,000 

new cases of melanoma skin cancer within the UK, and 
these statistics are rising.

UV radiation, as found in sunlight and sunbeds, is a 
well-known cause of skin cancer. Figures from the 
Institution of Occupational Safety and Health (IOSH) 
show that, of the UK skin cancers mentioned above, 
1,740 are linked to uncontrolled sun exposure at work. 
Five outdoor workers a day get skin cancer in the UK, 
and 60 workers in the UK die from skin cancer each 
year. And indoor workers can be the worst culprits for 
sunburn spending their lunch hour outside with no 
shade during the hottest part of the day.

A 2014 study by the British Association of 
Dermatologists (Bad) found that 95% of Brits knew 
that skin cancer rates in the UK were rising and 84% 
were worried about skin cancer in the UK climate. In 
spite of this, 72% had been burnt in the last 12 months 
and 77% did not feel confident in recognising the signs 
of skin cancer.

Facilitating behavioural change is a key tool for 
employers to alleviate the risk that their employees 
face from UV radiation. While most people are aware 
of the risks of UV-induced cancer they simply do not 
take the precautions necessary to protect themselves. 
Another Bad survey, published in May 2016, found that 
80% of Brits do not apply sunscreen properly and that 
35% would only seek shade if it was hot, as opposed to 
avoid burning.

Providing employees with sun awareness education 
is the first basic step in preventing excessive UV 
exposure. Providing employees with shaded outdoor 
areas and communal sunscreen with an SPF of at least 
30 would further assist in reducing risk. There is also
a free mobile app available (UV&ME) designed to 
encourage behavioural change by monitoring UV levels.

Health, explains: “We’re encouraging employees to reclaim their lunch break by getting out and 
walking for 20 minutes. Although our challenge runs in May, the summer months are ideal for 
this sort of initiative. We ran a campaign last year and participants said they felt happier, less 
stressed and more sociable.”

H e a l t h  o n  h o l i d a y
It is also worth focusing on employees health while they are on holiday, even if they may be 
thousands of miles away. Medical insurers can provide country-specific health information 
and details of any vaccinations required for this can be obtained from the Foreign Office.

GP helplines can be useful for holidays too. Patel explains: “People do get unwell on holiday 
or bring nasty things back with them. If they have any concerns, at home or away, they can call 
our service and get advice from one of our doctors.”

After all, providing this type of support while staff are away can help to ensure employees 
return to work healthy, refreshed and ready for work

A-one+ seeks to build awareness of sun protection 

Integrated highways service and solutions provider A-one+ employs more than 1,000 
people carrying out maintenance, incident response and engineering projects on behalf 
of Highways England. With so many of its employees working outdoors, it launched a 
summer health campaign in 2015. Emma Hughes, network intelligence technician and 
lead health advocate at A-one+, says: “We wanted to raise awareness of skin cancer 
and help our employees stay safe in the sun. We often think that because we’re in the 
UK the risks are low but even on a cloudy day, the UV rays can still cause damage.”

To raise awareness it provided all its employees with water bottles to help them stay 
hydrated, and beads that change colour when they detect an increase in damaging UV 
light. It also ran skin cancer awareness sessions. 

On top of this, it also drew employees’ attention to the sun-protection lotion 
dispensers in all of its depots and welfare vans so they could guard against sun damage. 
“We had a great 
response,” says Hughes. 
“Everyone’s got really 
involved with the 
campaign and it’s led to 
some significant changes 
in behaviour. Given that 
more than 80% of our 
employees are male, it’s 
brilliant that they put 
sun cream on and let me 
know when dispensers 
need changing.”
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ViewpointCase study | A-one+

health and 
wellbeing
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Fit for
purpose

Know your workforce and their 
healthcare benefits requirements
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insight

S u p p l i e d  b y

what works for a fi  y-year-old execu  ve is unlikely 
to fulfi l the needs of a millennial star  ng out in
their career.

The evolu  on of the healthcare market is 
impossible to ignore. The needs of today’s 
workforce and the very way that we work have 
radically changed. Wellness in the workplace is 
now fi rmly on the agenda and employees are 
demanding more from their benefi ts packages 
than ever before. Employers that want to stay 
ahead of the game and a  ract and retain the best 
people need to ensure that their benefi ts are fi t 
for purpose. Understand employees and build a 
benefi ts package that is right for them ■

When was the last time your organisation properly 
reviewed employee healthcare benefits?

In the last few years, much of employers’ 
a  en  on around their employee benefi ts has been 
focused on pensions. Auto-enrolment and more 
recently, April 2015’s pension freedoms, have seen 
organisa  ons direc  ng their energy and budgets 
to delivering eff ec  ve re  rement solu  ons to staff . 
But as the dust se  les on the pensions revolu  on, 
increasing numbers of HR teams are now taking 
the opportunity to examine how they evolve and 
improve the healthcare benefi ts they off er to staff .

T h e  f o u r  m a i n  a r e a s
Employers are currently looking into four main 
areas. The fi rst of these is wellness: our latest 
research the Punter Southall Health and Protec  on 
and Reba Employee wellness survey 2016, published 
in March 2016, revealed that 30% of employers 
plan to implement an employee wellness strategy in 
2016 and a further 34% plan to do so in the next 
few years. This could range from group exercise 
challenges, to mindfulness programmes to health 
screening. Building an evidence-based, bespoke 
wellness plan can now be achieved for a very 
reasonable budget, with the average annual spend 
on wellness standing at £26-£50 per employee. For 
many organisa  ons, wellness is an aff ordable and 
important part of their overall strategy.

The second is private medical insurance. As 
a result of changes to insurance premium tax 
(IPT), increasing numbers of employers are now 
considering how they can provide private medical 
insurance in a more tax-effi  cient manner. Whether 
that is using a master trust or healthcare trust, it is 
essen  al to consider the op  ons available.

Third is income protec  on. Reduc  ons in state 

sickness benefi ts mean that income protec  on is 
becoming an even more valuable employee benefi t. 
However many employers need to modernise plans 
where they can off er ‘pay direct’ facili  es. Some 
income protec  on policies are also being adapted 
to include wellness features, with a focus on 
keeping staff  fi t and healthy in the fi rst place and 
limi  ng the number of claims.

Finally, employers are looking at voluntary 
benefi ts. Employers can nego  ate far be  er 
rates for voluntary health and wellness benefi ts 
than employees can in isola  on. Off ering a range 
of voluntary benefi ts, such as bikes-for-work 
schemes and discounted gym membership, can be 
appreciated by all employees.

My fi rst ques  on for employers is always ‘Are 
you confi dent that you are providing the right 
benefi ts to the right people in your business?’. It 
might sound obvious, but the reality is that one size 
fi ts all is rarely the right approach. It is important 
to understand the make-up of the workforce and 
assess their individual benefi t needs. For example, 

“ IT IS IMPORTANT 
TO UNDERSTAND 
THE MAKE UP OF 
THE WORKFORCE 
AND ASSESS
THEIR INDIVIDUAL 
BENEFIT NEEDS”
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Moving in the 
right direction

Key matters to consider when deciding the best 
route for a pension default investment fund

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

competitive forces at work, you would expect half of what you 
spend to go on the product. This is the case with active funds, 
but with passive funds, only 15-20% is spent on the product 
manufacture; the rest goes on marketing and distribution.”

The argument against active investment management is that 
many studies have shown that active managers, on the whole, 
fail to outperform the benchmark. But defined benefit (DB) 
pension funds are stuffed with active managers and there is an 
inconsistency if one set of trustees runs both types of scheme. 
Arguably, it is the trustees’ fiduciary duty to provide active 
management if they think it can achieve better returns.

Rona Train, partner and senior investment consultant at 
Hymans Robertson, says: “An important question is what level 
of volatility the [employer] wants to see. We might use a DGF 
with an absolute return focus to protect against the downside. 
We often blend a DGF with a passive fund to bring down 
costs. It might be 50/50, or 60/40 in favour of passive.”

Normally, a projected pot analysis will reveal which of the 
three new routes available at retirement most employees will 
take: cash, annuity purchase or drawdown. Typically, three 
different lifestyle funds are used to target each of these routes, 
and at this juncture in defined contribution (DC) pension 
provision, with pots still small, normally the default fund will 
be targeted at cash, so it would be based on a lower level of 
volatility to avoid big losses just before retirement.

