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1) SHE HAS A CRUSH ON JOHN 
 IN ACCOUNTS.

2) SHE WAS A BACKING DANCER   
 FOR ALL-GIRL RAP GROUP 
 SALT ‘N’ PEPA.

3) SHE’D REALLY LIKE 
 CORPORATE EYECARE 
 BENEFITS.

Corporate eyecare is an important employee benefi t, as well as a legal responsibility. So it shouldn’t surprise you 
that in a recent survey the majority of employees considered it a valuable addition to their health care package.  

With Specsavers, it’ll cost you only £17 per employee to off er your staff  the most comprehensive corporate eyecare 
package on the market – a full eye test, a pair of VDU glasses (if required specifi cally and solely for VDU use) 
worth up to £45, and retinal screening for the over-40s or when recommended by your optometrist. 

Not only that, but your staff  can save £20 on their own glasses purchases too. 

To fi nd out more, call Specsavers Corporate Eyecare on 0115 933 0800, fax 0115 986 1983 
email uk.corporateeyecare@specsavers.com or visit us at Specsavers.co.uk/corporate

Source: Research carried out among 137 employers in September 2014. ©2015 Specsavers. All rights reserved.
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LEADERIN THIS ISSUE

Why should employers 
support social issues?
Rising property prices and the unaffordability of housing, high levels 
of consumer debt, the so-called ‘crisis’ in the NHS and rising obesity 
levels in the UK barely leave the headlines.

Given the wide reach of such issues across UK society, the chances are that employees in 
almost every workplace will be affected by one of these in some way.

However, many will understandably be reluctant to disclose to their employer or colleagues 
that they are grappling with such issues, given their often sensitive nature. Yet, the stress and 
pressure that these can place on an individual can severely hinder their productivity and 
engagement at work.

Some organisations will always view such social issues as something for individuals to take 
responsibility for and deal with away from the workplace.  

However, an increasing number of employers are recognising the 
advantages of supporting staff through life’s challenges, and 
adapting their benefi ts packages accordingly. See this month’s 
cover story, The way to go, on page 16.

Another trend racing up the agenda is the growth of benefi ts 
technology. In many cases, this is being driven by developments in 
the consumer space, resulting in an increase in the use of apps and 
social media in the benefi ts industry. This is one area I expect to see 
grow further in the coming months. Read more in our Benefi ts 
Technology supplement with this issue.

This year’s Employee Benefi ts Live, which will take place at Olympia National on 21 and 22 
September, is designed to help delegates get up to date on all of the latest trends, including 
benefi ts technology, the workplace of the future, and how to become a destination employer. 
Alongside a packed exhibition hall, the event will also feature a conference programme with 
more than 50 speakers from organisations such as Innocent Drinks, Capital One, Sky and BT, 
as well as provide a huge amount of networking opportunities. See page 9 or visit 
www.employeebenefi tslive.co.uk for more details.

I look forward to seeing many of you there.

Debbie Lovewell-Tuck, Editor
Follow on Twitter: @DebbieLovewell
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EMPLOYEE WELLBEING: THE 
HEART OF HEALTHY BUSINESS  

*Research conducted from a sample of 300 employers and 301 employees in the UK, 2014. **0845 numbers will be charged at 5p per minute, plus your network provider’s access charge.
Products and services are offered by MetLife Europe Limited which is an affiliate of MetLife, Inc. and operates under the “MetLife” brand. MetLife Europe Limited is authorised by the Central Bank of Ireland 
and subject to limited regulation by the Financial Conduct Authority. Details about the extent of our regulation by the Financial Conduct Authority are available from us on request. Registered address: 20 on 
Hatch, Lower Hatch Street, Dublin 2, Ireland. Registration number 415123. UK branch address: One Canada Square, Canary Wharf, London E14 5AA. Branch registration number BR008866. www.metlife.co.uk 
©2015PNTS COMP 1834.1.JUL15

Follow us @UK_MetLife

When it comes to protecting employees, we understand 
the true benefits.
It’s a simple principle – take care of your employees and they’ll be more dedicated to helping your business 
succeed.* And it’s not just financial support that they need. With Group Life and Group Income Protection 
solutions, we can help businesses protect the health and wellbeing of their employees. 

Find out more about our leading solutions by visiting 
www.metlife.co.uk/atwork or call 0845 603 8899**

ENTER A MORE CERTAIN WORLD
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Marianne Calnan

In July, the government launched 
a consultation to establish details 
of its plans to make it compulsory 
for large employers to publish the 
average salaries of male and 
female staff. 

Its plans, which were fi rst 
announced in March, will apply to 
organisations with more than 250 
employees in an attempt to bridge 
the gender pay gap.           

Research by Employee Benefi ts’ 
sister brand Econsultancy, published 
in July 2015, found that male general 
marketeers earn 21% more than 
their female counterparts, and that 
male digital marketing specialists 
are paid an average of £47,247, 
which is £7,182 (15%) more than 
female counterparts.      

Meanwhile, the Women in digital 
report by digital recruitment agency 
The Candidate, which was also 
published in July, revealed that 
women working in the digital 
industry earn 9% less than their 
male counterparts on average.

Clearly, the gender pay gap is 
a workplace dilemma that cannot 
be ignored, and one that the 

of higher male pay? Or is it down 
to men negotiating higher salaries 
on recruitment, possibly requiring 
more control and less fl exibility in 
setting starting salaries?

“Improving pay transparency 
should help stimulate perceptions 
of fairer and non-discriminatory pay 
systems among employers with no 
gender pay gaps; and encourage 
measures to address gaps by those 
employers that do discover a 
signifi cant pay difference.”

@ Read a longer version of this story 
at bit.ly/1mkqTaj

Average pay differentials 
have been brought to the 
fore on both sides of the 
Atlantic this summer. In 
the US, the Securities and 
Exchange Commission 
has adopted a fi nal rule 
that will require public 
employers to disclose the 
pay ratio between the 

chief executive and the 
‘median employee’.

Meanwhile, in the UK, 
the government has 
launched a consultation 
to establish the details of 
its plans to make gender 
pay gap reporting 
compulsory (see above).

One of the problems of 
both announcements is 
the concept of an 
‘average’ fi gure. US 
employers have been 
granted a degree of 
fl exibility in determining 
what constitutes a 
median employee and the 

median compensation 
received by them. While 
reporting details are yet 
to be fi nalised, the UK’s 
gender pay regulation will 
focus on the average 
salaries of male and 
female staff, which 
provides a different, and 
arguably less clear cut, 
data set than a 
comparison of earnings 
for a man and woman 
performing the same job.

The difference in 
average male and female 
salaries could, however, 
help draw attention to the 

wider factors impacting 
female employment, such 
as a lack of women in 
senior roles.

Up to a point, we 
expect the salary of a 
chief executive to be 
higher than that of the 
‘median employee’. 
Attempting to justify 
an average wage gap 
between the genders, 
let alone differing pay for 
a male and female in the 
same role and with a 
comparable level of skill 
and experience, is a whole 
other ball game.

LOUISE’S LOWDOWN Follow Louise Fordham on Twitter: @LouiseFordhamEB

Louise Fordham

TOP 15 MOST VISITED 
STORIES ON THE WEB*

government hopes compulsory 
pay gap reporting will go some 
way to address. 

Duncan Brown, head of 
HR consulting at the 
Institute for Employment 
Studies, said: “It refl ects 
action by the European 
Commission asking 
member governments 
to report on what they 
are doing to promote 
gender pay transparency, 
and action by the Liberal 
Democrats in March to insert 
a clause into the Small Business, 
Enterprise and Employment Act. 
This requires the government to 
implement section 78, compulsory 
reporting, within 12 months.”

There are many reasons why the 
gender pay gap is currently so wide. 
“Is it down to a lack of women at 
senior levels in high-paid jobs which 
skews the overall comparator fi gure, 
implying perhaps a need to address 
career-progression barriers such as 
childcare?” said Brown. ”Or does it 
stem from longer average service 
profi les for men and links between 
pay progression and length of 
service, another common cause 

*Ranked by number of page impressions 
from 16 June to 31 July.
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Marianne Calnan

An appeal has been allowed against a ruling that 
found a former technician had been discriminated 
against after receiving half of the pension he 
would have been entitled to had he been working 
full-time at the time of his ill-health retirement.

In the case of the Trustees of Swansea 
University Pension and Assurance Scheme 
(Swansea) vs Andrew Williams, the Employment 
Appeal Tribunal (EAT) found that the original case 
decision could not stand, and therefore allowed 
the appeal and remitted the case to a fresh 
tribunal for a complete rehearing.

Williams was a full-time technician at the 
university before falling ill and taking early 
retirement in June 2013,  aged 38. He has Tourette’s 
syndrome, depression and obsessive compulsive 
disorder, which rendered him incapable. Neither 
party disputed his status as a disabled employee.

Under the terms of the pension scheme 
applicable to Williams, employees are entitled to a 
pension on retirement at the age of 67, unless the 
retirement is due to ill health. In the case of the 
latter, employees are due the immediate payment 
of the pension and an enhanced pension without 
actuarial reduction, as if they had continued to 
work to retirement age on their current salary.  

Prior to taking early retirement, Williams’ hours 
were temporarily reduced to 17.5 per week in light 
of his disability. No permanent change to his 
contractual hours (35 per week) was made. 

As Williams’ hours and pay had halved, the 
enhanced pension he received was also halved.

 TRIBUNAL 

At the EAT, its president Mr Justice Langstaff 
said: “Without knowing what is unfavourable about 
the conduct of which complaint is made, and why 
it is so, a tribunal is in no position to draw the 
balance between its discriminatory effect and the 
legitimate aim it is said to serve.”

In a statement from law fi rm Didlaw, which 
represented Williams, director Karen Jackson said: 
“We must admit to being disappointed. The EAT 
appears to suggest that the provision is not as 
wide as we might have anticipated.”

Sheila Fahy, professional support lawyer 
counsel in Allen and Overy’s employment practice, 
added: “In the judge’s view, there has to be a 
hurdle, particular diffi culty or disadvantage to 
succeed in this type of claim. The EAT also noted 
that if an employer was obliged to agree to a 
reduction in hours as a reasonable adjustment 
under the Equality Act, it should not be required to 
continue paying the employee as if there had been 
no such reduction in hours.”

Bill Longe
is a partner 

at Baker Tilly

“When you see someone putting on his 
big boots, you can be pretty sure that an 
adventure is going to happen.” AA Milne, 
Winnie-the-Pooh.  

Another Budget and yet more changes 
to pensions tax relief. Coupled with the 
announcement of further consultation on 
the subject, one can conclude that 
pensions tax relief is destined to share the 
same fate as the dodo. So what will it mean 
for employers if the relief is scrapped?

The current system allows employers 
and employees to save to provide for the 
employee in his/her old age. For every £1 
the employee pays into the pot, the 
government adds a further 25p, 67p or 81p, 
depending on the employee’s rate of tax. 

The annual cost of the government 
contributions has reached £50bn a year, 
including £15bn of employer national 
insurance (NI) contributions savings on 
employer contributions to employee 
pension pots.

The Chancellor used his summer Budget 
to announce the consultation highlighting 
potential changes to tax relief.

In short, pensions could in future be 
taxed like individual savings accounts. 
Such an overhaul would bring with it 
numerous challenges for all employers, 
including ensuring the £15bn of NI savings 
that employers receive is preserved as far 
as possible. Salary sacrifi ce arrangements 
would also no longer be effective.

There is little doubt the latest 
announcements will mean that we are all 
about to embark on yet another pensions 
adventure, but employers will need to be 
careful they do not end up paying for it.

What if pensions tax 
relief was scrapped?

@ To read more advice from tax and legal experts, 
go to:  bit.ly/RYrvb6

ADVICE FROM THE EXPERTS

iS
TO

C
K

Disability case is remitted

The latest information on legislation and tax issues affecting benefi ts, including an EAT decision to remit 
a disability discrimination pensions case, pensions tax relief and compliance developments

@ Read a longer version of this story at bit.ly/1hnFq9L

Changes impacting benefi ts in July and August
COMPLIANCE

 The government launched 
a consultation to establish the 
details of its plans to make it 
complusory for large employers to 
publish the average salaries of 
male and female staff: bit.ly/1O9tJ1e

 IBM was granted permission 
to appeal both the breaches and 
remedies judgements made by 

a High Court in February 2015 to the 
higher courts. The High Court ruled 
that members of the organisation’s 
UK defi ned benefi t pension 
scheme would be able to claim 
damages against it over the closure 
of the schemes: bit.ly/1GYzzQz

 The tax-free personal allowance 
will increase to £11,000 a year in 

2016-17, as announced by 
Chancellor George Osborne during 
his summer Budget speech: 
bit.ly/1NOzBMv

 The government launched 
a consultation to gather views 
on whether there is a case for 
reforming pensions tax relief: 
bit.ly/1HMT1TE
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Johnson Fleming Group Limited is authorised and regulated by the Financial Conduct Authority
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HAVE YOU GOT WHAT IT TAKES TO WIN  

THE COVERTED GRAND PRIX AWARD?

If you believe your company has what it takes, you could 

be joining BNP Paribas, winner of five awards this year, 

including the Grand Prix.

3 June 2016 | Put it in the diary

employeebenefitsawards.co.uk

BNP PARIBAS

WINNER 2015
GRAND PRIX

SEE YOUR NAME IN LIGHTS AT THE 2016  
EMPLOYEE BENEFITS AWARDS

SPONSORED BY
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Katrina Ryan
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T: +44 (0)207 970 4661

Sponsorship Enquiries
David D’Souza
Commercial Manager
david.dsouza@centaur.co.uk
T:+44(0)20 7970 4929

General Enquiries
Ellie Long
Senior Events Co-ordinator
eleanor.long@centaur.co.uk
T: +44 (0)20 7970 4112

Barry Davidson
Business Development Manager
barry.davidson@centaur.co.uk
T:+44(0)20 7970 8065 
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Delegates at Employee Benefi ts Live 2015 will have 
the opportunity to learn from a number of employer 
experiences and case studies: 
• Kim Smart, senior HR consultant at Jose Cuervo 
International, will discuss pay management in a 
global arena.
• Karen Gaynor, head of reward at Siemens, will focus 
on the role of reward in talent management.
• Ben Marks, compensation and benefi ts director at 
L’Oréal UK, will discuss the development of a benefi t and 
compensation strategy that is in line with a business’ 
long-term goals.
• John Whitaker, benefi ts consultant at Sky, will 
talk about engaging marketing strategies for 
benefi t offerings.
• Neil Parfrey, head of pensions at Heineken, will discuss 
the impact of recent legislative changes on pensions.
• Steve Exall, employee relations manager and wellbeing 
lead at BT, will examine how employers can support 
mental wellbeing in the workplace.
• Rebecca Seymour, employee relations and reward 
manager at PSA Peugeot Citroën, will speak about the 
role of communication in driving employee engagement 
with benefi ts.

www.employeebenefi tslive.co.uk

Employee Benefi ts Live returns to Olympia National on 21 and 22 September 2015

The focus will be on the future for the keynote sessions on the 
opening day of Employee Benefi ts Live 2015.

Jane Marsh, group people director at Innocent Drinks, will 
open the conference on the morning of 21 September to look at 
the most effective ways to engage the workforce of the future.

Later that day, Dr Chris Brauer (pictured), director of innovation 
and senior management studies at Goldsmiths, University of 
London, will close Monday’s proceedings with a keynote session 
on wearable technology.

Meanwhile, on Tuesday 22 September, Duncan Brown, head 
of HR consultancy at the Institute for Employment Studies, will 
deliver a keynote speech on unequal pay.

Finally, Karen Bowes, vice president international HR at Capital 
One, will present the event’s fi nal keynote session, during which 
she will give an insight into how an organisation can become 
a destination employer. 

Siemens, L’Oréal, Sky and 
BT to share experiences

Network with industry 
experts at Employee 
Benefi ts Live

Keynote speakers look at what lies ahead for reward and benefi ts 

Alongside a packed conference programme, 
delegates will have the opportunity to network 
with more than 100 providers, advisers and 
consultants in the reward and benefi ts industry.

Aon Employee Benefi ts is headline sponsor 
for this year’s event. On 21 September, the 
opening keynote session is sponsored by Elian, 
while the closing keynote on 22 September 
is sponsored by Generali Employee Benefi ts.

Other show sponsors include Arthur J 
Gallagher, Barclays, Buck Consultants at Xerox, 
Gourmet Society, Jelf Employee Benefi ts, 
Pluris Recruitment, Tastecard, Zenith 
Leasedrive and Zurich.

The event’s supporting partners include Club 
Wembley, Fruitdrop and Lifescan.
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@ email us at eb.editorial@centaur.co.uk with your views

Follow us on Twitter: @EmployeeBenefi t INTERACTIVE

PEOPLE 
MOVES

All goes Wells for Ashley-Jones
Gareth Ashley-Jones has 

taken up the role of Europe, 

Middle East and Asia (EMEA) 

benefi ts manager at banking 

fi rm Wells Fargo. Ashley-

Jones was previously director of AJ 

Consultancy Services.

Gaffney drives Benfi eld rewards
Emma Gaffney has moved to 

Benfi eld Motor Group to take 

up the role of reward 

consultant (interim). Gaffney 

previously worked at Sage 

UK between 1999 and April this year 

in a variety of positions.

Harris to deliver DX’s payroll
Logistics and delivery fi rm 

DX Network Services has 

appointed Angela Harris 

payroll and benefi ts 

manager. Harris’ previous 

roles include total rewards manager, 

Europe at Baker Hughes.

Gourlay motors on to Honda
Caroline Gourlay has moved 

to Honda of the UK 

Manufacturing to become 

senior reward manager. 

Gourlay previously worked 

at Hitachi as a reward consultant, and 

Trader Media Group in a variety of roles.

Smithson tops Hill’s HR department
Clare Smithson has joined 

housebuilding organisation 

Hill as group head of human 

resources. She will also 

develop Hill’s existing 

framework for employee recognition, 

reward and training.

Wolseley UK elevates McCawley
Neil McCawley is now group 

head of reward at Wolseley. 

He was previously UK head 

of reward, benefi ts and 

policy. Prior to joining the 

construction fi rm, McCawley was pay 

and benefi ts manager at One Stop.

Ikea UK is to introduce the living wage from April 2016. 
The retailer has committed to paying all staff at least £7.85 
an hour, and a minimum of £9.15 an hour in London.

The pay increase is expected to impact 50% of Ikea UK’s 
9,000 employees.

Ikea’s living wage pledge is part of a wider initiative 
to ensure that staff receive the right level of pay, as well as a schedule and contract that works for them, the 
organisation and customers.

The living wage is the rate of pay calculated by the Living Wage Foundation to cover the basic cost of living in 
the UK. It is distinct from the national living wage of £7.20 an hour announced by Chancellor George Osborne in the 
2015 summer Budget.

MOST  TALKED-
ABOUT NEWS

@JelfEB: Don’t miss us & @goodman_
masson at #EBLive: “Boost 
#employeeengagement with 
#tailormade benefi ts”. 
Book your place

@NathanPluris: ‘BNP Paribas and Sky 
to speak at Employee Benefi ts Live 
2015’ #EBLIVE2015 #Employeebenefi ts 
ow.ly/Q79GD

@Benefex_UK: Employee Benefi ts 
Live is fast approaching. Have you 
registered for your ticket? 
buff.ly/1Ktz9pj #EBLive

@marketingatJM: Looking forward 
to the 2015 #EBLive, such a great place 
to connect. #employeerecognition

@PayDashboard: We are attending 
@EB_Live on 21 & 22 September, 
hoping to fi nd some really innovative 
#employeebenefi ts

TOP TWEETS 
IN THE RUN-UP TO 
EMPLOYEE BENEFITS 
LIVE 2015

@AonBenefi ts: We’re exhibiting @
EB_Live as the headline sponsor at 
Olympia National, London, 21 & 22 Sept. 
Register now: bit.ly/1MKpxWV

“Ikea’s commitment to pay all employees the living wage is a signifi cant 
step for the retail industry so soon after the Chancellor’s Budget, and sets 
a benchmark for retailers seeking to be socially responsible.

“This commitment reinforces the retailer’s credentials as an ethical employer.
“With some commentators questioning the affordability of the living wage 

for employers, Ikea’s move will no doubt be scrutinised carefully by other retailers.
“Far from being punitive, this fi rst mover advantage is much more likely to 

pay dividends for the Ikea brand, supporting staff recruitment, retention and 
building goodwill.”

Melanie Stancliffe, employment specialist and partner 

at Thomas Eggar
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£

Complementary
Therapies 
Physiotherapy,  
acupuncture,  
osteopathy  
and chiropractic  
treatment.

Alternative Therapies 

 
homeopathy and hypnotherapy.

Health  
Screening

Medicash Plus from only 95p per week...

 
today on 0800 195 2992 

Dental 
Cover for routine  

 

Medicash Extras
Discount Scheme

FREE Cover for Children  
up to their 24th Birthday 

Optical 
 

Private GP Fees, 
Chiropody, 
Prescriptions  
& Flu Jabs

PMI Excess Cover 
& Specialist 
Consultations

Diagnostic  
Tests & Scans
 

 
 

PET scans.

Dental  
Accident  
& Injury

Add our Premium Employee Assistance Programme   
With up to 8 face to face counselling sessions, Day 1 stress intervention service and Best Doctors® for just 15p extra per week.
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22 - 23 SEPTEMBER  |  GRANGE ST PAUL’S HOTEL, LONDON

DELEGATE ENQUIRIES 

+44(0)020 7970 4667
katrina.ryan@centaur.co.uk 

SPONSORSHIP ENQUIRIES

+44(0)20 7970 4647
mark.philbrick@centaur.co.uk

Discuss how to embrace agile working to 
establish the optimal work force and better 
meet the needs of your clients with; 

Derek Cummings, HR Director,  
Burness Paull LLP

Penny Newman, Director of People and 
Knowledge, Lewis Silkin

Andrew Try, Managing Director, ComXo

How do you adapt  
your workforce  
to better serve  
your clients?

Book your place at the summit at:
businessleadership.thelawyer.com

Join the 
debate  
at the  

Summit

In association with: Silver Sponsors: Sponsored by:

21st Century Switchboard

Bronze Sponsors:

Client needs are 
changing; they 

are asking for 
different services, 
different attitudes 
and a more flexible 

service provider
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THE BIG QUESTION

The summer Budget has 
marked a milestone in 
the living wage 
movement. The 
announcement of a 
minimum wage premium 
for over-25s is a huge 
step in the right direction 
to tackle the low-wage 
culture in the UK.

Currently, 1,600 businesses are accredited 
living wage employers that commit to pay all 
employees, and sub-contracted staff, the living 
wage. It is a voluntary rate, calculated 
independently and based on the cost of living 
in the UK. It is currently set at £7.85 an hour or 
£9.15 in London. The minimum wage premium 
for over-25s will result in an increase for many 
workers currently earning just £6.50 to £7.20 
an hour in April 2016, with an aim to raise this 
rate to £9.00 an hour by 2020.

However, we are concerned that the Budget 
announcement may cause confusion for 
businesses, workers and customers. There are 
now fi ve various national minimum wage rates, 
including one that Chancellor George Osborne 
referred to as the national living wage, which 
many organisations already know to be the 
voluntary rate. We hope that these various 
rates, and the different times at which they will 
come into effect during the year, will not cause 
an additional enforcement challenge.

An unintended, but helpful, consequence of 
the Chancellor’s announcement has been an 
increase in enquiries to the Living Wage 
Foundation by organisations seeking to 
implement the voluntary living wage across 
their business. We call on businesses that 
can, to show leadership and pay above the 
statutory minimum.

When the national 
minimum wage (NMW) 
was introduced in 1999, 
employers and classical 
economists predicted 
the loss of millions of 
jobs as the unintended 
consequence of such 
generous ‘over-payment’, 
as low-skilled workers 

priced themselves out of the labour market. It 
did not happen, and even during the recession, 
rates of employment held up well.

The new national living wage has led to a 
similar response. Far from celebrating that 2.7 
million workers will experience a rise in their 
standard of living, The Economist gloomily 
predicted that “policymakers are accelerating 
into a fog” that risks “pushing some workers 
out of the labour force for good”.

But these employers, which have a cost-
minimisation, rather than human capital model 
of employment, might receive a much better 
surprise, one the Chancellor is counting on as 
part of his 15-point plan to address the 
‘productivity puzzle’. We are 25% less 
productive than our major international 
competitors because we have too many 
low-skilled, low-paid, low value-adding workers.

These employers will hopefully be forced to 
train and develop their staff, and in the process 
will learn that higher-paid, higher-skilled staff 
generate proportionately more in fi nancial 
returns for their fi rm and for the economy as a 
whole. Employers ranging from the Queen Mary 
University of London to KPMG, and a raft of US 
research on the positive effects of higher 
minimum wages in cities such as Seattle, all 
demonstrate this. Paying staff well pays off, for 
them, their employer and the economy.

As major decisions go, 
the choice to become a 
living wage employer last 
year was a relatively easy 
one. Paying the 
workforce, including 
contracted employees 
and apprentices, a fair 
wage that gives them the 
opportunity to live a 

happy and healthy life is the right thing to do.
Becoming the Living Wage Foundation’s fi rst 

high street Principal Partner means our 
responsibilities do not stop with paying our 
employees a fair wage. A key aspect of this 
partnership is to encourage other employers to 
sign up to become a living wage employer.

The Chancellor’s announcement to increase 
the minimum wage for over-25s is undoubtedly 
a step in the right direction and we welcome it. 
In fact, we would argue that the introduction of 
the enhanced minimum wage, to which all 
employers must adhere, reduces the cost of 
going that extra step and becoming an 
accredited living wage employer.

Our concern, however, is for those who are 
below the age of 25 and apprentices. There are 
questions about whether over-25s who 
become apprentices will receive the enhanced 
minimum wage and this needs to be 
addressed, as paying apprentices the living 
wage makes the scheme a more viable option 
for older people looking to start a new career. 

It is clear the living wage campaign is 
gathering momentum: it is constantly in the 
news and the nation’s consumers are clearly 
supportive of it. Therefore, my question to 
employers that perhaps can afford to pay their 
employees a living wage, but have chosen not 
to do so, is: can they afford not to?

Will the national living wage have 
unintended consequences?

Rhys Moore is director of the Living Wage 

Foundation

Duncan Brown is head of HR consultancy at the 

Institute for Employment Studies

Alison Robb is group director of Nationwide 

Building Society

Do you agree with these views? Join the discussion by searching for the EmployeeBenefi ts group on 
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PENSIONS @ www.employeebenefi ts.co.uk/benefi ts/pensions

PENSIONS
IN NUMBERS
Louise Fordham rounds 
up the latest facts and 
fi gures on pensions
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freedoms have led them to offer a greater 

level of fi nancial education. (Source: 

Close Brothers Asset Management, 
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35% 
of 16-19-year-olds expect a pension 

as standard in their fi rst job. (Source: 
Adecco, March 2015) 
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40% cited pensions as the safest way 
to save for retirement. (Source: ONS, 

July 2012 to June 2014) bit.ly/1UJAsn6
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THREATS ON HORIZON

MANAGING RISK

SPOILING THE GRANDKIDS

Learn more about Timewise Target Retirement Funds™ at www.ssga.com/ukdc-eb  

Timewise Target Retirement Funds™ help members save 
confi dently for what matters most to them
In an investment landscape this complex, how do you help people in your DC plan achieve 
their hopes for retirement – without saddling them with anxiety-inducing levels of risk? 
A range of funds based on substantial member research could help. With Timewise Target 
Retirement Funds™, asset allocation is adjusted over time, helping to consolidate and 
protect gains as retirement gets nearer and beyond. It means your members can relax and 
look forward to enjoying more time with their families.

State Street Global Advisors Limited. Authorised and regulated by the Financial Conduct Authority. Registered in England. Registered No. 2509928. VAT No. 5776591 81. 
Registered offi ce: 20 Churchill Place, Canary Wharf, London E14 5HJ. Telephone: +44 (0)20 3395 6000. Facsimile: +44 (0)20 3395 6350. Web: www.ssga.com. Investing 
involves risk including the risk of loss of principal. State Street Global Advisors is the investment management business of State Street Corporation (NYSE: STT), one of the 
world’s leading providers of fi nancial services to institutional investors. DCUK-0163. Exp. 30/07/16. © 2015 State Street Corporation – All rights reserved.
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THE WAY TO GO
Social issues, such as rising house prices, high consumer debt and pressures 
on the NHS, can all weigh heavily on employees, but employers can offer 
a range of measures to steer staff through, says Nick Martindale
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>  Broader societal trends are affecting employees 
and concerning employers.

>  The cost of living is a particular issue, with 51% 
of staff concerned about their fi nances.

>  Employers are increasingly helping employees save 
money for deposits on houses, and even to get 
access to mortgages.

>  Some organisations are now offering tailored 
health screening programmes to protect against 
particular conditions.

IF YOU READ NOTHING ELSE, 
READ THIS. . . 

JA
CK

O

L
ife for today’s employees is not quite as simple as 
it once was, when people could hope to fi nd work 
with a local business that would offer a job for life 
and provide a generous defi ned benefi t pension at 
the end of it. Today, staff must juggle a much 

more fl uid labour market with other wider societal trends, 
including trying to get on the housing ladder, paying off 
debt and saving for the future, at the same time as 
safeguarding their own physical and mental health.

Help with property
For many, getting on to or moving up the housing ladder 
is a priority. There are measures employers can take here 
that would help. John Harding, pay, performance and risk 
partner at PricewaterhouseCoopers (PWC), highlights the 
ability to offer employees tax-advantageous loans of up 
to £10,000, which could be used to help build a deposit, 
as well as the new housing individual savings account 
(Isa) that will be introduced in October this year.

“Employers could have a role to play as a promoter, 
making sure their younger employees realise there is this 
opportunity to get a large subsidy from the government 
towards the deposit for a fi rst home,” he says.

This could lead to large sums being built up over time, 
which people tend not to notice coming out of their pay 
each month, he adds.

Health insurance fi rm Simplyhealth has taken steps to 
help its own staff save up through its First Home scheme, 
under which employees can deposit 3% to 6% of their 
basic monthly salary into a savings account, which will 
then be matched by the business. To date, more than 50 
employees have saved enough for a deposit in this way, 
says Corinne Williams, head of HR at Simplyhealth.

Other organisations have developed their own tailored 
packages, looking not just at the initial deposit but also at 
mortgage availability. KPMG, for instance, has negotiated 
an arrangement with Clydesdale and Yorkshire Bank 
under which all its employees have access to a private 

banking relationship. This means they can get preferential 
deals offered by the bank, but it also offers the prospect 
of a greater understanding around potential future 
earnings, so, in theory, staff can borrow more than they 
would be able to if they walked into a high street bank.

Sara Flanagan, head of employee benefi ts and 
wellbeing at KPMG, says: “We recruit a lot of graduates 
each year. Their future potential is quite high, but at that 
early stage in their career, when they need the support, 

it’s very diffi cult for them to get it. We were asking the 
bank not just to look at them now, but at who they will be 
in the future.”

Financial worries
For some employees, it is another aspect of fi nance that 
is causing them issues. According to the report Financial 
stress is impacting UK employees, published by Sodexo 
in April 2014, more than half (51%) of employees are 
worried about their fi nances, with one in fi ve saying this 
affects their productivity at work.

Employers are also becoming increasingly concerned 
about staff getting into debt, particularly on credit cards 
and through payday loans, says Tobin Murphy-Coles, 
commercial director at Aon Employee Benefi ts.

“Payday lenders are increasingly recovering debt 
through attachment-to-earnings orders, so employers 
are beginning to see at fi rst hand the scale of this,” 
he explains.

Some are starting to signpost employees to debt 
support resources or their own employee assistance 
programmes, but increasingly businesses are also looking 
at providing fi nancial education in the workplace to help 
employees get their fi nances back on track.

This is particularly effective for lower-paid workers, 
who are most likely to be affected by high levels of debt 
and may be able to benefi t from some easy solutions. 
Henry Tapper, director of First Actuarial, says: “Those 
between the minimum and the living wage are a good 
target market for this, and these are the people who are 
currently excluded from any form of advice because 
fi nancial advisers won’t go near them.”

There are also some practical measures employers 
can take, says Gabbi Stopp, head of employee share 
ownership at IFS Proshare. “Simple things can help 
immeasurably,” she says. “Paying staff in the middle 
of the month so that bills can be met, allowing staff 
to save through payroll deductions and setting up 
dedicated online portals on [organisations’] websites 
are examples of how [employers] are discouraging 
negative employee behaviours.”