White-labelling funds allows the employer to switch 
underlying managers with minimum fuss if needs be. Jon 
Sweeney, investment specialist at Prudential Portfolio 
Management Group, suggests a combination of passive 
and active under a strong asset allocation and governance 
framework. As DC scheme members take on all the investment 
risk themselves, they may not want to take on much.

“DGFs are a way to smooth the journey,” says Sweeney. 
“People, especially younger members, are more likely to give 
up paying into their pension if they have seen a big drop.”

However, very young workforces may be better suited to 
passive funds or solutions heavily weighted to equities, to 
capitalise on as much growth and compounding over the 
years as possible, he adds

When structuring an appropriate default investment fund for a workplace pension scheme, 
there are three main components to consider: the quality of the investment strategy, the 
suitability of the solution for the scheme’s membership profile, and ongoing governance.

The big trend in recent years has been greater use of diversified growth funds (DGFs), which 
might be defined as active multi-asset funds that are quite tactical. Theoretically, these should 
be an attractive option for all types of employee because, while they are targeted at growth, 
they are diversified across a range of asset classes, and in the event of a crash, if one asset 
falls, then another should rise. For example, when equities fall, bonds typically rise.

The main alternative is passive funds, which simply track a market, up or down, usually 
the MSCI World index, possibly with a currency hedge. Big employers can negotiate fees for 
passive solutions of as little as 30 basis points, which makes them far cheaper than DGFs.

David Hutchins, lead portfolio manager, multi-asset solutions Europe, Middle East and Africa 
at Alliance Bernstein, says: “In practice, the vast majority of default arrangements are passive 
funds. Employers are just buying the cheapest. But passive funds are poor value for money. With 
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•  Deciding on a default fund strategy depends 
on the quality of the investment strategy, the 
suitability for staff, and ongoing governance.

•  Active funds are targeted at growth and are 
diversified across a range of asset classes, while 
passive funds track a market and are considered 
a cheaper option.

•  Employees’ expected choices at retirement can 
help to determine which fund route will be the 
most appropriate.

How can technology be used in 
workplace pension schemes?
bit.ly/1smwZ3G

Need to know

Read also@

pensions
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Alarm bells 
start to ring

The Pensions Regulator should consider 
British Home Stores’ demise a wake-up call

C l a r e  B e t t e l l e y  |  A s s o c i a t e  e d i t o r
E m p l o y e e  B e n e f i t s 
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•  The Pension Protection Fund caps 
its compensation.

•  Up to 600 UK pension schemes will never 
pay full benefits.

•  A pension scheme must not adversely impact 
an employer’s sustainable growth.

FTSE 350 defined benefit pension deficit
hits £92bn 
bit.ly/1OnkOZg

Need to know

Read also@

sharper
focus

pension scheme not to be transferred into the PPF should 
their employer become insolvent.

“TPR should acknowledge the impact of poor asset 
performance, zero interest rates and the increase in life 
expectancy on employers’ ability to manage their scheme 
deficits,” says Blake.

“[TPR] needs to be more proactive in dealing with the
issue, [but it] is saying that everything is fine, and that this
new responsibility for trustees, called the sustainable
growth objective, will give schemes long enough to fill their 
[pension] deficit”.

TPR’s sustainable growth objective was introduced in the 
Pensions Act 2014 and requires trustees to minimise any 
adverse impact that a pension scheme may have on the 
sustainable growth of a scheme sponsor.

‘ S t r e s s e d ’  p e n s i o n  s c h e m e s
Blake’s call for action follows a report he co-authored with
Dr Debbie Harrison, visiting professor at the Pensions Institute, 
Cass Business School, The greatest good for the greatest number: 
an examination of early intervention strategies for trustees and 
sponsoring employers of ‘stressed’ defined benefit schemes, 
published in December 2015. In this he reveals that up to 
1,000 DB pension schemes are ‘stressed’ and unlikely to pay 
member pensions in full.

Of these, the report suggests that the businesses of 
employer sponsors of about 400 schemes might be viable, 
but that they will not survive if the scheme deficit remains
on the corporate balance sheet. Up to 600 schemes will
never pay full benefits, according to the report.

Blake says: “The regulator has the data and knows [which 
employers are] in the 400 listed [schemes] that have some 
chance of surviving. The issue is whether or not it is prepared 
to take off its rose-tinted spectacles and realise that this is [a] 
very serious [issue].”

He believes an effort between TPR, the PPF and scheme 
sponsors and trustees is required to create a recovery plan for 
struggling employers. But employers and pension scheme 
trustees need to highlight the issue with TPR to help drive it.

“Everyone wants to keep [the seriousness of the issue] a 
secret. The trustees don’t want to frighten the [scheme] 
members and the regulator doesn’t want to frighten everyone 
else. But the point is that [the situation is] going to get worse,” 
says Blake

The Pensions Regulator (TPR) is under renewed pressure to support employers with large 
pension scheme deficits following the collapse of British Home Stores (BHS) in April.

The retail giant went into administration with a £571 million defined benefit (DB) scheme 
deficit, which the scheme’s trustees were hoping to transfer into The Pension Protection Fund 
(PPF) at the time Employee Benefits went to press in May.

David Blake, professor of pension economics at Cass Business School, City University, and 
director of the Pensions Institute, says that the 23 years that the BHS independent board of 
pension trustees gave itself to pay down the deficit as part of a recovery plan devised in 2012 
was far too long.

The TPR claims to provide support and guidance to trustees, administrators and employers,
so they can reach the best outcome for pension scheme members in the circumstances, ranging 
from written guidance to engaging with individual schemes.

But Blake believes that targeted early intervention by the TPR would help trustee boards and 
employers with hefty pension scheme deficits better manage their liabilities and help maximise
the outcome for scheme members in the event that an employer becomes insolvent.

The PPF caps the level of compensation it pays out to pension scheme members who have not 
yet retired, based on an age-related sliding scale, hence it is in these members’ interests for their 
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Assessing the 
state of play

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

What’s the lie of the land in the world 
of workplace pension schemes?
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i n  a s s o c i a t i o n  w i t h

In May, the Pensions Policy Institute (PPI) 
published its report Value for money in defined 
contribution (DC) workplace pensions. This 
considered the definition of value for money in 
this context, as well as how both members and 
employers can gain value from their schemes.

An increased focus on gaining value from 
workplace pension schemes has largely been driven 
by the number of developments in this market over 
the past few years. So, with this in mind, what is the 
current state of play? And what is next to come?

Where are employers with auto-enrolment?

We have got three to four million employees
le   to go but we also have something in the region 
of 1.6m employers.

I think there is a very strong story about 90% 
of employees staying opted in. There is s  ll no 
real sign of that drama  cally changing. In other 
words, take up remains high despite lots of 
people sugges  ng it will get much worse.

What we have seen among small employers 
this year is quite a signifi cant increase in the 
number of organisa  ons complying late and 
ge   ng fi ned. There have been a lot of £400 spot 
fi nes issued by The Pensions Regulator. That is 
the more worrying aspect, rather than opt-outs 
for employers.

What are the challenges ahead?

We are expec  ng half a million employers to 
set up a pension scheme this year. I do not think 
there have been half a million schemes in existence 
un  l now, which is quite a startling sta  s  c. That is 
quite a large number of employers per working day 

this year to set up across the big peaks at the 
fi rst of each month as the staging dates arise.

Beyond that, over the next three years, we 
have also got the increases in contribu  on levels 
for both employees and employers, allied with 
the introduc  on of the na  onal living wage. An 
increase in contribu  ons at exactly the same  me 
as increases in the na  onal living wage are quite 
big challenges and we should not underes  mate 
the impact on small businesses.

What have we learned so far?

One of the key things is that the nudge of 
pu   ng people into a pension has proved to be 
a really successful one. Some people say that 
opt-out rates among young people are lower 
than expected. The reality is that young people 
are more inclined to stay in than people that 
are closer to re  rement.

One way or another the nudge is working. It is 
about ge   ng people to do the right thing without 
having to engage with it. The interes  ng thing then 
is how we might consider applying similar nudges 
in other aspects of fi nancial planning. Should we
be nudging people into taking out life insurance at 
the point they get married or have their fi rst child,
for example?