Employers [could make sure] their 
younger employees realise there is 
this opportunity to get a large 
subsidy from the government 
towards the deposit for a fi rst home”
John Harding, PricewaterhouseCoopers
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Book now for a night to remember!
Everyone who is anyone in international global mobility will be at 
The Expatriate Management and Mobility Awards (EMMAs). It’s your best 
chance to network, celebrate and keep up to date with the industry, so make 
sure you don’t miss out.

Join the best and brightest in global mobility and book your table today.

 EMEA EMMAs  APAC EMMAs
 6 November  1 December
 London   Hong Kong

Has your  
organization  
had an  
exceptional 
year?

Visit www.forum-expat-management.com to find out more
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Supporting health
Providing healthcare or wellbeing 
assistance is another area to which 
employers are increasingly fi nding 
themselves drawn. According to the 
Simplyhealth/YouGov Everyday health 
tracker research, published in June 
2015, 44% of staff currently receive 
some kind of support from their 
employer, with bikes-for-work schemes 
and workplace counselling being cited 
as the most common measures.

But the pressures of paying off debt, 
saving money for house deposits, 
or simply meeting 

CASE STUDY GOODMAN MASSON

Goodman Masson attracts talent with supportive benefi ts A whole-of-workforce 
approach means 
[employers] can offer 
enhanced medical 
provision at a fraction of 
the cost of full private 
medical insurance”
Alistair Dornan, Capita Employee Benefi ts

Four years ago, fi nancial 
recruitment fi rm Goodman 
Masson reviewed its 
remuneration package and 
implemented a number of 
measures as part of its 
Benefi ts Boutique fl exible 
benefi ts scheme. 

A central part of this is its 
mortgage fund, into which staff 
can contribute as much as 
20% of their salary each month 
for three years, with the fi rm 
adding a further 33% of the 
total. For staff who put in their 
bonus, the employer 
contribution is higher, at 50%.

Guy Hayward, chief 
executive of Goodman Masson, 
says: “If [an employee] 
deposited £300 a month and 

[their] bonus into 
the fund, then 
with our top-up 
it would give a 
value after three 
years of more 
than £40,000, 
which is a 
suffi cient deposit.”

The organisation operates 
a similar system to help 
employees pay off student 
debt, to which the business 
contributes 50% of the amount 
paid in after three years.

Hayward believes that its 
efforts to better engage staff, 
which have also included 
designing chill-out zones and 
various recreational facilities, 
are already having an impact. 

“This year, 69% of new 
recruits have come to us 
direct,” he says. “Four years ago 
it was 25%. Being creative 
attracts the best talent.”

� Guy Hayward will be 
speaking on ‘How to boost 
employee engagement with 
tailor-made benefi ts’ at 
Employee Benefi ts Live 
on 22 September 

, 
epositts, 

g

the cost of day-to-day living, means 
employees are increasingly opting out
 of health benefi ts, says Murphy-Coles. 
In addition, providing private medical 
insurance to all employees is viewed as 
unaffordable by most organisations.

Instead, some employers are 
screening for conditions that are 
more relevant to their own employee 
base, as well as diseases such as 
cancer, says Alistair Dornan, head of 

health management at Capita 
Employee Benefi ts. 

“A whole-of-workforce approach 
means [employers] can offer enhanced 
medical provision to employees at 
a fraction of the cost of full private 
medical insurance,” he says.

Nutrition business Danone has 
developed a tailored health screening 
programme for more than 600 staff, 
looking out for issues such as vitamin D 
defi ciency and coeliac disease. John 
Mayor, head of UK reward at Danone, 
says: “We found that 40% had 
a vitamin D defi ciency, so we now offer 
free supplements. Then we had an 
element of abnormal liver functionality 
in 32% of people scanned, so this year 
we’re looking into the issues behind it.”

The organisation will also introduce a 
fi tness assessment after a high number 
of people were found to be overweight.
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In the future, the emphasis on health 
may need to be extended to elder care. 
According to the Employee Benefi ts/
Towers Watson Flexible benefi ts 
research, published in April 2014, the 
provision of emergency care for elderly 
people via fl exible benefi ts schemes 
grew by a huge 142% in 2013.

The impact of broader societal issues  
on employees mean employers will 
need to develop strategies to help 
people cope, whether they like it or not. 

“Employers need to think about a 
whole array of new things that they 

Viewpoint

Employers play a vital role
Broader societal problems affect a fi rm’s performance 
because employees do not leave their personal 
problems at the door when they enter the workplace. 
Worries about debt, housing and personal 
relationships affect how many employees perform at 
work. Diffi cult personal circumstances affect energy 
levels, concentration and engagement.

Employers have an important role in facilitating or 
offering a range of services to help employees 
address these issues. For example, in a context of high 
levels of personal debt and the ready availability of 
payday loans, employers may work with respected 
debt management services to offer impartial and 
independent advice to employees.

Offering a wide range of services helps generate a 
climate of support in which employees feel backed by 
the employer, rather than feeling pressured about 
their ability to perform in a job.

An important aspect of this support is encouraging 
open discussion of the issues employees face. For 
example, an increasing number of employees will be 
required to care for elderly relatives and plan for their 
own long-term care. It is important that employers 
understand and support staff through the provision of 
fl exible-working arrangements and fi nancial advice. 
Such support is also vital for employees to remain in 
work and improve quality of life.

Nick Bacon
is professor in human 
resource management 
at Cass Business School

haven’t considered before as part of a 
benefi ts package,” says Murphy-Coles. 

“The challenge is getting the 
cost-benefi t analysis right so that the 
investment and the benefi ts will help 
reduce the issue they have got.” 

The right employee benefi ts 
can boost the outlook of 
a whole business – from 
boardroom to staffroom.

Products and services are offered by MetLife Europe Limited which is an affi liate of MetLife, Inc. and operates under the “MetLife” brand. 
MetLife Europe Limited is authorised by the Central Bank of Ireland and subject to limited regulation by the Financial Conduct Authority. 
Details about the extent of our regulation by the Financial Conduct Authority are available from us on request. Registered address: 20 on 
Hatch, Lower Hatch Street, Dublin 2, Ireland. Registration number 415123. UK branch address: One Canada Square, Canary Wharf, London 
E14 5AA. Branch registration number BR008866. www.metlife.co.uk ©2015PNTS COMP 1833.1.JUL15

HAPPINESS AND 
PRODUCTIVITY 

GO HAND IN HAND

For leading Employee Benefi ts solutions, visit 
metlife.co.uk/atwork or call 0845 603 8899*

Follow us 
@UK_MetLife

* 0845 numbers will be charged at 5p per minute, plus your network 
provider’s access charge.

Nick Martindale
is a freelance journalist

@ Read also How to create an integrated 
fi nancial wellbeing strategy at bit.ly/1Lytytq

What employees think…

The PricewaterhouseCoopers Employee benefi ts research of 2,400 UK 
employees, published in April 2015, revealed how staff view benefi ts related 
to the housing market, debt and healthcare:

 �  The most popular benefi t 
employees would like, cited by 
44%, was shopping vouchers.

 �  Some 37% of employees list 
access to better mortgage rates 
as a benefi t they would most like
to see.

 
�  Healthcare was the third most 

popular benefi t, with 36% 
saying they would like to see 
this introduced.

 �  Two-thirds of employees would 
not sacrifi ce take-home pay for 
any benefi ts.

What employees think...
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Health Insurance, COVER and Corporate Adviser Awards 
Best Healthcare Cash Plan Provider

BEST CASH PLAN 
PROVIDER

...is for Reducing Absence with  
our OH care plan and Active Care

Call us free on

0800 378051
www.healthshield.co.uk
Tailored  Essentials  Elements  Corporate  Flex

Our health cash plans can help you look after the wellbeing of your 
employees - whatever your needs or budget. Our plans provide up to 

dental and physiotherapy alongside a virtual GP surgery and a personal 
coaching website.

 

more quickly.

Unlimited access to OH professionals
Stress prevention programme
Support from day one of absence
Occupational Health helpline for 
Employers
Support with return to work including 
fact sheets and videos 

Find us on @HealthShieldUK

Health Shield Friendly Society Limited is authorised by the Prudential Regulation 
Authority and regulated by the Financial Conduct Authority and the Prudential 
Regulation Authority. *Subject to annual review. Up to chosen limits.
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Total reward
made easy

Experience THE HUB® on stand 
231 at Employee Benefi ts Live

Brand 
your

benefi ts

Arthur J. Gallagher (Employee Benefi ts) and Arthur J. Gallagher (Wealth Management) are trading names of Gallagher Risk & Reward Limited, which is authorised and regulated by the Financial Conduct 
Authority. Not all business carried out by the company is regulated. Registered Offi ce: The Walbrook Building, 25 Walbrook, London EC4N 8AW. Registered in England and Wales. Company Number: 
3265272. Shilling Limited is a wholly-owned subsidiary of Risk & Reward Group (Holdings) Limited. www.gallaghereb.com

Tailored
Pension

Education

Multi-channel 
communication, 

you control

Online Total 
Reward 

Statement

Integrated 
voluntary 
benefi ts

Accessible via 
PC, mobile, 

tablet 

ONE CUSTOMER. ONE CARD. ONE FLEET SOLUTION.  

Imagine a fuel card that gives you the peace of mind of Chip & PIN security.

Introducing Allstar One. A bespoke management solution shaped entirely around your 

fl eet’s needs, no matter how big or small.

As well as the security benefi ts of Chip & PIN technology, you’ll also have access to the UK’s largest 

fuel network of 7,600 fuel sites, of which 1,780 are discounted diesel sites. Choose to use your card 

just for fuel or enhance your card with the ability to pay for glass repair and replacement, M6 Toll, servicing, 

roadside repair, tyres and much more, whilst enjoying signifi cant savings. What’s more, because all transactions 

are on one, consolidated, HMRC compliant invoice, you’ll be able to dramatically reduce your administrative burden.

To fi nd out more about how to shape your One world, call us today on 0870 974 9789 or visit www.allstarcard.co.uk one

CHIP & PIN 
SECURITY? 
MAKE IT PART 
OF YOUR 
ONE WORLD.
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HEALTHCARE

T
reating musculoskeletal disorders 
(MSDs) needs to be a high priority for 
UK employers, given that they are 
cited as one of the main causes of 
both short- and long-term absence, 

according to the Chartered Institute of 
Personnel and Development (CIPD) and 
SimplyHealth’s Absence management survey, 
published in October 2014.

While an MSD has a debilitating effect on an 
employee and their working life, it can also 
have a large impact on the workplace. For 
employers, dealing with employees with MSDs 
can be complex. They need to look at both 
preventative measures and effective 
treatment, as well as the direct and indirect 
costs involved in supporting an employee. 
These can include loss of productivity, sick pay 
and the cost of covering the employee’s duties.

Musculoskeletal disorders are a major cause of absence, but a preventative 
approach and effective treatment can ease the pain, says Tynan Barton

DOWN TO THE BONE  

An ageing workforce also presents a 
challenge to employers because this employee 
group is typically more at risk of developing 
MSDs. Mark Fletcher, clinical director at Physio 
Med, says: “A lot of the people engaging in our 
service are from the 40-60 age bracket. 
People are working harder, more intensely, 
and they’re getting older.”

>  Musculoskeletal disorders (MSDs) and 
back pain are among the main causes of 
short- and long-term absence in the UK.

>  Ergonomic assessments and 
physiotherapy services can help identify 
and treat MSDs.

>  Physical activities, such as walking clubs 
and yoga classes, can help prevent the 
onset of MSDs.

IF YOU READ NOTHING ELSE, 
READ THIS. . . 

@ www.employeebenefi ts.co.uk/benefi ts/healthcare-and-wellbeing

But MSDs can include a range of symptoms 
and conditions, and can affect any employee, 
regardless of their type of work or role in an 
organisation. Back, neck and joint problems are 
common across all service sectors. The pain, 
limited movement or stiffness that an MSD 
causes can have a huge impact on an 
employee’s function or activity.

Employee absence costs
To help counterbalance the cost impact of an 
employee with an MSD, an employer can fi rst 
explore preventative, cost-effective measures. 
Fletcher recommends that employers look at 
the ergonomics and the working environment. 
“[Employers] can look at individual roles, and 
[carry out] job task analysis to see if they can 
make it more effi cient,” he says. “[They] can 
do functional assessments of the individual, 
or physiotherapy assessments of certain 
body parts.”

The legally required ergonomic assessment 
is a key starting point, says Beate O’Neil, head 
of Punter Southall Health and Protection’s 
wellness division. The assessment provides 
employers with information about areas that 
need to be addressed, both in the physical 
workspace and with the employee’s wellbeing.

Employers are also advised to examine their 
benefi ts spend to see how spending wisely in 
one area can have an impact on another. For 
example, is it possible to integrate physical 
activity programmes and schemes to bring 
about savings? Jan Vickery, head of 
musculoskeletal health at Axa PPP Healthcare, 

A lot of the people engaging 
in our service are aged 
40-60. People are working 
harder, more intensely, and 
they’re getting older”
Mark Fletcher, Physio Med
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Viewpoint

Professor 
Sayeed Khan
is chief medical 
offi cer at EEF, the 
manufacturers’ 
organisation

Musculoskeletal disorders (MSDs) and 
back problems have again been ranked 
as the most common cause of long-term 
sickness absence by almost two-fi fths 
of employers in the latest annual 
sickness absence survey by EEF and Jelf 
Employee Benefi ts, published in June 
2015. This has risen sharply, having been 
ranked the most common cause by 
a fi fth of employers last year.

MSDs can be any condition with pain 
from the neck downwards, through the 
back, hip, knee and ankle. There can be 
considerable impact on an employee’s 
ability to perform and they often require 
workplace adjustments.

The conditions are not limited to 
those in manual work but can be just as 
prevalent in management and less 
physical jobs. Someone who has severe 
back pain is as likely to be working in a 
design or research facility, sitting at a 
PC all day, as they are to be engaged in 
more physical roles on the shop fl oor. 
This is why treating MSDs should be a 
high priority: the effects can be felt right 
across the employee spectrum and 
affect all areas of an organisation.

EEF’s survey showed that while a 
third of organisations reported MSDs as 
the most diffi cult cause of absence to 
make adjustments for, this was a sharp 
rise of 10% compared with last year, 
illustrating that the problem is growing.

However, employers can deal with 
MSDs cost-effectively for a relatively 
small investment. Employing a good 
occupational health professional to 
make risk assessments in the 
workplace and suggest modifying tasks 
can provide a substantial return on 
investment compared with providing 
high levels of long-term sick pay.

Musculoskeletal disorders 
need to be a high priority

Tynan Barton
is features editor 

at Employee Benefi ts

@tynanbarton

@ Read also Where should group risk sit in a health 
and wellbeing strategy at bit.ly/1h6dGqv

says: “Encouraging good musculoskeletal 
health will mean that people can lead better 
lifestyles, can exercise and are less likely to 
claim on private medical insurance (PMI).”

Added extras
Employers can tap into the extras offered by 
healthcare benefi t providers, such as lunch-
and-learn sessions on subjects such as posture 
and back care. “They reinforce to employees 
what they need to do to look after their backs, 
for example, take breaks or don’t sit in one 
position for too long,” says O’Neil.

Creating and promoting physical activity 
groups at work can also aid MSD support 
without increasing budgets. Walking groups, 
lunchtime yoga or pilates sessions, or 
information on the intranet and newsletters, 
can keep physical activity at the front of 

employees’ minds. “Physical wellness is 
important to staying fi t and healthy; things 
such as pilates or a gym class in lunch breaks 
help ensure fl exibility,” says O’Neil. “If an 
employer offers discounted gym membership, 
it can promote those classes.”

As with any benefi t, a return on investment 
is necessary to ensure it will be a long-stay 
measure.  Vickery says: “If we show the return 
on investment [of a programme], it may have 
an impact on measuring it, not always in terms 
of cost, but in how it has changed behaviour, or 
has engaged employees more, for example.”

Ensuring employees with MSDs get the right 
support is just as crucial as implementing 
preventative measures and keeping them 
fi t and well on their return to work  

Learning sessions reinforce 
how staff can look after their 
backs, for example, take 
breaks and don’t sit in one 
position for too long”
Beate O’Neil, Punter Southall Health and Protection

�

CASE STUDY  
JOHN LEWIS 
PARTNERSHIP

Retailer gets physical 
with its employees
With around 90,000 employees, many 
of whom carry out physical tasks during 
their working day, the John Lewis 
Partnership has long provided 
physiotherapy services for staff.

Two years ago, it changed its approach 
to physio provision as part of a 
consolidation of its health services. As 
with many employers, the partnership, 
which comprises John Lewis and Waitrose, 
noted that musculoskeletal disorders were 
one of the largest causes of absence 
among staff. Working with Physio Med, it 
has been able to distinguish between 
different types of injury, specifi cally 
lower-back issues, which are the most 
common injury type.

The partnership changed its approach 
and process to enable staff to get help 
more quickly. After an initial triage and 
over a 10-day cycle, staff have reported 
results such as pain disappearing and 
increased mobility and productivity levels.

Nick Davison, head of partnership health 
services at John Lewis Partnership, says: 
“Being able to give help and support much 
more quickly, and fi nd a resolution to 
fi tness more rapidly, means [employees] 
are able to get back to full productivity 
faster as well.”

The retailer also provides podiatry for 
staff, including a screening programme 
that assesses an employee’s gait and how 
they stand, and advises on orthotics or 
foot care to help avoid the onset of future 
lower back, hip or knee issues. 

“We have tens of thousands of 
[employees] who stand up every day in 
our shops, so it’s a really important thing 
for us,” says Davison.
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Research among employees has revealed that 
70% of offi ce workers, and 79% of those 
aged 18-34, want their employer to support 
them in taking regular breaks at work for the 
sake of their health, according to a report by 
YouGov for Performance Health Systems.

The research also showed that 73% of 
workers sit at their desk for up to six hours 
without a break and 62% experience 
discomfort at work from prolonged sitting for 
more than 90 minutes. 

The term ‘sitting disease’ has been coined 
by scientists to refer to metabolic syndrome 
and other ill-effects of an overly sedentary 
lifestyle, usually related to the long periods for 
which many of us are seated while at work.

Sitting disease usually manifests as daily 
aches and pains, brought on by sitting for too 
long or performing the same repetitive 
movements, that we know are there but do 
not worry us enough to take action. 
Symptoms include: feeling lethargic, stiffness 
in shoulders, neck or spine, bad posture, and 
numbness in the lower limbs. If this behaviour 
continues, it puts staff at risk of serious health 
problems. An inactive work environment is 
shown to cause hormonal changes and may 
increase the risk of anxiety, high blood 
pressure, cardiovascular disease, musculo-
skeletal disorders, depression, diabetes, 
osteoporosis, spinal disc herniation, lipid 
disorders, colon cancer and obesity. Sitting for 
more than six hours a day can shorten the life 
span of men by 20% and women by 40%.

Sitting disease is not just a concern for the 
physically inactive. The ‘fi t and focused’, who 
visit the gym regularly or are active outside 
work, are at risk too. Even hitting the 
recommended level of physical activity of fi ve 
sessions of 30 minutes a week does not offset 

Sitting for long periods can lead to serious long-term health problems, but new 
solutions are emerging that staff are happy to engage with, says Chris Brown

Safeguard against
sitting disease

Chris Brown
is corporate wellness and medical 

lead at Performance Health 

the negative impact 
of sitting at a desk for 
six hours a day.

Help is at hand. 
All-inclusive, 
out-of-the-gym 
solutions that 
employers can roll 
out quickly, simply 
and cost effectively 
across their 
workforce are 
beginning to emerge. 
Designed to engage 
a broad cross section of staff, solutions are 
making an impact on many of the risk factors 
mentioned above.

When combined with a medical pedigree in 
solving this problem with scientifi c research 
and medically certifi ed equipment, a few 
providers can connect with staff on a different 
level. Rather than try to drive the traditionally 
hard-to-engage employee towards a solution 
that is too ‘fi tnessy’, they offer a quick, 
accessible and effective fi x. This becomes a 
preventative medical proposition, rather than 
one with fi tness-associated ‘look better, feel 
better’ undertones.

‘Sit less, move more’ solutions should be 
spontaneous, based on specifi c symptoms the 
employee feels during the working day, so 
they can react and seek relief. They do not 
need to be time consuming and should not 
require a change of clothes.

Solutions need to be appropriate and 
accessible. Engaging employees in places 
they visit several times a day, such as the 
coffee facilities or water cooler, will give the 
initiative constant visibility without requiring 
changes to daily routines.

Having an employer sponsor staff to take 
part daily in a quick series of specifi c and 
targeted movements, away from their desks, 
can refresh workers enough to relieve 
physical pain and mental strain and help them 
to feel more energised and relaxed. 

Ultimately, this is about a quick fi x, allowing 
staff to return to their desk in a healthier and 
more productive state, but also done regularly, 
twice a day with the right equipment, support 
structure and corporate culture. This simple 
innovation can help to prevent the longer-
term chronic health conditions that can be 
brought on by sitting disease.

Employers are in a unique position to 
infl uence their staff at an age when 
interventions can change their long-term 
health trajectory, benefi ting the employer and 
employee alike over time. Why workplace 
wellness? Because employers care about the 
health of their organisations.

INDUSTRY INSIGHT @ www.employeebenefi ts.co.uk/benefi ts/healthcare-and-wellbeing
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There is much employers can do to encourage staff 
to save more for retirement, says Marianne Calnan

UP TO THE 
RIGHT LEVEL

                 @ www.employeebenefi ts.co.uk/benefi ts/pensions

M
ore employees than ever are 
aware of the need to save for 
retirement, thanks to auto-
enrolment and media warnings of 
pensioners in poverty. But getting 

staff to save is just the fi rst step. Contribution 
levels also have to be right if individuals are to 
achieve the lifestyle they want in retirement.

Employees contribute an average of 5% of 
their earnings towards their retirement savings, 
according to the latest Employee outlook: Focus 
on attitudes to pay and pensions report by The 
Chartered Institute of Personnel and 
Development (CIPD), published in March 2015. 
According to Chris Curry, director of the 
Pensions Policy Institute, the optimal 
contribution is 14% to 16% of earnings. So how 
can employers encourage their staff to pay 
more into their retirement funds?

1. Use fi nancial education
Some 45% of employees would be willing to 
save more if they had a better idea of how 
pensions worked, according to Capita 
Employee Benefi ts’ Employee insight report, 
published in July 2015.

Pete Strudwick, pension and benefi ts 
partner at LV=, says: “Auto-enrolment has 

worked wonders for engaging [employees] 
with investing, but investment jargon can lead 
to them burying their heads in the sand.”

One of the biggest hurdles employers will 
need to overcome is ensuring staff are aware 
of their fi nancial future. Nathan Long, head of 
corporate pensions research at Hargreaves 
Lansdown, says: “In reality, most people aren’t 
going to know how much their ideal annual 
pension contribution is. But if they do, they’ll 
know more about the scale of the ‘problem’ 
and how much they need to be saving.”

Financial education is most successful 
when it is tailored and relevant to employees’ 

>  Many employees are not paying enough 
into pensions.

>  Financial education, employer matching 
and tax relief can encourage staff to 
increase pension contributions.

>  Auto-enrolment and the pension 
freedoms have helped to highlight the 
importance of good contributions.

IF YOU READ NOTHING ELSE, 
READ THIS. . . 

CASE STUDY PEEL PORTS GROUP

Raising contributions with specifi c communications

Peel Ports Group raises 
awareness of pension 
contributions among its 
employees by increasing its 

matching contributions and using 
specifi c communications.

The employer increased its 
matching of employee pension 
contributions from 3-6% to 
3-10% from January 2014, to 
coincide with its auto-enrolment 
staging date.

Around one-third of Peel Ports 
Group’s 1,100 employees were 
part of its stakeholder pension 

plan prior to the change in 
matching rates, according to 
pensions manager Amanda Willis. 
She believes the pension scheme 
has grown in popularity since.

To highlight the increase in 
contribution matching, Peel Ports 
gave staff the opportunity to have 
conversations with a pensions 
professional and released 
newsletters at key points.

Willis says: “With the retirement 
projection and ‘Retiready’ site 
[provided by] Aegon, employees 
can work out exactly how much 
they need to be saving.”

Peel Ports Group won Best 
defi ned contribution (DC) 
pensions change at the Employee 
Benefi ts Awards 2015 and was 
awarded the Pension Quality Mark 
Plus in November 2014.

fi nancial situations. “Employers need to target 
different age groups differently and consider 
promoted employees, as well as when 
workers hit milestone birthdays, and tailor 
communication around them,” says Strudwick.

iSTOCK
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the employee’s taxable income. This may not be 
something workers are aware of, and 
employers may need to do more to rectify that.

Employees could also save tax and national 
insurance (NI) contributions by sacrifi cing salary 
or bonus in exchange for their employer paying 
an equivalent pension contribution, which 
reduces both employer and employee NI 
contributions, and income tax for the employee.

4. Auto-enrolment opportunities
The advent of auto-enrolment has led to an 
increased number of employees saving into 
pensions and brought retirement savings into 
the spotlight. Some 95% of older workers are 
likely to receive good value on their pension if 
they stay in a workplace scheme after being 
auto-enrolled, according to The benefi ts of 
automatic-enrolment and workplace pensions 
for older workers, published by the Pensions 
Policy Institute in May 2014.

Many employers see the re-enrolment stage 
as another chance to educate staff about 
pensions. For example, in May and June 2016, 
Wolseley UK will re-auto-enrol staff who 
originally opted out.

Auto-enrolment increased Wolseley’s 
pension scheme take-up from 75% to 90%. 
Wolseley also varied the structure of its 
trust-based defi ned contribution (DC) 
scheme to drive engagement around 
pension contributions.

5. Keep an eye on the future
Employers and staff need to keep a constant 
eye on their pensions and the pensions 
industry. Some 41% of employees stopped or 
reduced retirement savings during the 
economic downturn, according to research by 
HSBC published in January 2015.

“The pension freedoms have created a buzz 
around saving for retirement, and employees’ 
contributions have gone up,” says Long.

Employers must emphasise the importance 
of good pension contributions and highlight the 
impact it may have on the talent pipeline. After 
all, as Strudwick says: “Do [employers] really 
want performance management issues from 
employees who can’t afford to retire?” 

Individual guidance for employees can also 
be a great way to educate them about their 
retirement income, says Curry.

2. Match contributions
Offering matching contributions can increase 
employee pension contributions, and it may set 
the wheels in motion for staff to increase their 
focus on fi nancial wellbeing. Strudwick says: “If 
employers match what staff contribute, it can 
really incentivise saving.”

Auto-escalation, whereby workers are 
encouraged to put some, or all, of their salary 
increases into their pension, can also boost 
retirement funds. 

3. Maximise tax relief
If an employee contributes to an occupational 
pension scheme, which is registered with 
HM Revenue and Customs,  then these 
contributions, up to a maximum of 100% of 
earnings, are allowed as a deduction against 

Viewpoint

Clare Grice
is a partner at 
Mills and Reeve

Aside from the fact that employers 
should want to do the ‘right thing’ in 
supporting their employees, being 
faced with an ageing workforce as 
a result of inadequate savings ought 
to encourage employers to take action 
on pension contributions.

Both auto-enrolment and this year’s 
pension reforms have done much to 
address the apathy of the UK population 
towards pensions. Employers should use 
this new environment of engagement to 
encourage pension participation and 
increased contributions.

Auto-enrolment has, quite rightly, 
been hailed as a success in getting more 
people into pensions saving, but the risk 
is that some employees may think, 
simply by being enrolled, that they have 
done enough to provide for retirement.

Providing a high-quality pension 
scheme to employees is fruitless unless 
employers are able to communicate the 
benefi ts of it. Financial education is key 
to explaining the importance of making 
the right level of contributions. But it will 
only be a success if it goes hand in hand 
with an effective communications 
strategy. Clear communications are of 
paramount importance in breaking 
down the barrier of complexity that can 
be one of the many issues preventing 
adequate employee pension savings.

Another action employers may take 
is providing for automatic increases in 
employee and employer contribution 
rates following certain levels of pay rise. 
Employer contributions are probably the 
biggest infl uence in encouraging 
increased pension contributions, as 
employees are more likely to raise 
contributions when the employer offers 
matched rates up to a certain level.

Ageing workforce is catalyst 
for doing the right thing

Marianne Calnan
is a reporter at

Employee Benefi ts

@Mazsays

@ Read also How to protect pensions data ahead of 
changing regulations at bit.ly/1KvJDPW
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F
or many employers, taking the leap 
into implementing a company car 
scheme, whether a traditional scheme 
or one based around a salary sacrifi ce 
arrangement, is a big step.  

The Employee Benefi ts/Alphabet Fleet 
research 2015, published in July, found that 
41% of employers believe that the health and 
safety, or duty-of-care, requirements increase 
an employer’s corporate risk. 

But are employers’ fears justifi ed? 

1. “It is going to be an 
administrative headache.”
Chris Chandler, principal consultant at Lex 
Autolease, says: “Designing and implementing 
a successful car scheme takes considerable 
investment of resource, time and effort. 
However, a good fl eet partner will provide 
support and expertise at every step of the 
process and alleviate the administration 
burden once the scheme is up and running.”

Outsourcing the day-to-day running of a 
fl eet is becoming increasingly commonplace, 
he adds. To that end, it is about an employer 
working with its provider to decide what it is 
happy to manage and what it would rather 

pass on. Having an easy-to-use entry portal 
for employees can also be 

helpful.

3. “It will leave the organisation 
more exposed around health 
and safety.”
Consider the alternatives. Either an employer 
lets staff drive their own cars or it gives them a 
cash allowance to effectively do the same. Iain 
Carmichael, chief commercial offi cer at Tusker, 
says: “There is often a perception that giving 
a cash allowance is much less hassle.”

But an employer’s liabilities under the 
Corporate Manslaughter and Corporate 
Homicide Act 2007 can be signifi cant if an 
employee is driving for work purposes in a car 
deemed to be not fi t for purpose and is in, or 
causes, an accident. The employer remains 
responsible but there will have been no duty-
of-care checks on the car, adds Carmichael.

4. “Company cars are an outdated 
benefi t in this day and age.”
The fact that benefi t in kind (BIK) remains 
heavily skewed towards the most eco-friendly 
cars means even executive perk car schemes 
are much more likely to be based around hybrid 
and lower carbon dioxide (CO2)-emitting models.

Andrew Baxter, senior business development 
manager at Hitachi Capital Car Solutions, says: 
“Some [employers] are not aware of the new 
models out there that manufacturers are 
now producing, many of which have come 
on in leaps and bounds. Hybrid and electric 
models are really pushing out BIK liability.” 

Then there is the growing popularity of 
offering ‘whole-population’ salary-sacrifi ce-
based schemes, as well as a recognition that 
employers have many options at their disposal.

As Baxter concludes: “Company cars are 
still perceived as a valuable benefi t. But it’s 
not just about whether cash or car by itself 
is necessarily the right way; it is about having 
a blended approach.” 

2. “I am going to be saddled 
with the cost of early 
terminations or damage.”
This can certainly be an issue, but only if 
an employer does not think ahead and work 
with its provider to manage risk. Jon Burdekin, 
head of consultancy services at Alphabet, 
says:  “When you look at the different barriers, 
for every single one there is a solution. 
[Employers] just need someone to discuss 
the best solution.”

Employers could put in place an agreement 
with the employee that says if a car comes 
back damaged, the money to cover the repairs 
will be taken from salary. Also, insurance or 
an additional premium can be built in to the 

scheme to cover the cost of early 
termination if an employee 
leaves the business.

LIFTING THE BARRIER

FLEET@ www.employeebenefi ts.co.uk/benefi ts/company-cars-and-fl eets

>  Common fears among employers include 
the perceived administrative burden 
or exposure to corporate risk through 
duty-of-care requirements.

>  Employers can work closely with 
providers to understand the risks and 
costs involved in providing a scheme.

>  Employers have a range of options 
of how to provide company cars.

IF YOU READ NOTHING 
ELSE, READ THIS. . .

Employers often perceive obstacles around company car schemes, 
but with the right approach these can be overcome, says Nic Paton

Nic Paton
is a freelance journalist

@ Read also What to include in a staff travel 
policy at bit.ly/1KYZ2db
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SHARE SCHEMES

Share schemes can benefi t staff and their employer, so a focus on workforce 
engagement is key to make the most of a good thing, says Louise Fordham

E 
mployees are taking advantage of 
staff share schemes to invest in the 
businesses they work for and build 
their savings. UK staff saved £40m 
more through staff share schemes in 

2014 than in 2013, according to the IFS 
Proshare Sharesave (SAYE) and share incentive 
plan (Sip) survey, published in July. But the 
rewards of schemes are not just fi nancial.