Coming back to auto-enrolment, we have talked 
extensively about charges and will con  nue to do 
so, but in a charge-capped world, we need to turn 
full a  en  on to other things that actually make a 
bigger diff erence.

Investment return is a really good example. 
Charges might diff er in schemes by a quarter 
of a percent or something to that order, whereas 
investment returns for the fi rst three years of 

default funds under auto-enrolment have diff ered 
by several percentage points. The best-performing 
default funds have returned towards 9-10% per 
annum, while the lowest-performing funds have 
returned more like 3%. So that varia  on is much 
greater than any we have in charges under the 
charge cap. 

What can the industry expect next from
the government?

It always had a planned review in 2017 which 
would review auto-enrolment in its en  rety but 
would also focus on things like: have we got 
the right earnings trigger and the right earnings 
defi ni  on, is the charge cap suitably inclusive, is it 
set at the right level, are there other aspects of 
governance we should consider?

What really matters to employees?

The PPI report points to contribu  on rates 
being one of the determinants of outcomes at 
re  rement, so things like matching contribu  on 
rates or auto-escala  on really ma  er to employees, 
even if they do not recognise it at the very outset. 
Investment returns are undoubtedly a big factor.

The support [people] get in making decisions at 
re  rement is another thing. Put simply, somebody 
could save at the maximum rate throughout their 
working life, get the best investment returns with 
the lowest charges in a fantas  c scheme, but then 
hand all of the money to someone who invests it 
poorly at re  rement and loses it. 

So, decisions at re  rement have to be considered 
hugely important in the equa  on of member 
outcomes and what value they are ge   ng ■
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Dental plans 
from Denplan

Love your 
teeth

Helping to keep 
your employees 
and their families 
smiling! 

Here at Denplan, we don’t just provide a 

dental plan, we believe in maintaining your 

employees’ health and wellbeing. 

We developed our Myteeth website specifi cally 

with good oral health in mind. Myteeth is ideal 

for employees who want to discover more on 

caring for their teeth outside the dentist. 

www.denplan.co.uk/myteeth

And it doesn’t end there! Your employees can 

even assess their own oral health through My 

Dental Score. This handy assessment can be 

an important fi rst step for those who want to 

fi nd out the state of their oral health. 

www.denplan.co.uk/mydentalscore

For more information 
about Denplan:

corporatesales@denplan.co.uk

www.denplan.co.uk/companies

01962 828 007
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Brush up on 
dental health

Dental benefits can pay off for employers through
better employee health and reduced absence

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

But the problem for many employers is that most people 
do not have sufficiently regular check-ups when left 

to their own devices. YouGov research, Dental 
plans 2014, published in August 2014, found 

the most common reason for failing to do 
this is cost, cited by 46%, with 23% 

saying they are unable to get an 
appointment near to home.

So the onus is on employers to 
facilitate more regular check-ups. 
Carol Porter, head of commercial 
at The Health Insurance Group, 
says: “An [employer]-funded 
dental plan can allow staff to 
visit a dentist convenient to 
where they work, rather than 
having to travel far to see an 
NHS dentist, so minimising 
the time away from the 
office for regular check-ups 
and treatment.”

There are a number of 
options open to employers, 
ranging from facilitating 
access to treatment through 
a cash plan to full on-site 
dental provision. Claire 
Ginnelly, managing director 
at Premier Choice Group, 
says: “It is becoming more 
common for employers to 
offer some sort of dental 

insurance as part of their 
benefits package.

“Offering a comprehensive 
dental insurance policy funded by 

the employer is the best option to 
help improve the dental health of 

employees, but even a cash plan can 
help because it will offer a fixed sum of 

money for a 12-month period, which 
should cover at least NHS check-ups and may 

offer some assistance to other treatment.”

Dental health is one of the things many people take for granted, 
visiting the dentist only when something is wrong. Yet, for 
employers, this attitude can be problematic because 
leaving the diagnosis of conditions too late can 
mean more appointments in the long run and 
potentially extended time off work.

Apart from prevention, regular check-ups 
can also help to identify other, more 
serious illnesses. Neil Sikka, a dentist at 
Bupa UK, says: “Gum disease, which 
can go unnoticed by patients, can be 
linked to heart disease and diabetes.”

Teeth grinding can be an indicator 
of stress and anxiety, he adds.

Potentially even more serious is 
the threat of oral cancer, and here 
early diagnosis is critical. Pam 
Whelan, head of corporate at 
Denplan, says: “Although more 
than 2,000 people die each year 
as a result of mouth cancer, for 
those patients detected at an 
early stage, the survival rate 
improves from 50% to 90%.”

Identifying serious illnesses 
early on can also help to keep 
employers’ private medical 
insurance (PMI) claims down, and 
keep a lid on rates.
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•  Regular dental check-ups can prevent oral health 
issues and also identify other problems, such as 
diabetes, heart disease and even mouth cancer.

•  Facilitating access to dental checks can also reduce 
staff absence levels and engage employees with 
their health.

•  Employers have been reluctant to fund this, but 
this is slowly changing.

Top tips for maximising the return on investment 
in dental benefits
bit.ly/1OB1Xzf

Need to know

Read also@

healthcare 
and wellbeing

“ IT IS BECOMING 
MORE COMMON 
FOR EMPLOYERS 
TO OFFER SOME 
SORT OF DENTAL 
INSURANCE”

EB_010616   25 19/05/2016   11:38



Dr Nigel Carter is chief executive officer at the Oral 
Health Foundation

An unhealthy workplace, physically and mentally, normally 
equals time off work and lost productivity. Thousands of 
people miss work because of their oral health every year.

Frustratingly, most problems with teeth and gums are 
preventable with a good oral health routine. Despite this, 

research conducted by the Oral Health Foundation in 2013 found that 
around 7% of the UK’s 29 million workers have called in sick with teeth 
problems at least once in the past five years. Staggeringly, this means that 
poor oral health costs the UK economy around £36m every year.

However, poor oral health is not just about toothache and decay. It has 
a much wider impact on general bodily health than one may think. 
Research over the past decade has revealed growing evidence linking poor 
oral health to serious health conditions, including heightened risk of heart 
disease, stroke and diabetes, all of which cause many more days off work.

There are many simple and effective ways to help raise awareness of 
oral health among staff and prevent problems such as these. One of the 
simplest is to make leaflets and other information available around a 
workplace. These can be reminders about tooth brushing, visiting the 
dentist or even the relationship between smoking and oral health.

Employers can also ensure they allow people time off to have regular 
dental check-ups or even arrange dental visits from local dental teams to 
help educate employees on the importance of good oral health. Some 
workplaces also offer benefits such as dental plans.

Workplaces are encouraged to get involved in campaigns such as 
National Smile Month, which helps spread important oral health messages 
by getting people actively engaged in fun activities. These can also be 
very effective in spreading messages to employees’ family and friends.

If an employee is concerned about their oral health, employers can help 
them by passing on details about the Oral Health Foundation’s free and 
independent Dental Helpline service, which can offer advice and 
information on many aspects of oral health.

communication plan will not have the same impact as tailored 
communication, which demonstrates a firm’s understanding of 
its workforce. For example, a mainly young workforce might be 
more receptive to information via social media, or may use 
their smartphones much more than an older workforce.”

This should lead to more motivated staff who take less time 
off work, and any cases of more serious diseases have a better 
chance of being spotted early on. “We are seeing an increase 
in the number of employers interested in talking about these 
sort of policies,” says Ginnelly. “They understand that not only 
do they help with absenteeism, but they also help attract and 
retain good-quality staff. It is becoming a popular benefit.”

Employees tend to value dental cover as a benefit, because they can see they are likely to use 
it, which is not always the case with PMI. Some employers are even looking at on-site provision, 
either shared with other organisations or as a commercial practice in its own right. Ryan Hall, 
senior strategy consultant at Capita Employee Benefits, says: “This can allow both rapid access to 
treatment for employees and a new profit centre for the employer.”

But the problem is that not enough businesses have bought into the concept of funding this 
themselves, despite the clear benefits, says Rachel Western, principal at Aon Employee Benefits. 
“Typically, dental products, where offered, are done so on a self-pay or flex arrangement, and the 
focus when engaging employees has rarely been on the impact good oral health can have on 
early intervention or diagnosis of medical conditions,” she adds.