A 2014 study for Computershare by the 
National Institute of Economic and Social 
Research (NIESR) and London School of 
Economics found that 75% of share scheme 
members are satisfi ed with their jobs, 
compared with 65% of non-members. The 
Computershare Share plan survey also found 
that scheme members took less unplanned 
absence, were likely to put in more hours and 
felt more loyal to the fi rm.

If employers and staff are both to gain the 
maximum benefi ts share schemes can offer, 
however, employee engagement is vital.

Ensure understanding
Engagement with share schemes requires a 
solid foundation of understanding. Employers 
can provide details of the schemes available 
and show how they fi t into the benefi ts 
package. Phil Ainsley, managing director of 
employee services at Equiniti, says: “Financial 
[matters] can be a concern for employees, so 
the more employers can help staff to manage 
their fi nances effectively, the more engaged 
and the more fi t for work they’ll be.”

Martyn Drake, managing director at 
Computershare Plan Managers, says the design 
of communications can also affect 
engagement. A simple, eye-catching design 
that stands out from the employer’s usual 
branding can enhance readership rates.

Communications channels
Employers can use a range of channels to 
target the whole workforce. Digital platforms, 
such as intranets, email and social media, can 
give staff quick and easy access to information. 
However, these should be mixed with more 
traditional channels to appeal to all staff 
members, including those who are less familiar 
with using digital platforms.

Face-to-face interaction is an important part 
of boosting engagement, whether it takes the 
form of staff focus groups, presentations or 
workplace champions. “People react to people 
much better than they do to disembodied 
messages,” explains Equiniti’s Ainsley. 

Of course, behind these interactions must 
stand a clear message, so the information 
provided is accurate and consistent across 
the workforce.  iS

TO
CK

>  Share scheme communications should 
be focused, clear and accessible.

>  Signposts can be used to direct 
employees towards a range of 
information sources.

>  Continuous communications can help to 
drive engagement with share schemes 
throughout the year.

IF YOU READ NOTHING 
ELSE, READ THIS. . .

Employers can help staff to access 
resources about how share schemes work,  
through fi nancial education programmes or by 
pointing the way to independent bodies and 
government sites. These resources also enable 
employers to support their staff in making the 
right fi nancial decisions.

Clear and appealing messaging
Gabbi Stopp, head of employee share ownership 
at IFS Proshare, says share scheme complexity 
is a challenge in boosting staff engagement, 
particularly when it comes to tax. “People get 
a bit scared when you mention tax, so breaking 
down the myths is important,” she says. 

Avoiding over-technical language can make 
messages more accessible and help to clarify 
the complexities of different types of scheme.

Employers need to focus on the main 
messages they want to convey and the action 
they want to encourage. This includes thinking 
about the timing and delivery of the message. 
Stopp points to research in behavioural 
economics, which has found that staff are 
more likely to read and act on messages they 
get at certain times of the week than others.

CROWD PLEASER
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Louise Fordham
is deputy editor 
at Employee Benefi ts
@LouiseFordhamEB

@ Read also Impact of tax changes on international 
employee share plans at bit.ly/1NdeW73

Continuous approach
Only publicising a share scheme at the point 
of launch or sign-up is unlikely to result in high 
levels of engagement. A strategy is needed to 
keep initiatives in the minds of staff all year 
round. This could include releasing news stories 
and tying awareness opportunities in with 
events, such as the release of fi nancial results, 
or sharing staff case studies on social media. 

This continuous approach needs to take 
place within a culture of engagement. Ruth 
Wooffi ndin, associate at the RM2 Partnership, 
says: “People will be engaged in a share 
scheme, take it up and stay engaged with it 
when they are engaged with the [employer].”

CASE STUDY ROYAL MAIL

Multi-channel strategy wins hearts and minds
Royal Mail uses a broad spectrum of 
channels to inform its 143,000 employees 
about the available share schemes: a 
strategy that helped it to win the ‘Best 
employee share schemes’ category at the 
Employee Benefi ts Awards 2015.

The group offers two share schemes: free 
shares under a share incentive plan (Sip), 
with the fi rst allocation in October 2013 at 
the time of its initial public offering (IPO), 
and a second in April 2014. A sharesave 
scheme was also launched later in 2014.

Despite being a relatively new benefi t, 
64% of staff in its latest employee survey 
said they felt committed to making Royal 
Mail successful as a member of the scheme. 
Around 93% of employees are shareholders.

Ahead of the IPO and share scheme 
roll-out, Royal Mail set out to reach all 

Malcolm Hurlston 
CBE
is chairman 
of the Employee 
Share Ownership 
(Esop) Centre

Share schemes boost 
savings and productivity
Owning shares in the company they work 
for gives employees an extra stake, and 
when their company performs well they 
benefi t too. Share plans work best as 
part of a full programme of employee 
engagement. The Employee Share 
Ownership Centre is working closely 
with the UK Shareholders’ Association 
to promote access to these schemes.

Chancellor George Osborne and 
business secretary Sajid Javid recently 
attributed the share price performance 
of Royal Mail to its 135,000 employee 
owners. As thanks, the government gave 
employees an extra £50m of stock.

Last year, a joint London School of 
Economics and National Institute of 
Economic and Social Research study 
demonstrated the positive effects of 
employee share ownership. Share plan 
members at Computershare identifi ed 
more with the organisation; worked 
beyond their contractual hours; had 
lower levels of absence; and were less 
likely to look for a job elsewhere. 

Viewpoint

employees, mindful that many staff 
were not digitally connected at work. Ian 
Dockerill, employee shares manager at 
Royal Mail, says: “With the support of 
Equiniti, we went to 107 sites in three 
weeks. We handled almost 10,000 
questions. Many of the sites are open 
24 hours so we covered three shifts.”

Royal Mail is now working to keep the 
momentum going, Dockerill adds: “To get 
new joiners involved and keep good feeling 
about being a shareholder going [is key].”

Consistently striving to engage staff with all 
of the benefi ts available to them could help to 
increase the level of commitment they feel 
towards the organisation they work for, as well 
as providing a clearer sense of how share 
schemes add to the benefi ts package 

We already supply leading UK businesses with Employee Benefits,  
Sales Incentives, Multi-Destination Delivery, Customer Retention,  
Loyalty Initiatives or simply Memorable Gifts. Talk to us today.  
Call 03330 148 206  or visit laithwaites.co.uk/wineforbusiness 

And are the Wine Experts  
for your business.

We all     Wine.
Visit us at Employee 

Benefits Live on stand 211

Visit us at Employee Benefits Live on stand 211
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Introducing
our medical
claim
reports...

Head Office Avenue Louise 149, box 17 1050 Brussels, Belgium - marketing@geb.com - Tel. +32 2 537 27 60

www.geb.com

To take the pulse of your company wellness

Local protection, global connection

Generali Employee Benefits is proud to announce its new Paid and Incurred Medical Claim Reports. These reports

provide multinational companies the tools they need to tackle skyrocketing medical premiums.

The most current dashboard overview of what company-

sponsored health plans have effectively paid during prior periods.

Global summaries and country-by-country detail associated with 

the covered populations and the time periods indicated.

Insight into local medical trends by benefit class to help companies 

make informed decisions on health cover / benefit design.

Insight into local medical trends by diagnostic categories to help 

companies better consider appropriate wellness programs.

Deeper population-based metrics to better identify the main cost 

drivers associated with a company’s claims experience.

A clearer perspective of the differences in employee health issues 

that exist between countries around the world.
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T
here is no such thing as a traditional 
working pattern for parents; 
a household may consist of two 
full-time workers, one full-time and 
one part-time worker, two part-

timers, or a sole breadwinner.
With fl exible working requests and shared 

parental leave becoming commonplace, 
employers need to consider whether their 
support provision for working parents goes 
above and beyond the legal minimum.

What is the legal minimum?
As a bare minimum, rights for working parents 
include paid and unpaid maternity leave; paid 
paternity leave; paid and unpaid adoption leave; 
shared parental leave; the right to request 
fl exible working and time off for dependants.

In addition to these requirements, it is 
becoming popular among employers to offer 
enhanced shared parental leave. For example, 

There are many ways 
to make life easier for 
staff with children and 
thoughtful provision can 
prevent the loss of skilled 
and valued workers, 
says Tynan Barton

A FRIEND 
 OF THE FAMILY

�
It’s a retention issue; it could 
encourage people to stay at 
their organisation”
Laura Czapiewski,  Edenred

             @ www.employeebenefi ts.co.uk/benefi ts/childcare-and-carers

over and above the 50 weeks of leave and 
37 weeks of pay which can now be shared 
between parents, some organisations are 
offering enhancements such as additional 
pay on top of the statutory entitlement.

Supporting working parents can bring 
business benefi ts to an employer. Offering 
additional benefi ts will help with recruitment 
and retention, as well as reducing the costs 
associated with replacing someone who might 
otherwise not have been able to return to work. 
Laura Czapiewski, product manager for 
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>  With different working patterns for 
parents, a variety of support measures 
will help recruit and retain valued staff.

>  Shared parental leave and fl exible-
working policies can help parents balance 
their work and home life commitments.

>  Parental networks, coaching and 
online information hubs can provide 
over and above the minimum level of 
support for staff.

IF YOU READ NOTHING ELSE, 
READ THIS. . . 

@ www.employeebenefi ts.co.uk/benefi ts/childcare-and-carers

childcare vouchers at Edenred, says: “It’s a 
retention issue; it could encourage people to 
stay at their organisation.”

Daunting times
Becoming expectant parents can be a daunting 
period for employees, just as it can be trying to 
fi nd childcare cover for older children in the 
summer holidays. Employers can offer support 
to staff in the form of advice and education. 
Articles, webinars, online information hubs and 
speaker sessions can cover a range of topics 
and appeal to many working parents. An 
employer can arrange these, or tap into the 
additional services offered by many childcare 
voucher providers. For example, Edenred offers 
access to an online hub with information and 
resources. Czapiewski says: “The benefi t is that 
it’s all in one place. For working parents, time is 
of the essence and [they can] have all the 
information at [their] fi ngertips.”

Viewpoint

Julie McCarthy
is head of policy, 
research and 
communications at 
Working Families

The Working Families shared parental 
leave (SPL) pioneers list highlights those 
employers offering above and beyond 
the minimum legal requirements for 
SPL. Most of them also support 
parents-to-be throughout the pregnancy 
or adoption process. 

Fathers have the legal right to unpaid 
leave to attend two antenatal 
appointments, but some fi rms give 
fathers paid time off or the chance 
to work fl exibly. With young fathers 
becoming more involved in their 
children’s early years, this can be an 
important motivator. 

Parenting networks also offer 
support and are useful in helping 
businesses to understand the needs 
of their workforce. 

Good and early communication is vital 
to ensure the leave process is managed 
smoothly, hepling line managers and 
employees plan for absence.

If a new parent takes only a short 
period of leave, it can be easy for 
colleagues to forget that their lives have 
experienced a huge change and looking 
after a baby is exhausting. Simple 
actions like allowing fl exible start and 
fi nish times can smooth the transition 
back into work.

Many organisations have recognised 
the importance of supporting expectant 
and new parents for two simple reasons: 
recruitment and retention, and gender 
diversity. It makes sound business sense 
to protect the investment made in 
recruiting and developing staff by 
focusing on retaining talent after they 
have taken time out for family reasons, 
and any improvement in retention is 
a signifi cant factor in achieving better 
gender diversity, especially at the higher 
levels of an organisation.

Working parent benefi ts

Tax-free childcare
In July 2015, the Supreme Court ruled 
that the launch of the government’s 
tax-free childcare scheme will be 
delayed until 2017 from its initial date 
of autumn 2015. This means 
employers have longer to implement 

a scheme if they do not already offer one, 
and employees have more time to sign up 

to employer-supported childcare. The delay 
to tax-free childcare could be a relief to many 

working parents, says Jo Dalby, fi nance director 
at Busy Bees. “The longevity of the scheme, 
and the more people that can join it for the 
better savings, is very important,” she explains.

Larger employers can also provide on-site 
workplace nurseries, which potentially are 
strong recruitment and retention tools. The 
cost of a child’s place in an on-site nursery is 
exempt from tax and national insurance 
contributions and can be paid for through 
a salary sacrifi ce scheme.
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CHILDCARE              @ www.employeebenefi ts.co.uk/benefi ts/childcare-and-carers

CASE STUDY  
EY

Support at every step

Professional services fi rm EY adopts 
a long-term strategy to support working 
parents. Its approach is made up of a 
number of components to ensure it can 
respond to employees’ changing situations 
and offer them a high level of support.

Maggie Stilwell, managing partner for 
talent at EY, says: “One of the fi rst 
elements we offer is fl exible working. We 
are empowering people to make sensible, 
individual decisions around how, when and 
where they work. Flexible working is used 
by our working dads, not just mums. It 
draws people to EY because they hear 
about how it makes a difference to 
employees’ ability to manage a family.”

Working families at EY also have access 
to its parents’ network. “It offers a variety 
of advice topics, expert speakers and a 
buddy scheme for those returning to work.” 

EY also uses the network to consult 
staff, for example, on shared parental 
leave (SPL). It launched enhanced SPL 
policies in April 2015. “It’s early days but 
we expect 5% to 10% of our men who are 
parents to take SPL, and I think it will 
snowball,” says Stilwell.

EY also offers coaching for staff before, 
during and after their leave. Stilwell says: 
“It’s about getting a better transition for 
people as they come out of the workplace, 
and then thinking about how they return.”

One  that’s as  
 as you need it to be

d h
         

Emergency childcare is also seen as 
a valuable benefi t for working parents. This is 
offered by many childcare voucher providers to 
help out parents if they have trouble with their 
usual childcare. “There is a lot that [employers] 
can do because all that makes a huge 
difference to parents fi nancially,” says Dalby. 

Sarah-Jane Butler, founder of Parental 
Choice, understands the demands placed on 
working parents and their employers. “It is vital 
[to prevent] that loss of talent when a person 
decides not to go back to work because they 
can’t fi nd the right childcare,” she says.

Parenting networks 
Parenting networks do not have to be 
the preserve of large employers. They are 
a low-cost way of putting working parents in 

touch with each other, and can be used to 
organise speaker sessions and offer advice.

In addition, coaching is something that can 
be offered to parents pre- and post-baby.

Whatever benefi ts an employer chooses 
to support working parents, offering more than 
the bare minimum helps to retain the talent 
and experience that might otherwise be lost 
after parental leave  

Modern family index 2015, published by Working Families and Bright Horizons, January 2015

Tynan Barton
is features editor 

at Employee Benefi ts

@tynanbarton

@ Read also The evolution of family-friendly 
benefi ts at bit.ly/1Nfx1S5

Perceptions of employer attitude to work-life balance

My organisation 
cares about my 
work and home 
balance

At my workplace, 
fl exible working is 
a genuine option 
for mothers and 
fathers

I feel confi dent 
discussing 
family-related 
issues with my 
employer

I feel confi dent 
discussing 
work-related 
issues with my 
employer

I feel secure that 
my employer 
will take account 
of my family 
responsibilities 
and treat me 
fairly

My line 
manager 
cares about 
my work and 
home 
balance

Strongly agree                  Agree neutral                     Disagree                      Strongly disagree 
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Introducing 
The Masters
of Marketing 

 Awards
Bringing the FOCUS back to  

what’s most important – the work! 

Celebrating visionary work over two days at the Festival of Marketing,  
The Masters of Marketing are a fusion of the best and the brightest 
from The Digitals and the Marketing Week Engage Awards.

So forget the chicken dinner, these awards will be unlike anything you’ve experienced before.

#TMOM15

Find out more today 

themastersofmarketingawards.com
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This Christmas:
GIVE EMPLOYEES A REWARD

TO REMEMBER

redletterdays.co.uk/forbusiness
Tweet us
@RLDforbusiness

Join us on LinkedIn
Incentive and reward experts

INCENTIVE TRAVELNEW! SUBSCRIPTION GIFT PACKAGES 

For employee campaign ideas contact the team on 0845 600 7610
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MOTIVATION

M
otivating staff, offering incentives 
and celebrating achievement are 
important to Marston’s – Marston’s 
Inns and Taverns, so creating 
a strategy to support these 

elements was vital to success. Engaging and 
rewarding employees creates a great working 
environment and drives our people to deliver 
a higher level of customer service in our pubs.

1. Implement a strategy
At the core of our customer service proposition 
is our approach: Service Means I Look after 
Everyone (Smile). The concept behind Smile is 
that we want our team members to dedicate 
themselves to ensuring every customer at 
a Marston’s pub has a great experience. 
Therefore, we feel it is important to reward 
and recognise those who are seen delivering 
a great Smile service.

Cheering staff on to do their best is a key part 
of Marston’s strategy, says Jenny Williams

THE
SMILE SQUAD

Our workforce of 11,000 employees spans 
the full length and breadth of the country, so it 
was important to introduce something that 
could extend to any team member in any pub, 
regardless of location, rewarding the great 
customer journey being delivered. Our industry 
is also about having fun and encouraging a 
great everyday experience for both customers 
and employees. For us, this meant long-term 
corporate incentives were just not relevant. 
We wanted to reward employees the moment 
things happened in a fun way.

As a result, we introduced Smile 
scratchcards. Every card contains a winning 
prize: from a free meal, a bottle of bubbly or 
theme park tickets, through to a weekend 
away, an iPad or even £500 worth of holiday 
vouchers. Every scratchcard winner also has 
the chance to be entered in a monthly prize 
draw to win £100.

@ www.employeebenefi ts.co.uk/benefi ts/staff-motivation

2. Engage all employees
When we launched our Smile scheme, we gave 
every area manager and fi eld-based head 
offi ce support teams a batch of cards and told 
them to reward staff for great service.

We also wanted to share success with 
others, so we asked our teams to take and 
submit a fun selfi e when a scratchcard was 
awarded so we could add them to our weekly 
newsletters. The selfi es were also posted on 
our website and social media pages so friends 
and family could share in the celebration.

3. Use events to motivate
At Christmas we added some festive cheer 
to the incentive by holding our ‘12 days of 
Christmas’ event. An extra festive prize, such 
as a hamper, was awarded to one scratchcard 
winner for each of the 12 days. We wanted to 
recognise the continued hard work of our 
teams delivering Smile during this busy period. 
The initiative made our scratchcards even 
more fl exible and relevant.

4. Top-down recognition has value
Smile works because it is quick, fun and 
relevant. Team members not only love the prize 
they win, but also the recognition given by 
senior management acknowledging their 
efforts. Unlike other similar industry incentives, 
these scratchcards are for everyone, not just 
front of house, such as kitchen teams and 
chefs coping well during a busy session.

5. Use engagement surveys 
We have seen increases in our engagement 
scores with higher morale levels across our 
teams. The recognition scheme has meant that 
our team members feel engaged and valued 
for their contribution. We have also seen a rise 
in our customer satisfaction scores.

Our last engagement survey captured 
employees’ comments about the scratchcards, 
including: ‘The best thing about working for 
Marston’s is being recognised and contributing 
to the success of the organisation,’ and ‘The 
best thing about working for Marston’s is the 
Smile cards and getting recognition for your 
hard work’ 

Jenny Williams
is resourcing manager at Marston’s 

– Marston’s Inns and Taverns

@ Read also How sustainable is employee motivation 
in a zero or low pay rise environment at bit.ly/1NHdQyr
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It’s time for a breakthrough in employee 
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GROUP RISK

When someone is hit by a serious illness, an integrated health and group risk 
strategy can help with care and facilitate a return to work, says Sam Barrett

S
upporting employees with life-
threatening diseases requires a 
package of health benefi ts. Health 
screening and private medical 
insurance (PMI) can help with the 

identifi cation, diagnosis and treatment costs 
associated with serious conditions, but group 
risk benefi ts can also play an important role.

While a key part of this support is fi nancial, 

iS
TO

CK

>  Health screening can help to control the 
cost of private medical insurance.

>  Second-opinion medical services 
can result in a change of treatment 
or diagnosis.

>  Group income protection can support an 
employee’s return to work on a part-time 
basis or into a lower-paid position.

IF YOU READ NOTHING 
ELSE, READ THIS. . .

plans can provide valuable additional support. 
Paul Avis, marketing director at Canada Life 
Group Insurance, says: “The days of insurance 
[fi rms] just providing a fi nancial benefi t are long 
gone. Insurers now offer a range of benefi ts 
that can be used from diagnosis of a serious 
illness right through to return to work.”

Understanding what is available, and how the 
different benefi ts interact, is essential when 
employers put together a support strategy 
for staff with serious illnesses.

Early identifi cation
Because catching many illnesses early can 
make treatment and recovery more 
successful, health screening is a great tool in 
an employer’s strategy. These range from full 
MOT-style assessments to procedures that 
focus on particular health concerns.

For example, Check4Cancer offers 
screenings for each of the major cancers, 
including bowel, breast and skin cancer. 
Professor Gordon Wishart, medical director 

SAFETY NET

Andrea Broughton 
is principal research 
fellow at the Institute 
for Employment 
Studies

Employers need to be 
fl exible about serious illness 

Providing support to employees with 
serious illnesses can be challenging for 
employers. Finding a balance between 
providing support and avoiding disruption 
to the business can be tricky, so a 
strategy that can be implemented across 
the organisation but also tailored to 
individuals is essential.

As well as needing time off for medical 
appointments, staff may benefi t greatly 
from more fl exible forms of working, 
such as working from home or less rigid 
timekeeping. These can be included in 
a healthcare strategy.

Employees may need to talk to 
a manager about their illness, so line 
managers should be prepared to deal 
with potentially diffi cult conversations. A 
healthcare policy can provide for training 
and guidance. It can also help managers 
to make the right decisions if they are 
emotionally affected by a situation. 

If someone is absent for a long time, 
the employer needs to ensure minimal 
disruption while supporting the 
employee. Ideally, the employer will 
keep in regular contact with the member 
of staff and maintain a dialogue about 
a return to work. Again, procedures 
should be tailored to the individual.

A healthcare strategy can cover 
all these issues, setting out general 
principles, but allowing space so that it 
can be adapted to individuals and their 
particular circumstances. 

Viewpoint
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at Check4Cancer, explains: “Employers can 
pay for these checks or offer them through 
fl exible benefi ts schemes or salary sacrifi ce 
[arrangements]. Detecting cancer early often 
means an employee requires less treatment. 
This has benefi ts for the employer because 
fewer large claims can help to keep medical 
insurance premiums under control.”

While health screening may identify more 
serious conditions, it will not necessarily raise 
the cost of group risk benefi ts. David Dolding, 
director of consulting at Portus, says: “We tell 
the insurer if health screening is in place. This 
doesn’t affect the rate but because claims 
incidence is likely to fall over time, employers 
will enjoy lower premiums.”   

Diagnosis and treatment
Other benefi ts can also be used to provide fast 
access to a diagnosis. Medical insurance and 
health cash plans enable staff to see a 
consultant and get the necessary tests.

Some of the additional services on group 
risk products can be useful at this point too. 
Second medical opinion services are available 
through many plans, including Best Doctors via 
Canada Life’s plans, and Red Arc’s second-
opinion service available through Aviva’s group 
critical illness insurance.

Figures from Best Doctors demonstrate the 
benefi ts. An analysis of cases it handled on 

Detecting cancer early often 
means an employee requires 
less treatment. This has 
benefi ts for the employer”
Professor Gordon Wishart, Check4Cancer

MetLife’s Group Life and 
ProActive Protection solutions 
can help businesses protect the 
health and wellbeing of their 
employees. 

Products and services are offered by MetLife Europe Limited which is an affi liate of MetLife, Inc. and operates under the “MetLife” brand. 
MetLife Europe Limited is authorised by the Central Bank of Ireland and subject to limited regulation by the Financial Conduct Authority. 
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EMPLOYEE 
WELLBEING: 
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OF HEALTHY 
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For leading Employee Benefi ts solutions, visit 
metlife.co.uk/atwork or call 0845 603 8899*

Follow us 
@UK_MetLife

* 0845 numbers will be charged at 5p per minute, plus your network 
provider’s access charge.

behalf of Canada Life show that a change 
of treatment was recommended in up to 59% 
of cases a year and a complete change in 
diagnosis was recommended in up to 17%.   

Employers can also help with the cost of 
treatment. Typically this is through PMI, but it 
may be possible to use group income 
protection (GIP). “We’d consider paying for 
treatment if it will help facilitate a return to 
work, but we do fi nd that the NHS is often the 
best place for serious conditions,” says Avis.

Emotional support is also available through 
many group risk products, with employee 
assistance programmes a common add-on. 
Some include Red Arc, a care advisory service 
that provides practical and emotional support.

Return to work
Keeping in touch with employees during their 
absence can ensure that they feel valued and 
make returning to work easier. Help with this is 
also available from GIP insurers.

As well as liaising between employers and 
employees, many offer a proportionate benefi t. 
This tops up an employee’s income if they 
return to work on a part-time basis or to a less 
demanding and lower-paid role. 

Being informed about all these services and 
how they interact can help employers to 
ensure that if a member of staff develops a 
serious health condition, the necessary 
fi nancial and emotional support is in place 

CASE STUDY  
MILLS & REEVE

Law fi rm makes staff 
health a top priority
With almost 900 staff, Mills & Reeve is one 
of the 50 largest UK law fi rms. Keeping 
these employers fi t and healthy is one of 
its key priorities. 

Samantha Neaves, reward and HR 
information systems manager, says: “Our 
employees are really important to us so 
we offer a comprehensive range of health 
benefi ts, either as core benefi ts or through 
the fl exible benefi ts scheme. We want to 
be able to support staff, whether they’re 
having a check-up at the dentist or dealing 
with a life-threatening illness.”

Among the benefi ts available through 
its fl ex scheme are private medical 
insurance, a health cash plan and dental 
insurance. It also offers health screens. 

After two years’ service, all staff are 
enrolled into the fi rm’s group income 
protection scheme, provided by Canada 
Life, giving access to added-value services 
including an employee assistance 
programme and second-opinion service 
Best Doctors.

Sam Barrett
is a freelance journalist

@ Read also Are group risk benefi ts relevant to 
younger employees? at bit.ly/1f9Vfi A
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F
ailure by employers to effectively plan 
and deliver end-of-year recognition 
leads to around a third (34%) of 
Christmas rewards being wasted, 
according to Edenred’s report, Reward 

and recognition at Christmas 2014: how to give 
an impactful end of year ‘thank you’ to 
employees, published in December 2014. This 
emphasises just how important it is to get 
Christmas incentives right. So what are the 
latest trends in Yuletide reward?

Clare Rutherford, marketing manager at 
House of Fraser for Business, says: “Mindsets 
are changing. Organisations are more in tune 
with the fact that staff need reward and [they] 
have to invest in employees with regard to 
more than just pay. For the retail industry in 
particular, Christmas is the busiest time of year, 
so [employers] need to give employees 
something to get the best output from them.”

Choice is important
Presenting employees with a gift voucher 
places the choice of incentive in their hands, 
but it also opens up a wide range of choice as to 

which retailer or service provider the employer 
will decide to offer to staff. This means 
employees will not be pigeonholed, says 
Andrew Johnson, director general of the UK Gift 
Card and Voucher Association. “There’s an 
increasing trend towards gift vouchers that 
give even more choice, such as supermarkets, 
department stores, multiple stores or even 
experiential vouchers. Traditionally, gifts such 
as turkeys, Christmas puddings and hampers 
were once really popular,” he explains.

Involving employees in the choice of 
Christmas reward can reinforce the incentive. 

>  Giving employees choice in their 
Christmas reward can be very effective.

>  The popularity of traditional incentives, 
such as hampers and wine, is declining.

>  Personalised, memorable and technology-
based benefi ts can motivate employees.

IF YOU READ NOTHING ELSE, 
READ THIS. . . 

 @ www.employeebenefi ts.co.uk/benefi ts/staff-motivation

Staff prefer a choice of festive 
benefi ts and appreciate 
a personal touch, says 

Marianne Calnan

 ALL THEY WANT 
FOR CHRISTMAS
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Bill Alexander, chief executive offi cer of Red 
Letter Days, says: “Incentives such as hampers 
and wine are declining, and the new trend is 
to give staff something with more fl exibility 
to choose what they really want.”

Selecting one store for an individual is more 
effective than giving multi-choice gift cards. 
Adam Hobbs, head of sales at New Look 
Business Solutions, says: “More personal gift 
vouchers for one store show you’ve taken the 
time to choose a gift for someone. Employers 
need to ensure the team feels valued.”

Use of technology
Employers can tap into digital resources 

to incentivise staff at Christmas and use 
technology that is readily available. 

Eleanor Williamson, client solutions 
manager at Personal Group, 

says: “Incentives 
that are internet-based 

are great because 
people are more into 

buying things digitally 
these days.”

CASE STUDY  
ADACTUS 

Housing group makes  
clear its appreciation
of staff at Christmas 
During the 2014 holiday period, Adactus 
Housing Group sent its staff Christmas 
cards along with their payslips and details 
of the organisation’s voluntary benefi ts 
scheme, which is provided by Reward 
Gateway. The cards were delivered to 
employees’ home addresses or at their 
desk if they were based at its head offi ce.

Adactus also provided all 530 staff with 
an afternoon Christmas party, with no 
obligation to stay until late in the evening. 
To tie in with the party, at which staff were 
given a three-course meal and wine, they 
were also given the morning off work to 
do as they pleased.

Additionally, the organisation offers its 
workers a small Christmas bonus. This is 
a goodwill payment, which is calculated 
based on the number of hours an 
employee works per week, and how long 
they have worked for Adactus.

Michelle Grundy, human resources 
manager at Adactus Housing Group, says: 
“Christmas is one of the times of year 
when [employers] can really make an 
impact and thank staff for what they do 
day in, day out. Our employees are so 
important to us.”

She adds that when it comes to 
Christmas incentives, giving employees 
options can be really effective. “Our 
voluntary discounts scheme, for example, 
can be used by employees online or in 
store, and lets the employee pick a store,” 
she explains.

❝
Incentives such as hampers 
and wine are declining, and 
the new trend is to give 
staff something with more 
fl exibility to choose what 
they really want”
Bill Alexander, Red Letter Days

For example, the provider has offered an 
employee benefi ts-themed advent calendar 
for the past two years, with offers and 
vouchers to open via email each day. 

Williamson adds: “Earlier in December, 
the offers were focused on presents that 
employees could buy for other people. We 
also gave out supermarket vouchers, and 
dinner at the Shard for two for £30. This kind 
of experience offer is particularly popular 
around Christmas.”

The use of technology is also becoming 
more prevalent within incentive schemes. 
“The market was very much paper voucher-
orientated fi ve to 10 years ago, but now the 
e-gift and e-code have popped up to refl ect 
a similar solution to how people like to shop,” 
says Hobbs.

However, Alexander believes that emails 
or vouchers in electronic form are not as 
effective as employers may believe. He says: 
“E-vouchers are not as impactful as one might 
think, and a lot of the time they’re just another 

email. But something 
like a handwritten 
note or Christmas 
card can really 
make a difference.”
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Viewpoint

Kim Stephenson
is a business 
psychologist and 
member of the 
Association for 
Business Psychology

A bonus should create a feeling that the 
employer is genuinely interested in staff. 
That sounds similar to the choices 
available when giving to family and 
friends, but there’s a difference. 

With family and friends, one can give 
vouchers, money, or returnable gifts, or 
items that offer fl exibility. The receiver 
can get what they really want, and not 
have to say ‘thank you, it’s lovely’ for 
a gift that ends up in the charity shop.

But if those gifts are impersonal, 
there’s a potential message of: ‘I can’t be 
bothered to fi nd out what you want; I’ll 
take the easier option, ensure you don’t 
hate it and risk you feeling let down by 
my not taking more trouble.’

With a corporate bonus, the context is 
different. Except in small organisations, 
it’s unlikely there’s the expectation of 
a really personal gift.

So the trend of digitalised incentives 
looks to be valuable, since it’s also 
a trend towards more fl exibility. 

Gifts such as hampers and wine may 
appeal, but they may not. They may also, 
depending on personal preferences 
and religious and cultural taboos, have 
a negative impact. Even a voucher for a 
specifi c store may not work. Just as our 
favourite fi lms are personal, so are our 
shopping habits, and a large group is 
unlikely to all like the same store. By 
contrast, a multi-store voucher, or 
something like a spending limit on 
experience days, is fl exible enough to 
be enjoyed widely.