Where organisations do choose to implement schemes, however, it is vital to promote them 
effectively to staff. “Employee communications are key,” says Whelan. “A one-size-fits-all 

Dental cover gives BNP Paribas a competitive edge

Working in a competitive sector, financial organisation BNP Paribas UK knows it needs 
to have a compelling benefits proposition to compete for, and retain, talent.

It offers employer-paid private medical insurance (PMI) to all staff and their families, 
and has adopted a similar approach to dental cover. Thomas Hiles, group benefits 
manager, says: “Within our legal structure in the UK, we have a lot of businesses in very 
diverse areas. Having paid-for dental cover is less common outside of London but, even 
within the investment banking community, it is unusual to have it as core.”

BNP Paribas offers all its employees the second-highest package available through 
Bupa’s scheme, and allows staff to upgrade to the top level if they choose to. It has also 
negotiated a bespoke policy with Bupa, which allows employees to access major 
treatment without having to wait for the standard period after joining the business.

As well as being able to identify and treat any dental issues, regular check-ups could 
flag up other issues that may require treatment 
under PMI, says Hiles. “Things such as teeth 
grinding are common in our sector, and that is an 
easy identifier of stress,” he says. “A good dentist 
can also spot other changes in people, so it could 
help to pick up [PMI] claims earlier.”

BNP Paribas also uses the scheme as a 
recruitment and retention tool. “It’s a benefit we 
wouldn’t be able to remove,” says Hiles.

26
 |June 2016|

employeebenefits.co.uk/healthcare-and-wellbeing

Viewpoint

Case study | BNP Paribas

healthcare 
and wellbeing

EB_010616   26EB_010616   26 19/05/2016   11:3819/05/2016   11:38



 
The expatriate management and mobility awards is an evening  
dedicated to celebrating success, best practice and outstanding  
contribution to global mobility. 

Make sure your colleagues and global businesses know to submit  
 

prestige of being associated with the 2016 APAC and EMEA EMMAs.

 
HR corporates and service providers. 

         
   Orchard Hotel, Singapore   Intercontinental 02 London
   September 7-8 2016    November 10-11 2016

Gain  
international 
recognition  
in global  
mobility

APAC.FORUM-EXPAT-MANAGEMENT.COM/AWARDS  |  EMEA.FORUM-EXPAT-MANAGEMENT.COM/AWARDS

FEMEMMAs_FP_EB_010616.ps   1 13/05/2016   12:42



A measure 
of success

Levels of engagement give a revealing insight  
into how well an organisation is performing 

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

Trying to measure the engagement levels of a 
workforce may seem a challenging task, but the 
traditional method that many organisations use, the 
annual all-employee survey, can yield important and 
revealing data. Surveys typically include about 40 
questions on areas such as leadership, strategy 
and benefits.

Sam Dawson, head of insight at Korn Ferry Hay 
Group, says: “The organisation looks at the data 
to see which [area] is driving engagement and 
organisational performance. That more traditional route 
is statistically valid [and] the data is reliable over time. 
So if an organisation wants to look at the shift from year 
one to year two, and [it’s] increased engagement by 5%, 
[it] can be sure that’s a real 5% change rather than just 
variability in the data.”

Surveys can also be very useful in determining trends 
over a period of time. “If [an employer] uses a consistent 
set of questions, [it] can start to see general trends in 
certain areas,” adds Pemberthy.

An employer must have a clear idea of what it wants 
to measure or the results that it wants to assess. It is 
measuring what employees are doing, not only what 
they are thinking and feeling, says Howard. “We think 
[employers] should be measuring the outcomes: what 
are employees doing? Are they doing things that create 
value? Are they doing things that deliver brilliant 
customer service? Are they doing things that show 
they are working together and collaborating across 
the organisation, sharing ideas and best practice, 
and so on?”

M e a s u r i n g  i n  r e a l  t i m e
An emerging method of capturing the status of 
employees’ engagement is the pulse survey: one or two 
questions put to staff more frequently, fortnightly or 
monthly, for example, to measure the real-time vibe of 
an organisation. The questions can be very specific and 
posted on an employer’s intranet, perhaps with an open 
comment facility, asking for opinion on a recent change 
within the business, ideas for improvement, or views on 
the leadership team for example. 

“This agile [method] is important because it’s about a 

Employee engagement is highly regarded as a key 
factor in exemplary individual and organisational 
performance: it draws on an employer’s culture, 
values and behaviours, and drives employee 
motivation and productivity at work. 

But engagement can be defined in different ways 
by different organisations. In addition, just as 
organisations can differ greatly, what drives an 
individual can be vastly dissimilar to what motivates 
their colleagues. Nick Howard, executive director at 
employee engagement and research business 
EdelmanEngage, says: “Our definition when we talk 
about employee engagement is we’re not talking 
about a process or methodology or a tool, we’re 
talking about the outcome that organisations are 
looking for, which is employees doing the things that 
will add value to their business. We talk about 
employee engagement in terms of the behaviours 
that organisations want their employees to be 
exhibiting every day, because those are the 
behaviours that create value.”

A  s p u r  t o  p r o d u c t i v i t y
The ultimate measure of employee engagement is 
the productivity of a business, says Mark Pemberthy, 
director at JLT Employee Benefits. “If employees are 
engaged, then the creativity, the level of output, and 
the dynamics of the business will ultimately see 
top- and bottom-line benefits of that,” he adds.
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•   Measuring employee engagement should be an 
all-employee exercise.

•   It can take place once a year through a survey, or 
be continual, using every opportunity available to 
gauge employees’ engagement levels.

•   Employee benefits can play a key part in a wider 
engagement strategy.

What does 2016 hold for employee 
engagement?
bit.ly/20fdZze

Need to know

Read also@

employee
engagement

“ IF EMPLOYEES ARE 
ENGAGED THEN 
THE CREATIVITY 
AND DYNAMICS 
OF THE BUSINESS 
WILL BENEFIT”
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conversation between people,” says Dawson. “The traditional 
survey is: ‘we’ll ask you questions, you’ll send us data back, 
we’ll do something about it’. I think that approach is dying off a 
bit. It will become extinct at some point, and [measuring 
engagement] is more about having great conversations with 
people, with real-time data.”

Measuring engagement does not have to be a task 
performed solely through surveys and questions. Employers 
could make use of every opportunity to assess engagement, 

Visualsoft focuses on employee happiness via online survey 

Web development organisation Visualsoft 
uses a number of ways to measure employee 
engagement. The main method is an online 
weekly micro-survey. This allows its 220 
employees to anonymously answer 
questions set by the business. 

The featured questions measure employee 
feedback across nine main areas: communication 
and transparency, company 360, culture, 
personal development, recognition, the 
leadership team, team peers, individual 
performance, and talent retention and 
attraction. The question changes every week 
and every four weeks a baseline question is 
asked: ‘How happy are you at work?’

The organisation also uses peer-to-peer 
recognition, which encourages employees to 
recognise the positive values and behaviours 
that they see in their colleagues. Emma Hart, 
HR manager, says: “We understand that 
recognition is viewed highly when it comes 
to engaged employees.”

Visualsoft’s intranet system also has a 
feedback tool that allows employees to give 
feedback and suggestions about how it can 

improve the working environment or strengthen 
the organisation’s platform. “Keeping employees 
involved makes them feel valued and more 
engaged within the [organisation] and its 
services,” says Hart.

In addition, the employer carries out regular 
performance reviews and communicates 
through a weekly newsletter to make sure 
employees know what is going on within 
the organisation.

“We are big believers that an engaged 
employee is one who is fully absorbed by and 
enthusiastic about their work. In engaged 
employees, there’s an 
emotional commitment 
and there’s 
discretionary effort. 
So, to honour that 
commitment, we offer 
a number of employee 
benefits.”

The next phase in 
Visualsoft’s 
commitment to 
engagement will 

involve an added focus on mental health and 
wellbeing, and financial help and support. 

“Since we introduced our health and 
wellbeing benefits package, the biggest impact 
we have seen has been the work-life balance of 
our employees,” says Hart. “Employees are less 
stressed and feel empowered and trusted to 
manage their work-life balance though defined 
key performance indicators (KPIs) and a visible 
progression route within the [organisation]. Our 
unlimited paid holiday policy and flexible 
working has created a great culture of trust and 
fully engaged and motivated employees.”
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Case study | Visualsoft

Statistics

A good work-life balance Great peers and we always 
mo  vate each other

A mo  va  ng boss who is 
very good at their job

A boss who is very good at 
saying thank you

The offi  ce environment is 
very mo  va  ng

says Howard. “On an annual basis, [there are] things such as the setting of goals and 
objectives, a discussion around the development that the employee might want to take 
part in during that year,” he explains. “[Then there is] the mid-year review, the end-of-year 
review, things such as the flexible benefits enrolment period, or production of total 
reward statements. All of these are clear opportunities when the organisation can have 
an interaction with each employee.”

While the benefits package on offer at an organisation is an important part of the 
employee value proposition, it is by no means the sole key to engagement. The most 
important factor is to communicate with employees, understand what motivates them 

What motivated staff in 2015
(Source: Red Le  er Days for Business’ Employee mo  va  on: who came out on top in 2015? report, published in January 2016)

45% 25% 19% 17% 16% 
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Cathy Brown 
is executive director 
at Engage for Success

We all, as employees, get more out of 
going to work if the organisations for 
which we work have an engaging 
culture, and a philosophy that speaks 

of a ‘better way to work’. There are many factors that 
contribute towards ensuring that organisations are 
performing to their full potential and with a team of 
employees who are fully engaged. Such organisations 
have a clear and articulate narrative about the business 
and its strategy. Expressed in human terms, this means 
they develop engaging managers, who trust their staff, 
give them autonomy, and treat them as individuals. 
Such managers act as role models for the organisation’s 
core values in everyday behaviour, but also allow their 
employees to speak out and influence the organisation. 
They give their employees a voice.

While the world of working is transforming around 
us, owing to pressures caused by technological and 
societal change, what we as people want from a job 
remains constant. We want purpose in our work, 
we want to develop, we want to feel part of the 
organisation we work for and we want to feel 
heard and acknowledged. And we like to be part 
of something successful.

The best way to find out about engagement levels 
within an organisation is simply to ask. That might 
range from something as simple as chatting to a 
colleague over a cup of tea, to something as 
complicated as a fully featured engagement survey 
performed on a regular basis. The point is that as an 
employer you are not assuming that people are happy. 
You are finding out whether they are or not, and 
solving problems that get in the way of that.

As employees, leaders and employers, we have a 
responsibility to challenge our organisations to find 
better ways to work in order to enable growth for 
ourselves, our organisations and the economies 
and societies that we live and work in.

Viewpoint
and get their feedback, says Clare Rutherford, new business 
insight and marketing manager at House of Fraser for Business. 
This can then be used to shape both an employee engagement 
strategy and a benefits package. “If employees have provided 
feedback, and that’s been taken on board in the selection of 
benefits, then they’re going to feel like they’ve made a positive 
contribution and it gives them a sense of meaningful 
participation, leading to greater engagement,” adds Rutherford.

However, employers must also be aware of the limitations of 
benefits as an engagement tool. “They are very 
important but they are only part of the 
wider picture,” says Pemberthy. “The 
reality is that people come to work, and 
engage with their work, for many 
different reasons: non-benefit pay, the 
environment, their colleagues, the ethos 
of the business. All those things can have 
a massive impact on that individual’s ability 
to give that discretionary effort and to 
believe in what the business is doing.”

Benefits can help to reinforce and shape 
messages of what an organisation stands for, 
what it values and how it values its employees, 
which all play a key part in reinforcing 
employee engagement and the wider 
objectives of the business

3 0
 |June 2016|

employeebenefits.co.uk/employee-engagement

The perfect 
and  solution
Our Salary Extras platform can be adapted 
easily to meet your needs. Its unique integrated 
communications tools provide you with the 

• 

• 

• 

 salary-exchange.co.uk       Or call 0333 2000 104

Statistics

How respondents’ organisations measure employee 
engagement levels
(Source: Employee Benefits/Xerox HR Services Benefits research 2016, published in June 2016)

18% 

8% 

6% 

Annual employee survey

Pulse-style research

Do not measure employee engagement levels

Employee engagement platform

Other

69% 

21% 

employee
engagement
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For more information and to place your order, 

visit Waterstonesvouchers.com
or call 020 071 6441.

The perfect choice

- Corporate orders over £250

-  Waterstones corporate gift cards available in units of 

£5, £10, £20, £50

- Redeemable both in store and online 

-  Generous discount structure

- 48 hour free delivery service

Corporate gift cards & vouchers
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Choice with a 
guiding hand

SAS So  ware has given employees autonomy 
while maintaining its paternalis  c approach

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

Addressing the impact of the changes to the annual 
allowance and lifetime allowance on high earners has been a 
key area of focus for SAS in recent months. The organisation 
has a number of employees that could potentially be affected, 
so it had to assess how it would be able to maintain motivation 
levels among affected employees, while managing the 
government legislation.

M a n a g i n g  r e d u c e d  a l l o w a n c e s 
Carter explains: “We’ve retained a bit of our [organisational] 
philosophy of being quite paternalistic in as much as that we 
want people to be able to save to retire. So we’re doing all we 
can to encourage people to save for retirement.”

To address the changes to the annual allowance and to 
help employees avoid possible tax changes, SAS is allowing 
those affected to impose a fixed cap on their pension 
contributions, and invest any surplus employer contribution 
into an alternative savings mechanism: the SAS savings 
scheme. Through this, employees can invest in a cash 
individual savings account (Isa), a stocks and shares Isa 
or a general investment account.

While the organisation cannot dictate that an employee 
must save, Carter believes that the alternative savings method 
is more in line with the spirit of a pension. “All we can do is 
encourage them and make it as easy as possible,” he says. 
“We’ve done that through salary deduction, so it goes straight 
into a savings account that is personal to them.”

The savings scheme was set up to be zero cost to the 
organisation; employees are paid the cash amount minus the 
organisation’s costs for tax and national insurance (NI).

In addition, this year SAS has included a new savings scheme 
within its flexible benefits offering, My Choice. The 
organisation’s pension contribution levels are dependent upon 
length of service: for up to two years’ service, the employer 
pays 6.5%, and over two years, this stands at 10%. The 
employee pays a minimum of 2.5%. This year, SAS is allowing 
those with more than two years’ service to reduce their 
employer contribution down to 6.5% and take the difference 
to spend on benefits, or as cash, less the organisation’s costs 
for tax and NI.

“We keep the employee contribution low because we want 
to actively encourage people to join the pension scheme early 
in their careers, and not have to say, ‘the reason I haven’t 

For SAS Software, a key component of its benefits philosophy is that it offers its employees 
choice to enable them to select benefits that support them throughout their career, while 
retaining a sense of being a paternalistic employer. 

Its UK headquarters, situated on a 110-acre estate on the bank of the River Thames, provides 
impressive staff facilities, including a football pitch, cricket pitch, employee allotments and even 
a local dry-cleaning drop-off and pick-up service. The software firm strongly believes that 
employee benefits need to be relevant to staff. Chris Carter, head of reward, UK and Ireland, 
says: “Employees are individual people. Our benefits have to be able to reflect their own 
lifestyles, so our philosophy is still relatively paternalistic, but they should be able to pick and 
choose the benefits that are applicable to them, at the time when they need [them].”

At a glance | SAS Software

 SAS So  ware is an analy  cs so  ware organisa  on, which 
has been opera  ng for 40 years. Its main focus is on business 
so  ware: it analyses vast amounts of big data, and provides 
predic  ve analy  cs services. SAS has been in the UK for 
35 years and operates across all industry sectors. It has 
a research and development arm that focuses on public 
security. SAS has around 750 employees in the UK, of 
which 70% are male, and it has an average age of 42.

employer
profile
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Travis Perkins unifies 
its benefits offering
bit.ly/1TKMCbH
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Chris Carter, head of reward, 
UK and Ireland, SAS Software

Chris Carter joined SAS Software in 
2010 as an HR business partner. He 
then moved into the reward role in 
2013. Previously, he held business 
partner roles in technology 

organisations, but the early part of his career was spent 
as a telecoms engineer. The change in career is a proud 
achievement for Carter. “That made my eyes open to 
say anything is possible if you want to do it.”