It’s worth seeking staff suggestions 
for a list of digital incentives because 
these maintain fl exibility while helping 
to keep bonus items personally relevant. 
It also provides employees with a sense 
of involvement and ownership.

Gifts should convey interest 
and engagement

Giving employees the gift of time has become 
a popular way of rewarding staff at Christmas 
with a number of employers giving a day or 
half-day as holiday to staff, so they can spend 
it with friends or family, or even to prepare for 
their Christmas dinner. Jamie Mackenzie, 
marketing director at Sodexo, says: “Team 
outings or activities with lots of social 
interaction can be really effective as well.

”Whatever the workforce demographic, age 
range or religions, Christmas is about getting 
together and celebrating. [Employers] need to 
adapt around their employee demographic and 
recognise what they want. There is no one-
size-fi ts-all answer.”

Food rules
Alexander also believes that no employee 
incentive comes close to a unique experience 
when it comes to motivating employees at 
Christmas. “I have yet to fi nd an incentive that’s 
as impactful and memorable as a weekend 
break,” he says. ”And anything to do with food, 
such as afternoon tea at the Shard and dinner 
at the Savoy restaurant, is very effective.”

Cash still remains a valid way to incentivise 
staff during the Christmas period. “Cash is still 
going to be king, but it misses a trick as it can 
get lost when being given straight through 
payroll, plus it’s going to be taxed that way,” 
says Alexander. Employers need to be giving 
their workers something that’s a little bit more 
of a memorable treat.”

Seasonal soirée
Some employers are still keen to treat 
their staff to the traditional Christmas party 
or meal out. If the cost is kept below £150 
per employee, the benefi t is tax exempt. 
A Christmas party does not have to break the 
budgets: small-scale events can be just as 

Marianne Calnan
is a reporter 

at Employee Benefi ts

@Mazsays

@ Read also Revamping a motivation strategy for 
the year ahead at bit.ly/1yUCYxk

motivating for staff and could be held 
on a departmental basis, rather than an 
all-employee event. 

However, the popularity of the seasonal 
soirée is waning among staff. According to 
research by Harris Poll on behalf of jobs 
website Career Builder, published in December 
2014, 96% would rather receive a cash bonus 
at Christmas than have a party. 

Personal service
However, an employer does not always have 
the resources to offer bonuses or gifts at 
Christmas. In this instance, it is important to 
keep up communications to help dispel any 
assumptions employees might have. 

Mackenzie says: “If a member of staff is 
banking on something at Christmas, it can 
be detrimental if that reward never comes, 
[so] defi nitely keep employees in the loop.”

Sometimes, just the personal touch can 
help to boost motivation levels during the 
holiday period. Alexander says: “Anything 
given face-to-face to an employee is a really 
powerful thank you. And a thank you is the 
most powerful message [employers] can 
give someone.”

While Christmas is a time of giving, for many 
employers it can also be the busiest time of the 
year and, ultimately, the time when motivation 
and incentive benefi ts are most needed to lp 
give staff a boost EB

Key areas for improvement for Christmas reward and recognition strategies

57% 29% 10% 29%
57% of employees don’t 

expect a reward – that 

means saying thanks can 

have a real impact

Only 29% 
of employees got 

a Christmas reward 

in 2013

10% can’t 
remember whether 

they got a Christmas 

reward

29% of employees 

say they have never 

had a Christmas 

reward

(Source: Reward and Recognition at Christmas 2014, Edenred, September 2014)
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O
ver the past few years, global 
banking and fi nancial services 
organisation BNP Paribas has been 
faced with a challenging task: 
aligning the activities of its 

multiple companies to those of ‘one bank’.
This challenge involved the alignment of 

benefi ts provision across seven core 
businesses to just one scheme in order to 

achieve the organisation’s vision. Ian Mackenzie, 
head of pension and benefi ts, explains that with 
seven businesses in the UK operating in 
different markets, each one has its own 
individual business challenges. “The need was 
to bring those seven businesses together 
and to have a common brand, [fl exible 
benefi ts scheme] Spectrum, across all the 
companies and make it look very similar,” he 
says. “If someone moves from one company 
to another, Spectrum allows them to 
effectively maintain their benefi ts.”

One bank identity
The seven core businesses have mostly been 
acquired and, over time, have maintained part 
of their old identity. The business vision of BNP 
Paribas has been to create one bank, and the 
benefi ts scheme is helping to raise awareness 
and recognition among employees in the 
different companies. Thomas Hiles, group 
benefi ts manager, explains: “We used elements 
of the Spectrum brand, which is very well 
recognised by staff, in our share plan launch. 
We’re trying to present something to staff so 
that when they see it, they already identify it as 

Financial services organisation BNP Paribas had a tough task: aligning benefi ts 
provision across seven businesses to just one scheme, says Tynan Barton

JOINING THE DOTS

BNP Paribas is a global banking and 
fi nancial services organisation, with 
around 8,500 employees in the UK. It has 
two core business areas: corporate and 
institutional banking, and retail banking 
and services. BNP Paribas has been in the 
UK for around 150 years. The global group 
operates in nearly 75 countries and 
employs more than 187,000 people. UK 
staff have an average length of service 
of around seven years.

BNP PARIBAS 
AT A GLANCE

EMPLOYER PROFILE

being part of their benefi ts [package].”
The efforts of Mackenzie and Hiles were 

recognised with fi ve wins at the Employee 
Benefi ts Awards 2015, where the organisation 
walked away with awards for Best healthcare 
and wellbeing benefi ts – large employer; Best 
fl exible benefi ts plan – large employer; Best 
alignment of benefi ts to business strategy; 
Best benefi ts communications – large 
employer; and the Grand Prix.

The work of the past few years was carried 
out with a limited budget. “Because we’re quite 
a small team and our budgets are relatively 
small compared to others, a lot has been done 
by [Hiles] and myself,” says Mackenzie. ”It’s 
about achieving a lot with a little.”

Communicating the changes
With the bank’s corporate vision in mind, the 
benefi ts team created a fl exible benefi ts 
package that standardised its provision for all 
employees, while allowing each company to 
retain core benefi ts. It gave everyone the same 
options and had the same look and feel across 
all divisions. The scheme offers employees 
access to all available fl exible benefi ts through 
one online portal, which helped to reinforce the 
‘one bank’ message.

Hiles explains that with a small budget, the 
team had to carefully consider how to reach 
around 8,500 UK employees with news about 
the scheme. “We spent a little bit of money on 
updating some booklets for the new year, but 
everything else was about trying to be smart 
with the way we looked at behaviours, and 
thinking about how we target messages.”

Childcare is one example, says Hiles. 
Although 60% of the bank’s employees were 
eligible for the childcare voucher scheme, take-
up was fairly low. In this instance, the team put 
together targeted communications with key 
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BUSINESS OBJECTIVES 
IMPACTING BENEFITS

�  Aligning four more businesses to the 
benefi ts scheme, with around 850 
additional staff.

�  Changing legislation, such as the Budget 
announcements that affect pensions.

�  Creating more bespoke health screening 
for employees.

Tynan Barton 
is features editor 

at Employee Benefi ts 

@tynanbarton

@ Read more employer profi les at bit.ly/1lRQY0S

@ www.employeebenefi ts.co.uk/industry-sectors

messages, which has led to increased interest 
in the scheme.

“We didn’t do anything particularly fancy in 
communications, we’ve done desk drops and 
large-scale benefi ts fairs, so this time it was 
around getting across what the important 
messages were,” says Hiles. 

The strategy involved a range of methods 
including face-to-face presentations, fl ash 
animation on the intranet, ‘snow-storm’ 
messages, and the targeted emails. “The proof 

was in the take-up rates,” says Mackenzie. “The 
vast majority accessed the system and made 
changes to their benefi ts, across all companies.”

Healthy behaviours
BNP Paribas has also placed an increased focus 
on the health and wellbeing of its employees. 
The bank offers employer-paid health screens, 
but until recently take-up was just 15%. In 
order to make improvements, the benefi ts 
team worked with its provider to analyse the 

data produced by the screens. “We were really 
keen to try and make a difference to people’s 
behaviour and improve their health outcomes,” 
says Mackenzie.

The bank introduced an onsite physiologist 
to follow up with staff after a screen and 
improve behaviours in the long term. Looking at 
the data over a three-year period, staff health 
noticeably improved and, in 2014, the take-up 
rate for health screening rose to around 80%.

The bank has also introduced genetic testing 
for breast cancer and cardiac risks, which has 
received positive feedback, particularly during 
employee focus groups.

Future challenges
But despite their success at this year’s 
Employee Benefi ts Awards, Mackenzie and 
Hiles are keen not to rest on their laurels. 
Employee perception of benefi ts will always 
be high on the agenda and this is something 
the team will focus on in the coming months. 
“Because we won these awards, we feel it’s 
a good opportunity to improve things further,” 
explains Hiles. “We want it to be a high-quality 
[benefi ts] package that is well received for the 
right reason: because it works well for 
[employees] and their families.”   EB 

Pension
> Moving to one mastertrust defi ned 
contribution scheme by end of 2015 
for all staff.
> Contributions vary by company: 
various contributory and 
non-contributory schemes.

Healthcare
> Private medical insurance available 
through fl exible benefi ts scheme.
>  Income protection.
> Dental insurance: employer-funded 
in some companies.
>  Eyecare voucher scheme.
> Critical illness insurance as 
a voluntary benefi t.
>  Health screening.
>  Genetic testing.
>  Employee assistance programme.
> Occupational health, including 
an onsite physiologist.
>  Onsite gym.

Company car
>  Company car schemes in some companies.

Family-friendly policies
> Enhanced maternity and paternity leave 
in some companies.
> Shared parental leave.
> Flexible working.
> Emergency childcare provision in some 
companies.
> Eldercare in some companies.
> Childcare voucher scheme.
> Networks including parents’ network 
and women’s network.

Holiday
> Between 26 and 30 days as standard, 
depending on length of service.
> Employees can buy up to a total of 35 
days, or sell down to a minimum of 20 days, 
through fl exible benefi ts scheme.

Other
> Personal accident insurance available 
as a core benefi t for majority of staff.
> Subsidised onsite restaurants.
> Onsite dry cleaning.
> Sport and social clubs.
> Employee discounts scheme.

THE BENEFITS

Ian Mackenzie
joined BNP Paribas as 
pensions manager for its 
corporate and institutional 
bank division in 2005. Prior to 
joining the bank, he worked 

as a pension consultant for Mercer and 
PricewaterhouseCoopers (PWC). 

During his time at BNP Paribas, his role 
has developed so he is now head of pension 
and benefi ts for the UK group of companies, 
with responsibility for wellbeing and 
occupational health.

Thomas Hiles
is group benefi ts manager for 
BNP Paribas UK having joined 
the corporate and institutional 
bank in 2009. His focus is on 
building up the new benefi ts 

function and integrating Fortis Bank into the 
UK benefi ts platform. Since expanding to 
a group remit in 2013, this has extended to 
integrate all UK business lines into a single 
platform. Hiles’ previous roles include 
compensation and benefi ts manager 
at Bureau Veritas UK and Ireland.

CAREER HISTORY

� Ian Mackenzie will be speaking on 
Developing a compensation and benefi ts 
strategy to meet an organisation’s long-
term goals at Employee Benefi ts Live on 
21 September.
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BUYER’S GUIDE

Alongside online TRS, some 
employers continue to issue paper 
statements, which are typically 
a condensed version of the 
traditional four- or fi ve-page 
documents posted to employees’ 
homes. Providers say positive 
feedback on this remains strong.

The cost of providing TRS varies 
according to an organisation’s size 
and requirements. It can range 
from less than £10 a year per 
employee for a simple TRS up 
to £100 for more sophisticated 
online formats 
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    PRODUCT FILE    

@ www.employeebenefi ts.co.uk/resource-centre/buyers-guide

T
otal reward statements 
(TRS) are an effective tool 
to help employers attract 
and retain talent and 

engage their staff. The statements 
ensure employees understand and 
take advantage of the full value 
of their total reward package, 
including bonuses, commission, 
pensions and other perks.

TRS can also be used to 
communicate the value of less 
tangible benefi ts, such as learning 
and development, and fl exible-
working arrangements, as well as, 
for example, enhanced parental 
leave and pay, and employee 
assistance programmes.

The idea that employees value 
different benefi ts at different life 
stages has become a cornerstone 
of the modern benefi ts proposition, 
and many employers are moving 
from fi xed packages to more 
fl exible offerings built around an 

employee value proposition (EVP).
TRS are becoming more 

important for employers looking 
to offer employees a joined-up, 
coherent EVP. This is a direct 
result of the current economic 
climate, characterised by several 
years of low or no pay increases, 
rising insured benefi ts costs and 
deferred retirement, which has 
forced employees to become 
increasingly cash focused.

With pay consistently cited 

as one of the top engagement 
drivers for employees, the 
suggestion is that many staff have 
lost sight of the full value of their 
total reward package.

Organisations that are planning 
to make changes to their benefi ts 
proposition can use TRS to clearly 
communicate any new elements. 
The statements can also be a 
useful platform to show staff the 
extra investment being made by 
their employer.

There are many providers in 
the TRS market that can create 
bespoke statements for employers 
and, using developments in benefi ts 
technology, offer them greater 
choice in how they communicate 
TRS information to employees.

Online portals 
For example, the latest technology 
platforms enable TRS to become 
more of an online portal providing 
staff with information about the 
total value of their package, as 
well as fi nancial education and 
modelling tools that allow them to 
see the value of their reward in the 
context of their personal fi nances.

One of the latest trends in 
employee communications is 
the use of mobile devices, which 
enable staff to take as much 
information from their TRS as they 
require, with real-time information 
on the value for their benefi ts.

TOTAL REWARD STATEMENTS

The facts

What is a TRS?
It is a printed or electronic 
document that details the full 
package an employee receives, 
including salary, pension and 
shares. It can also include data 
about non-fi nancial benefi ts.

Where can employers get 
more information?
Visit the Employee Benefi ts 
website at bit.ly/1dDeU92.

Who are the main providers?
TRS are available from most 
reward consultants and benefi ts 
providers, including Aon 
Employee Benefi ts, Benefex, 
Ceridian, Computershare Salary 
Extras, Fair Care, Grass Roots, 
Hay Group, Hymans Robertson, 
Jelf Group, Edenred, Mercer, 
NorthgateArinso, Ovation 
Incentive, Paydata, Personal 
Group, Reward Gateway UK, 
Staffcare, Strait Logics, Thomsons 
Online Benefi ts, Towers Watson 
and Vebnet.

TRS ensure employees understand the full value of their reward package, says Alison Coleman

58% of employers do not currently offer total reward 
statements, while just 9% of employers have plans 

to introduce these 
(Source: Aon Employee Benefi ts, September 2014)

88% of organisations identifi ed talent retention as the key 
objective of their total reward programme, including 

TRSs, while 76% cited rewarding employees
(Source: Mercer, May 2014)

STATISTICS

@ Read more buyer’s guides at: 
bit.ly/1k0Zqbv

iSTOCK
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Eldercare from Denplan
We have something new to offer your 
employees, and it’s only available from 
us. Eldercare gives your employees the 
opportunity to extend their dental health 
package to cover the people they love. 
More and more, people have the care of 
their parents to consider as well as their 
own, so our plan has been designed to 
provide both financial and (perhaps 
more importantly) emotional 
reassurance for everybody.

Want a dental 
plan that cares for 
employees through 
the generations?

We’re one
of a kind

Come to stand 318 at EB Live or call
0800 838 951 to find out more.
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That’s the world of Denplan for you.

Denplan Limited, Denplan Court, Victoria Road, Winchester, SO23 7RG, UK. Tel: +44 (0) 1962 828 000. Fax: +44 (0) 1962 840 846.

Part of Simplyhealth, Denplan Ltd is an Appointed Representative of Simplyhealth Access for arranging and administering dental insurance. Simplyhealth Access is incorporated in England and Wales, registered no. 183035 

and is authorised by the Prudential Regulation Authority and regulated by the Financial Conduct Authority and the Prudential Regulation Authority. Denplan Ltd is regulated by the Jersey Financial Services Commission for 

General Insurance Mediation Business. Denplan Ltd only arranges insurance underwritten by Simplyhealth Access. Premiums received by Denplan Ltd are held by us as an agent of the insurer. Denplan Ltd is registered in 

England No. 1981238. The registered offi ces for these companies is Hambleden House, Waterloo Court, Andover, Hampshire SP10 1LQ.
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GROUP DENTAL PLANS

ISTOCK

40% 
of people who do not visit a dentist regularly 
say affordability is the main reason for this 

(Cigna, August 2014)

17% of employees have taken unplanned leave due 
to dental problems (Cigna, August 2014)

STATISTICS

T
heir ability to put a smile on 
employees’ faces means 
that dental plans have 
always been a popular 

benefi t. But, with several different 
plan designs and many levels of 
cover available, selecting one that 
best suits a workforce can boost 
the benefi ts for employers.