Carter has carried that philosophy through to his 
work at SAS, and appreciates being able to introduce 
new schemes that benefit the organisation and its 
employees. “It’s probably the first time I’ve been in a 
small [organisation] with more autonomy and control 
of direction: it was my decision to bring in flexible 
benefits,” he says. “Although we don’t advertise it very 
much, we’re quite a progressive [organisation] from a 
benefits and reward perspective. A lot of that is down 
to me seeing where we need to go, listening to 
employees, and driving stuff through.”

•  To con  nue to increase the organisa  on’s presence in 
the big-data market.

•  To con  nue its phased reorganisa  on and change from 
a country-based to global opera  ng model.

Career historyBusiness objectives

P e n s i o n
�  Defined contribution 

stakeholder plan for 
all employees.

�  Employer contribution 
levels are 6.5% for up to 
two years’ service, 10% 
for over two years.

�  Minimum employee 
contribution of 2.5%.

�  Additional voluntary 
contributions via flex.

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 

(PMI) as a core benefit.
�  PMI for dependants 

via flex.
�  Life assurance at four-

times salary. Employees 
can trade down to two-
times or up to 10-times 
salary via flex.

�  Group income protection 
as a core benefit.

�  Dental insurance via flex.
�  Critical illness insurance 

via flex.
�  Health cash plan via flex.
�  Gym membership via flex.
�  Health screening via flex.

T r a v e l
�  Salary sacrifice car scheme.
�  Bikes-for-work scheme.
�  Travel insurance via flex.

W o r k - l i f e  b a l a n c e
�  25 days of holiday.

Employees can buy or 
sell five days a year 
via flex.

�  Enhanced parental leave.
�  Birthday given as holiday.
�  Childcare vouchers.

O n - s i t e  s e r v i c e s
�  Free tea, coffee and juices.
�  Subsidised restaurant at 

UK headquarters.
�  Sports club, which runs 

a football tournament.
�  Photography club.

O t h e r  b e n e f i t s 
�  Tastecard and Gourmet 

card via flex.
�  Payroll giving via flex.
�  Gadget scheme.
�  Shopping discount portal.
�  Local discounts.
�  Long service voucher 

awards every five years.

“ IT’S ABOUT 
OFFERING A 
COMPETITIVE 
PACKAGE THAT 
EMPLOYEES 
FEEL MOTIVATED 
TO USE”

employer
profile
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Benefits

joined is because I can’t afford it’,” says Carter. “We felt that [a 
matching scheme] would dissuade, particularly people who are 
new into work, or those with a new family and with here-and-
now needs. That’s the paternalism coming out, we want people 
to save for their retirement.”

It is this approach to employee choice that has shaped the 
benefits offering at SAS, along with the acknowledgement that 
its employee base is becoming a lot more diverse in terms of 
lifestyles. “We’re now seeing five generations in the workforce,” 
says Carter. “Within those five generations, [there are] a 
multitude of lifestyles: people are widowed, divorced, married, 
have grandchildren, families. It’s all about trying to offer a 
competitive package that employees feel motivated to use. It’s 
the old adage that I don’t want benefits to be the reason 
people leave, but I do appreciate that benefits won’t hold 
people alone. It’s got to be that foundation level of satisfying 
their base needs while they’re here at work.”

Along with core benefits, SAS offers a flex fund that all 
employees are 
able to take up 
if they choose. 
It is not 
compulsory so 
if employees 
do not select 
any benefits 
at the annual 
enrolment 
window or 
choose to take 
the pot as cash, 
they will lose it. 
But with the 
scheme achieving 

99% take-up, many employees value the benefits offering.
Carter believes that one of the most under-valued benefits 

by employees is income protection, which is offered to state 
pension age. “We want to look out for their welfare, even if as 
an employee they don’t want that. The employee thinks about 
the here and now, as an employer we’ve got a duty to say, 
‘how can we satisfy the here and now, but what is the what if? 
What if you’re suddenly struck down, what if you can’t work? 
What’s the [organisation’s] obligation to your family?’” he 
explains. “So we try and balance that but it’s becoming harder 
because employees don’t recognise that they have that 
benefit. For us, we want employees to be focused on their job 
knowing that we’ve got their families taken care of.”

E m p l o y e e  w e l l b e i n g
The organisation’s wellbeing focus comprises three key areas. 
The first is a health and wellbeing session, usually in the first 
quarter of the year. This will include things such as weight and 
height measurements, biometric machines, and this year a 
nutritionist came on site to talk to employees. In addition, the 
employer brings experts in certain fields to hold awareness 
sessions on breast cancer or prostate cancer, for example.

The second focus is on financial wellbeing, with on-site 
sessions held for staff. Last year, this focused predominantly 
on pensions and retirement savings, and saw great take-up 
from employees.

The third focus is on mental health. Last year SAS piloted 
some online self-mediation sessions for staff.

SAS introduced the wellbeing theme in order to support 
employees and meet the needs of the changing workforce. “If 
you do something piecemeal, people forget about it, so we’ve 
tried to incorporate it into one wellbeing theme,” explains 
Carter. “The healthy activities were something we wanted to 
do because, with an ageing population, there’s predicted to be 
more illness among the over 50s. Mental health is a growing 
concern, so we wanted to tackle this head-on and be proactive 
in supporting people.”

The challenge ahead for SAS is that it continues to offer 
benefits that are appreciated by staff, but that are also 
beneficial to the organisation. “The most important strategy is 
that we provide benefits that the employees value but also 
underpin the [organisation’s] culture. There’s also the cost 
equation in that, so [we] try and balance those three elements. 
There’s no point offering a benefit that nobody wants or uses, 
that’s not good value for money,” says Carter
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More than 1 in 3 people in the UK will be diagnosed 
with some form of cancer during their lifetime.

Health Checks that 
see right through you

…that in the last 20 years, there has been a dramatic 
improvement in the treatment of such illnesses – which 
means people are much more likely to survive many types 
of cancer or heart disease provided they are diagnosed early 
enough – ideally before any symptoms are evident.

Lifescan has pioneered a range of health checks in the UK 
including the use of CT scans and blood tests aimed at 
helping you provide this early diagnosis for your employees.  

We’ll also make sure your employees get a FREE follow up† 
with a Consultant at a Spire hospital if we find something in 
their health check that needs further investigation.

 Voluntary or company paid

 31 locations nationwide

 Free follow up consultation

 Range of health checks available

To find out more please call 0800 180 8025

We want to help keep people healthy for longer

In any given year, around 175,000 people in the UK 
will have a heart attack – that’s 1 every 3 minutes.

The good news is…
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Health screening comprises a range of assessments and tests 
to help identify health risks at an early stage. Regular screening 
can help to keep a workforce fit and healthy by allowing 
employers and employees to take steps to reduce any health 
problems that are identified early on. And the cost of getting 
it wrong can be huge. Research by industry body Group Risk 
Development (Grid), published in May 2016, revealed that 
the UK group risk industry paid out a total of £1.4bn-worth 
of health-related claims in 2015. The study also found that 
a total of 24,603 claims were made in 2015. Cancer, heart 
disease and mental illness were the main causes of claims 
for income protection products.

Identifying health risks or issues can enable employees 
to seek help at an early stage. Early intervention will bring 
benefits to a business, because a healthy workforce will 
result in improved productivity and employee engagement, 
while also helping to reduce private medical insurance claims 
and minimise staff absences. Health screening is also aimed 
at reducing the risk of employees developing conditions 
such as diabetes, stroke, heart disease and kidney disease.

Screenings typically include measuring blood pressure, 
height, weight and body fat levels, as well as lung function, 

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

Get ready 
for the test 

Regular screening can assist in keeping 
a workforce fit and healthy

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

Statistics

of employers off er health 
screening to all employees 
(Source: The Chartered Ins  tute of 

Personnel and Development 

and SimplyHealth, October 2015)

28%

of employers cite acute 
medical condi  ons as one 
of the top fi ve causes of 
long-term absence for 
manual workers, and 51% 
for non-manual workers
(Source: The Chartered Ins  tute of 

Personnel and Development 

and SimplyHealth, October 2015)

53%

The facts

What is health 
screening?
Corporate health 
screening is a range of 
assessments that can 
help identify health 
risks. This can help to 
safeguard employees’ 
health by identifying 
issues that may benefit 
from early intervention.

Where can employers 
get more informa  on?
Information on 
screening recommended 
for employees can be 
found on the NHS 
website at: www.nhs.uk/
Livewell/Screening/Pages/
screening.aspx.

Who are the 
main providers?
These include: Axa PPP 
Healthcare, Benenden, 
Blossoms Healthcare, 
Bluecrest Health 
Screening, BMI 
Healthcare, Bupa, 
Business and Health 
Consultancy, Cigna, 
Co-Health, Corazon 
Health, CS Healthcare, 
Healthy Performance, 
Health Screen UK, 
Health Shield, iHealth, 
Lifescan, Medicash, 
Medichecks, New Leaf 
Health, Nuffield Health, 
Prescan, Preventicum, 
Randox Health, Relaxa, 
Screenetics, ToHealth, 
VitalityHealth UK, 
Wellbeing People and 
Westfield Health.

cholesterol, diabetes and 
metabolic rate testing. More 
detailed tests will take full 
blood samples, which are 
then sent to a lab, and can 
include around 35 tests, 
such as kidney function 
and liver function.

Screenings can take place 
either on site in the 
workplace, whereby a 
provider will bring mobile 
equipment, or at the 
provider’s premises, which 
may be part of a network 
of clinics or hospitals.

Although the results 
of a health screen are 
confidential, general 
anonymised feedback can 
enable employers to shape 
health initiatives. For 
example, if a health screen 
reveals that a high percentage of employees are overweight 
and have poor diets, an employer could help turn this around 
by introducing a healthy-eating campaign.

The cost of screening depends on how comprehensive it is. 
Some providers offer assessments starting at as little as £25 
per employee, but these tend to cover only basic checks.

A comprehensive assessment, which includes more tailored 
tests, such as a prostate check for men over 50 and a cervical 
smear and breast examination for women, can cost between 
£200 and £500. And top-of-the-range health screenings, such 
as those often provided to executives, can cost £600 upwards.

Screening also has tax advantages. If employees receive no 
more than one health screen a year, it is not classed as a 
benefit in kind and there is no tax or national insurance liability.

More providers are linking an online assessment tool 
with the on-site health check. The online assessment will 
be completed prior to the health check, meaning that the 
provider will already have the employee’s lifestyle data
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Childcare vouchers were first introduced in the 1980s and 
originally only carried a national insurance (NI) exemption. The 
current tax exemption was introduced in 2005, then in 2011 
the scheme went through a further change when the amount 
of vouchers that higher-rate taxpayers could claim was capped 
to offer the same tax exemption.

Working parents are able to buy, usually through a salary 
sacrifice arrangement offered by their employer, up to £243 of 
vouchers each month tax and NI free. Salary sacrifice enables 
the employee to pay for the vouchers out of their gross salary.

The vouchers can be used to pay an Ofsted-registered 
childcarer, or the equivalent in Scotland and Wales. Higher-rate 
tax payers are entitled to £124 a month, and additional-rate 
taxpayers are entitled to £110 a month.

The scheme is attractive to organisations, as well as being 
beneficial to working parents, because the vouchers are also 
free from employers’ NI contributions, up to 13.8%.

A scheme must meet certain criteria to gain the tax and NI 
exemptions: it must be offered to all employees, except for 
those whose salary would fall below minimum wage or national 
living wage rates as a result of sacrificing salary; the vouchers 
must only be used to pay for registered childcare for children up 
to age 15; and, since 2011, an employer must carry out a basic 
earnings assessment for each employee who joins the scheme.

The market will face its next major change from 2017, when a 
new tax-free childcare scheme will be introduced, replacing the 
voucher scheme for all new entrants. Employees that are 
currently in a voucher scheme can stay in it for as long as their 
employer continues to offer it, or for as long as they work for 
that organisation, but after the new scheme takes effect no 
working parents will be able to join a voucher scheme.

When the new tax-free scheme was first announced in the 
2013 Budget, Chancellor George Osborne initially said it would 
be worth up to £1,200 per child per year. However, following a public consultation, the 
government increased the limit to £2,000 per child per year. It was originally due to come
into effect in autumn 2015, but has been delayed until early 2017 following a ruling by the 
Supreme Court.

In the March 2016 Budget, the government announced that the new scheme will be 
phased in throughout the year, with parents of the youngest children entering the scheme first. 
The existing childcare voucher scheme will then remain open until April 2018 to new entrants
to support the changeover between the two schemes.

The tax-free scheme will be available for up to £10,000 of 
childcare costs per child per year, with no limit on the number 
of children for whom a parent can claim. For example, a parent 
claiming the full £10,000 will pay £8,000, with the government 
paying a subsidy of £2,000.

New online tax-free childcare accounts will be run by 
HM Revenue and Customs (HMRC) in partnership with 
National Savings and Investments (NS&I). Vouchers will be 

@ Read also

More buyer’s guides
bit.ly/1irTZcZ

What’s coming 
into play

A new tax-free childcare scheme is 
looming on the horizon for 2017

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

buyer’s 
guide
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case they will qualify up to the age of 17. The scheme will also 
be available to parents on paid sick leave, on paid or unpaid 
statutory maternity leave, and on paternity or adoption leave.

The scheme is designed to be flexible for parents if, for 
example, they want to go back to work after the birth of a child 
or to work part time. They will be able to build up a balance 
and withdraw money from childcare accounts. Multiple people 
or parties will be able to pay into childcare accounts, giving all 
parents, or their employers, the opportunity to contribute.

I m p a c t  o f  t a x - f r e e  c h i l d c a r e
When the new scheme was first announced, with a £6,000 
cap on costs, working couples with one child would have been 
worse off. But by raising the cap to £10,000, the government 
has ensured some parents can claim more.

According to government figures, a working couple with one 
child will be £134 a year better off if they spend the maximum 
£10,000, while a working couple with three children will be 
£5,375 better off. A single parent with two children will be 
able to claim £3,067 more a year.

However, a working couple with one child paying about 
£5,000 a year for childcare will be worse off under the new 
regime because they can only claim 20% of their costs, or 
£1,000 a year. Those with two children, spending £5,000 on 
each, will be better off.

There will be an upper income limit of £100,000 per parent, 
lowered from £150,000 in the original proposal. Parents will 
only qualify if they work at least 16 hours a week. However, 
the new arrangement will not provide any NI savings.

Since the changes were announced, providers have been 
urging employers to communicate the changes to staff to 
ensure that they are aware of the choices, and if they are not 
in a voucher scheme before the changes take effect, they are 
made aware they will not be able to join past a certain date 

available to be bought online, and can only be used to pay for 
Ofsted-regulated childcare.

From 2017, employers will no longer be responsible for 
providing staff with childcare vouchers, but the tax exemption 
for workplace nurseries will remain. The new tax-free childcare 
scheme is designed to support childcare for under-12s, with 
eligibility ending in the first week of September following a 
child’s 11th birthday, unless the child is disabled, in which 

of respondents put childcare 
vouchers in their top three 
favourite benefi ts, compared 
to 19% in 2015
(Source: Willis PMI Group, April 2016)

17%

of respondents do not offer 
childcare support to staff
(Source: Jelf Employee Benefi ts, 

October 2015)

58%

Statistics

What are childcare vouchers?
This is a government-backed scheme to help working parents 
afford quality childcare. Depending on their income, parents 
can receive childcare vouchers worth up to £243 
a month from their employer, free of tax and national 
insurance (NI) contributions. Vouchers can be used for a range 
of regulated providers, such as nurseries, play groups, nanny 
services, childminders and au pairs, and are valid up 
to the September following a child’s 15th birthday or, if the 
child is disabled, their 16th birthday. From early 2017, 
childcare vouchers will be phased out and replaced by the 
government’s new tax-free childcare scheme.

What are the origins of childcare vouchers?
Childcare vouchers were first provided in the late 1980s by 
some of the UK’s largest employers to help employees meet 
childcare costs. The tax exemption in its current guise began in 
April 2005.