Figures from LaingBuisson’s 
annual Health cover UK market 
report (12th edition), published in 
July 2015, show that sales of 
corporate dental cover continue 

to grow. It found that over the fi ve 
year period 2010-14, the number 
of people covered by employer-
paid policies increased by 36.5% 
to reach 419,000 at the end of 
2014. It also found that the 
corporate group market was 
represented by 613,000 people 
at the end of 2014, equivalent 
to 0.95% of the population.

Advantages for employers
There are several reasons why 
employers offer dental plans. First, 

they are a low-cost way to reward 
staff. A basic employer-paid plan 
giving cover for dental injury and 
emergency treatment can be 
introduced for less than £5 a 
month per employee, with 
schemes that cover NHS charges 
costing a couple of pounds more 
a month.

Dental plans are also a valuable 
health and wellbeing benefi t. 
Encouraging employees to visit 
the dentist regularly can help to 
reduce absence due to toothache 
and associated problems.

In addition, because there 
are links between dental health 
and conditions such as stroke, 
diabetes and heart disease, helping 
employees to look after their teeth 
could have much wider health and 
fi nancial benefi ts. 

For example, by detecting 
diabetes early, an employee can 
take steps to adjust their lifestyle 

Dental schemes are a cost-effective way to reward employees, says Sam Barrett
The facts

What are group dental plans?
Group dental plans are 
insurance-based schemes that 
provide employees with cover for 
dental check-ups and treatment. 
Insurers offer a range of levels 
of cover, starting with plans 
that are designed to cover 
NHS dentistry right up to fully 
comprehensive plans that take 
care of private dentistry bills. 
As well as insurance-based 
plans, it is also possible to offer 
dental benefi ts through a private 
medical insurance scheme or 
a health cash plan.

What are the origins of 
group dental plans?
The UK’s fi rst group dental plan 
was offered by National Dental 
Plan back in 1987.

Where can employers 
get more information 
and advice?
Employers can fi nd more 
information about the benefi ts 
associated with looking after 
employees’ dental health on 
the British Dental Health 
Foundation’s website at 
www.dentalhealth.org.

What are the costs involved?
Costs depend on the level of 
cover, the size of the group and 
whether the benefi t is employer 
or employee funded. For 
example, a basic employer-paid 
plan can be put in place for less 
than £5 a month, while a fully 
comprehensive scheme paid 
for by employees will cost 
£40-plus a month.  

What are the legal 
implications?
There are no legal implications 
associated with offering 
employees a dental plan.
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and prevent it developing. As 
well as signifi cantly benefi ting 
their health, this could reduce 
absence and, by preventing 
claims on an employer’s medical 
insurance scheme, potentially 
keep premiums down. 

It is also easy to introduce 
dental plans. As more employers 
implement fl exible benefi ts 
platforms, dental plans are 
a popular, low-cost addition.

Just how popular was 
demonstrated by The Benefi ts 
research 2014, published by 
Employee Benefi ts in May 
2014. The research found that 
dental insurance was the most 
commonly offered benefi t via a 
fl ex scheme, alongside medical 
insurance for employees’ 
partners and dependants. 
In total, 22% of respondents 
offered it via their fl ex scheme.

Dental plans are also 
appreciated by employees. 
According to Denplan’s Health 
and wellbeing benefi ts survey 
2015, published in April 2015, 
56% of employees would 
appreciate access to a dental 
plan, with the same percentage 
of employers considering a 
dental plan to be the most 

    PRODUCT FILE    

The facts

valued benefi t among employees. 
Part of the reason employees 

like these plans so much is 
because, unlike some other 
employee benefi ts, they will be 
used. Everyone should see the 
dentist at least once a year, so 
there is a high probability that 
employees will be able to make 
a claim.

This is enhanced by the fact that 
many employers offer the option to 
fl ex up the level of dental cover if 
they want. This means employees 
can have the level of cover that 
suits their dental health and budget.

Affordability 
Dental plans also address issues 
around affordability. Although it 
is getting easier to access NHS 
dentistry, the cost of treatment 
can still be prohibitively expensive 
for some employees. For example, 
there are three NHS charge 
bands ranging from £18.80 for 
an examination, diagnosis and 
advice through to £222.50 for 
more complex procedures such 
as crowns, dentures and bridges.

And, if an employee is unable 
to access NHS dentistry, they can 
fi nd themselves facing signifi cantly 
higher charges for private 

treatment. For example, a new 
patient dental examination at one 
of Bupa’s central London practices 
costs £59, with a fi lling from £75 
and a crown from £600.

Dental benefi ts can be provided 
to employees in a number of ways. 
The most common is through an 
insurance scheme. These can cover 
everything from check-ups and 
trips to the hygienist through to 
restorative and emergency work.

To refl ect the fact that 
employees can run up markedly 
different dental bills, due either to 
their dentist’s fees or the amount 
of work they require, insurers 
typically offer four or fi ve levels of 
cover on their plans. This means an 
employer can offer a set level of 
cover and allow employees to 
increase this if necessary.

For example, Cigna’s DentaCare 
plan has four cover levels ranging 
from level one, which is designed 
to cover NHS dental charges and 
includes £1,200 of annual benefi t, 
through to level four, which 
includes a £3,000 annual 
maximum to cover higher-cost 
private dental charges. It is also 
possible to get an entry-level plan 
such as Denplan’s Key plan, which 
only provides cover for dental injury 
and emergency treatment.  

Many plans now include 
extras, too. Mouth cancer cover 
is standard. For instance, all of 
Denplan’s schemes include up 
to £20,000 of cover towards 
one course of treatment for up 
to 18 months following diagnosis.

Insurers are also adding benefi ts 
in recognition of the growth of 
cosmetic dentistry. For example, 
Cigna gives a 20% discount when 
members use one of its 400 
Healthy Discount dentists. This 
applies to any treatment, including 
private treatment costs not 
included on its cover.

It is also possible to provide 
dental benefi ts through a health 
cash plan. These enable employees 
to claim money back for a range 
of everyday healthcare costs, with 
dental and optical benefi ts being 

@ Read more buyer’s guides at: 
bit.ly/1k0Zqbv

61% 
of employers believe a dental plan helps to manage 
staff absenteeism (Denplan, April 2015)

56% of employees would appreciate access to a dental 
plan (Denplan, April 2015)

4.6% increase in the number of dental insurance 
subscribers in 2013 (Which?, June 2015)

STATISTICS

�Insurers typically offer four or fi ve levels 
of cover on their plans. So an employer 
can offer a set level of cover and allow 
employees to increase this if necessary

the most highly valued and biggest 
areas for claims.

The amount of dental benefi t 
available through a cash plan 
varies. For instance, for £1 a week, 
Simplyhealth’s employer-paid plan 
includes £55 worth of dental 
benefi t every year. Increase the 
premium to £6 a week and this 
annual benefi t increases to £250.  

Employers can also provide 
dental cover through some private 
medical insurance schemes. For 
example, Aviva’s Solutions plan is 
menu based and can include dental 
and optical cover including up to 
£500 of routine dental benefi t and 
a further £600 for treatment 
required following an accident

What are the tax issues?
Dental plans are a benefi t in 
kind so are subject to tax and 
national insurance.

What is the annual spend?
According to LaingBuisson’s 
Dentistry UK market report 2014 
(4th edition), published in April 
2014, the UK’s total dental plan 
market was worth an estimated 
£719m in 2012, with £95m of 
this spent on dental insurance 
by individuals and employers.

Which providers have the 
biggest market share?
There are no statistics available, 
although in the corporate space 
the main players are Bupa, Cigna 
Healthcare, Denplan, Munroe 
Sutton, NDP and Premier Dental 
Care. Other providers include 
Axa PPP Healthcare, Dencover 
and cash plan providers such as 
Health Shield, Simplyhealth and 
Westfi eld Health. 

Which have increased their 
market share the most?
Again, no statistics are collected 
on market share.
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Alternatively, I can stand with my 
legs apart and my hands on my hips 
like some superhero character. I am 
sure that posture will make me look 
confi dent, but it will also make me 
look weird and bossy. I settle for 
standing with legs slightly apart and 
try to avoid crossing my arms. They 
dangle at my side awkwardly. I feel 
sure I’d look more approachable 
if I didn’t look like a slightly 
uncomfortable gorilla.

Starting conversations
I head for the coffee. It is easy to 
start a conversation 
with a tall, handsome 
guy who is pouring 
himself a cup. He 
works for a company 
I have heard of, which 
helps. I listen 
carefully, looking for 
opportunities to ask 
questions. I am 
fi nding it quite hard 
work, but then he 
isn’t trying as hard as 
I am. Perhaps he 
hasn’t read the book.

It sounds like he has a very senior 
role for someone who looks like he 
just left university, but I try not to 
feel threatened by that. After all, he 
is very cute. Perhaps he reads my 
mind, as he casually drops the 
subject of his girlfriend into the 
conversation. I don’t know how he 
managed it when we were talking 
about work. I hate it when they do 
that; men who fi nd you attractive 
never mention their girlfriends. 
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I don’t know what possessed me 
to pick up a book about networking. 
I daren’t read it in public as people 

will assume I am a Machiavellian 
schemer or some sad loner type. 
I am neither. However, I am so bad at 
networking, I quite often don’t even 
bother to talk to anyone.

I have a friend, also in HR, who 
sprinkles her conversation with the 
names of key industry players like 
fairy dust. She declares that I simply 
must know So-and-so; he is head of 
reward at Household-Name-Corp, 
or Thingy who is VP of HR at 
Massive-Company-Limited. Well, I 
don’t. I am quite sociable, and 
perfectly confi dent about talking 
to people as long as it is not called 
networking. I will remember 
someone’s name if I like them.

Now I am off to another HR event, 
I feel I should make an effort. The 
book says I must have the right 
mental attitude: networking is not 
about what’s in it for me; it is about 
what’s in it for all of us. Hmm. It still 
makes me cringe.

I should also go with a clear goal. 
One suggested strategy is to aim to 
get to know three people and get 
their business cards. Or I could aim 
to meet as many people as possible 
and hope some of them ‘stick’. Yuck.

Body language
The chapter on body language tells 
me I need to stick my arms in the 
air to feel more confi dent. Well, I 
am not doing that at an HR 
gathering; someone from health 
and safety will cart me off.

Social anxiety
Candid tries to apply advice from a book on networking at an HR 
event but her efforts are eclipsed by an overly keen hand-shaker

The chapter 
on body language 
tells me to stick 
my arms in the 
air. I am not doing 
that. Someone 
will cart me off 

I make an excuse to head off before 
he can ditch me and make me feel 
worse. The networking book gives 
lots of pointers on getting away.

Disappearing act
A little guy called Shane comes 
straight up to me. I know his name 
because he offers his hand and 
introduces himself immediately. 
Then, without waiting to hear my 
name, he walks off. I hadn’t even said 
anything. I hadn’t put my hands on 
my hips or done anything scary. This 
isn’t going particularly well.

The book suggests 
going up to a group of 
three or more. I guess 
if you pitch up to two 
people talking it will 
seem more like an 
interruption. I stand 
with a group of three 
women hovering 
around a table. As the 
book advised, I don’t 
join in straight away, 
but just listen. Luckily, 
I can fi nd something 

to add fairly smoothly. But no sooner 
have I started than Shane comes 
along and introduces himself to me 
again. He also shakes the hands of 
the other three women and then 
walks off. I watch him go round 
shaking hands with pretty much 
everyone in the room. He is clearly 
going for the quantity approach.

Finally, the event starts. We are 
divided into small groups to talk 
about our benefi ts issues. I panic. 
I have plenty of benefi ts issues, but 

none I want to share. There is the 
fact that neither my boss nor my 
colleague do any work so I am left to 
run the department single-handed. 
There is the fact that the rest of HR 
can’t manage anything to do with 
numbers, so we can’t rely on them 
to communicate anything 
effectively. There is the fact we are 
not allowed to spend any money 
on improvements, yet we are 
constantly harangued for failing to 
offer market-leading plans. 

Ah! I can talk about the need to 
balance continuous improvements 
with cost savings. It is important to 
sound good as one of these people 
might offer me a job one day. I say 
my bit, and I see the other benefi ts 
managers nodding. In fact, they 
mostly say the same thing. There is 
one woman, Claire, who manages 
to say it rather more eloquently. 
Somehow she manages to make 
herself and her team sound truly 
competent. I want to be like that.

During the break, I chat to Claire 
about her company, which turns out 
to be based quite near to where I 
live. How interesting. But before I can 
get any further, Shane comes over 
to introduce himself to us. This time 
he doesn’t walk off, but starts to tell 
me all about his networking 
numbers strategy. Claire takes the 
opportunity ‘to make a call’.

There goes my next job. Sigh.
Next time… Candid looks at 
intangible rewards. 

@ Read more Confessions at: 
bit.ly/1N7kktu
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CONTACT DIRECTORY

Enjoy a fresh perspective with our 
free Employee Engagement Appraisal

Xexec is a leading supplier of Discounts, Reward 
and Recognition, Retail Vouchers, Concierge, Travel 
and Ticketing benefits into the corporate market.

We’ll review your strategy, benchmark 
you against the competition and provide 
personalised recommendations to improve 
employee engagement.

Our appraisals are informed by 15 years of 
experience delivering voluntary benefits for large, 
recognisable UK organisations.

Book your Employee Engagement Appraisal today.

Xexec
T: 0208 201 6483
Email: Jacqueline.benjamin@xexec.com
Web: www.xexec.com

Whether you’d like to encourage your employees 

to get healthier or decrease stress, at David Lloyd 

Leisure our team of experts are here to help. 

We offer cutting-edge gym equipment, match-

quality tennis courts and hundreds of classes. 

We’ve got enough family activities to keep 

children occupied and our DLicious cafebars are 

the perfect place for informal meetings, to relax 

or spend time with family.

We offer a range of corporate gym membership 

packages to fit what you would like to offer your 

employees - plus:

Health & wellbeing workshops

Multi-activity team-building events

The friendly rivalry of inter-company tennis 

tournaments

Back care courses – lunch times, postural 

checks and BMI testing within the workplace

Family fun days

To enquire e-mail: corporate.membership@davidlloyd.co.uk

HEALTHCARE AND WELLBEINGVOLUNTARY BENEFITS

World’s leading provider, working with 90,000 clients

and 100 million employees globally, including the likes of

British Airways, BT, Carillion, CSC, Experian, GE, GSK, HSBC,

Morrison’s, Starbucks, and many more leading UK companies.

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

•  Three ways to save: (1) up-front discounts; (2) WOWPoints 
currency; and (3) reloadable & instant shopping cards

• Integrated Reward and Recognition platform

• Built in management information and content tools

Visit us at EB Live this year at stand 322. Attend our 
Speaker Session with Hilton Worldwide, Perks with 
Purpose: Engaging Employees with Care on 
Monday 21 Sept 2:30pm.

Next Jump Ltd.
99 Waterloo Road
London
SE1 8UL

Tel: 0800 690 6265
E-mail: ukinfo@nextjump.com 
Web: www.nextjump.co.uk
Contact: Chris or Miranda 

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

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

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

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

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

Bluecrest Wellness
T: 0800 652 2107
Email: Katie Bright 
kbright@bluecrestwellness.com
www.bluecrestwellness.com

.co.uk

21 - 22 September 2015, Olympia, London

GET AHEAD AND BOOK FREE TICKETS TODAY
employeebenefi tslive.co.uk

EXPERT INSIGHT, INFORMATION
AND PRACTICAL ADVICE

BOOK NOW

NEWENTRY

.co.uk
Tel: 020 7970 4929
Contact: David D’Souza
Email: david.dsouza@centaur.co.uk
Web: www.employeebenefits.co.uk

To find over 160 benefits suppliers and 
consultants go to 
www.employeebenefits.co.uk
and go to the ‘find a supplier’ section

To advertise your products and services, 
please contact David D’Souza on 
020 7970 4929 or email 
david.dsouza@centaur.co.uk
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