Where can employers get more information?
More information is available from the Childcare Voucher 
Providers Association at www.cvpa.org, and the Family 
and Childcare Trust at www.familyandchildcaretrust.org. 
Information about the government’s new scheme can 
be found at www.gov.uk/government/news/tax-free-
childcare-10-things-parents-should-know.

What are the legal implications?
All childcare providers and facilities must be government 
approved and HM Revenue and Customs (HMRC) must be 
notified of schemes. If vouchers are offered through salary 
sacrifice, employees’ contracts must be amended. 

What costs are involved?
Costs to set up a scheme will vary depending on the size of the 
employer and the provider, which will normally charge a fee to 
administer a scheme. 

What are the tax issues?
Vouchers provided in accordance with HMRC guidelines are 
free of tax and NI up to the permitted limit of £243 a month 
for basic-rate taxpayers. 

What is the annual spend on childcare vouchers?
Figures are collated by HMRC on a voluntary and unverified 
basis, so exact statistics are not available.

Who are the main providers?
More than 40 organisations provide childcare vouchers, 
including Allsave, Bright Horizons, Busy Bees Benefits, 
Computershare Voucher Services, Co-operative Flexible 
Benefits, Edenred, Faircare, Fideliti, Grass Roots, 
Kiddivouchers, My Family Care, P&MM and Sodexo.

The facts

Statistics

of responsents have 
communicated the 
changes to childcare 
provision to staff
(Source: Jelf Employee Benefi ts, 

October 2015)

18%
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confessions

Today didn’t begin well. For a start, I had to get out 
of a nice comfortable bed and go to work. Now I 
am here, I wonder if I have mistakenly come in on a 
bank holiday. The office is empty and eerily quiet. 
My colleague, Lazy Susan, is at home with an 
earache, which is odd; I’ve never known her to have 
earaches, only to give them. At least I don’t have to 
hear about the weekend’s episodes of soaps and 
reality TV. Big Bad Boss is still away, and even the 
other folks in HR on the other side of the room are 
mysteriously absent. For once I might be able to get 
on with some work, or maybe even redo my CV 
with no one else around. Think again.

I open today’s calendar to find I am already late 
for a conference call that started 10 minutes ago. 
Geez. Where did that come from? I quickly dial in 
and sit listening to jazz for several minutes. I can’t 
do jazz at the best of times, but certainly not first 
thing in the morning. When I realise it is not going 
to connect me, I dial in again, apologising for 
‘connection problems’.

The conference organiser is Barbara, a new 
benefits demi-god in the US. I can’t understand 
what she is doing in a meeting so early in her day. 
Eventually it emerges that she habitually gets up at 
3am, so it is no problem for her to schedule a call in 
our European timezone. Well it is a problem for me.

I risk asking: when was the call set up because I 
didn’t see it before? She admits she set it up last 
night, but goes on to tell me that she always checks 
her schedule online before going to sleep and again 
when she wakes at 3am. Of course, my colleagues 
in Australia saw it and dialled in on time, and the 
implication is that I am a work-shy slacker for not 
doing the same. I wish I hadn’t said anything.

Naturally I haven’t read the attachments she has 
sent, so I am unprepared for the machine-gun fire 
of questions about UK pensions. Barbara has come 
from Smarmy Consulting and her big thing is 
retirement. I notice she gets particularly excited 
about fund manager selection, of all things.

The first thing she wants to do is see what 
pensions advisors we have in every country. 
Even discussing the UK plans is not the work of a 
moment; in our case we have a slew of old closed 

defined benefit plans, as well as a smattering of 
defined contribution plans set up by various 
advisors from acquisitions that have, as yet, been 
too problematic to harmonise.

She also asks me a load of questions on the rest of 
Europe. Although she has worked in ‘Europe’ – she 
once did a project in Liverpool for Smarmy 
Consulting – she clearly doesn’t get it. Not only the 
plans, but also the way they are structured and 
advised varies considerably.

Fund managers aren’t even relevant in many 
places, I tell her. I can tell this is failing to register; 
she thinks I am just being European and difficult. 
Okay, advisors then. Get information on all the 
advisors, she demands. Advisors: probably the 
only thing not adequately covered by our benefits 
database, so I’ll have to reach out to all the local 
offices yet again. They’ll love that. Sigh.

Ringing off at last, I look at my schedule again. No. 
This can’t be happening. Another three calls have 
appeared in my diary, the next starting this minute. I 
haven’t even had a chance to read my emails. My 
coffee is stone cold.

The next call is with the Higher Beings, our 
European executive team. It seems Big Bad Boss has 

delegated his calls to me while he is away. 
Nice of him to let me know. Unfortunately, he 
didn’t arrange for the agenda to be sent to me, so 
again I am groping about in the dark. Luckily I can 
just listen for most of the call. I do have to stay 
tuned though, because every now and then a 
question will come up and I need to try to sound 
intelligent, or at least present.

The next call is with our internal communications 

team. I did know about this one, but they had 
sneakily moved it forward so once again I am 
unprepared. It doesn’t really matter because all they 
want to do is chat. The Higher Beings recently 
criticised them for doing their own thing and for not 
being connected with HR, so they set up this call.

There seem to be hundreds of them on the call. 
Most of internal communications managers seem to 
work from home, and there is a lot of background 
noise on the call. Small children moan incessantly. 
Dogs whine to be let out. Someone offers someone 
else a cup of tea, and I hear a biscuit being 
crunched. Once I even hear a very embarrassing 
stream of, well, liquid passing. I am at pains to let 
everyone know I am in the office so they don’t 
think it was me. Fiddly things those mute buttons.

Just when I thought it was safe to get a coffee, 
it is time for my next call. How on earth am I 
expected to get my CV done?
Next time... Candid goes to a leaving party.

Beyond the 
call of duty

Candid has a quiet early-morning perusal 
of her CV wrecked by conference calls

“ ONCE I HEAR AN 
EMBARRASSING  
STREAM OF, WELL, 
LIQUID PASSING”

@ Read also

More confessions
bit.ly/1OgAv5U
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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

Close Brothers has been inspiring the employees of 

some of the UK’s best known organisations to make a 

positive change to their financial wellbeing for over 

45 years.  We believe great financial education 

shouldn’t just increase knowledge, but should drive a 

shift in behaviour.

•  Early & mid-career

• Retirement planning

•  Senior executive support

•  Pension reforms

•  Benefits & legislation changes

•  Optimising share benefits

•  Online education & event management

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

T  0800 028 0208 
E  events@closebrothers.com 
W www.closebrothersam.com

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.

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

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

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

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

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.

Supplier 
profiles
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We have a large diverse 
workforce and Lifestyle 
has been the perfect 
reward solution.

“ “

Head of Reward and Global Mobility, 
Amey PLC

For more information call 0345 600 7610
or visit www.thelifestylevoucher.co.uk rewards for every Lifestyle

Lifestyle Vouchers have over 150 of the best shopping and leisure brands, 
so you can really show employees and customers your appreciation.

Red Letter Days_FP_EB_010616.ps   1 13/05/2016   14:40


	EB_010616_001
	EB_010616_002_Co-op_FP
	EB_010616_003
	EB_010616_004_EB Live_FP
	EB_010616_005
	EB_010616_006
	EB_010616_007
	EB_010616_008_EB Wired_FP
	EB_010616_009
	EB_010616_010
	EB_010616_011
	EB_010616_012
	EB_010616_013
	EB_010616_014
	EB_010616_015
	EB_010616_016_Axa_FP
	EB_010616_017
	EB_010616_018
	EB_010616_019
	EB_010616_020_FEM_FP
	EB_010616_021
	EB_010616_022
	EB_010616_023
	EB_010616_024_Denplan_FP
	EB_010616_025
	EB_010616_026
	EB_010616_027_FEMEMMAs_FP
	EB_010616_028
	EB_010616_029
	EB_010616_030
	EB_010616_031_Waterstones_FP
	EB_010616_032
	EB_010616_033
	EB_010616_034_Lifescan_FP
	EB_010616_035
	EB_010616_036
	EB_010616_037
	EB_010616_038
	EB_010616_039_contact directory
	EB_010616_040_Red Letter Days_FP

