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Need to build a business case for  
a financial wellbeing programme?

Attending EB Live? Pre-book an appointment with our 

financial wellbeing experts by emailing hello@neyber.co.uk 

or calling 020 3770 9407

Find out how from our experts  
at EB Live on 12 October @ 11:20

Heidi Allan 
Head of Insights and  

Engagement at Neyber, 

Financial Wellbeing research 

expert and thought-leader

Andy Dodman 
Chief HR & Corporate Officer at  

The University of Sheffield, voted 

HR Director of the Year at HR 

Excellence & HR Distinction awards 

‘Understanding the DNA of Financial Wellbeing 

and its impacts on the UK workforce’ 
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E-commerce is credited with blazing the trail for 
personalisation. Retailers, most notably Amazon, led 
the way with personal recommendations for customers 
based on their browsing and shopping history.

Other industries have since followed suit, with the 
huge volume of personal data that is now available to 
businesses enabling them to offer far more tailored 
recommendations, products and services to both 

existing and potential customers.
In employee benefits, employers have been able to offer their 

workforces the opportunity to tailor their package to suit their individual 
circumstances for a number of years through flexible and voluntary 
benefits schemes. Advances in technology, however, are now driving 
a new phase in the personalisation of benefits.

Today’s data-driven economy means employers are able to apply a 
precise science to the design of their reward and benefits strategy to 
ensure its components are most relevant to individual employees, thus 
rendering them more likely to take up and value these. Employers and 
providers can use trends in the take-up of benefits to craft the selection 
offered to employees. Read more about the personalisation of benefits 
in Choice sparkles on page 14.

Of course, some employee needs cannot be identified through data 
alone, and these can be the areas in which individuals often require the 
most support. Mental health and wellbeing issues are a prime example. 

These can have a 
significant impact on 
employees’ health and 
performance at work, 
yet many individuals are 
still reticent to discuss 
their mental health, 
particularly with their 
employer. Throw some 
light on the matter on page 
28 explores why there is 
still such a taboo around 
mental wellbeing and the 
steps employers can take 
to remove such barriers.

This is just one of the many issues that will be discussed at this month’s 
Employee Benefits Live, which returns to Olympia National, London on 
11-12 October. The two-day event features a conference programme full 
of inspirational sessions, alongside a packed exhibition hall, to help you to 
get ahead of the curve when creating a market-leading benefits strategy. 

I hope to see many of you there!

Debbie Lovewell-Tuck
Editor

Follow us on Twitter
@EmployeeBenefit

Join our Linkedin group by 
searching: EmployeeBenefits

Contact the team:

Debbie Lovewell-Tuck
@DebbieLovewell

Louise Fordham
@LouiseFordhamEB

Tynan Barton
@tynanbarton

Katie Scott
@KatieScott_eb
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Government legislates 
for lifetime saving

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

The Savings (Government Contribution) Bill 
2016-2017, which legislates for the Lifetime 
individual savings account (Lisa), has now 
been introduced to the House of Commons, 
to finalise details in preparation for an April 
2017 launch.

The savings vehicle was first unveiled 
by former Chancellor George Osborne in 
the March 2016 Budget, aiming to provide 
a government-supported method by which 
young people under the age of 40 can save 
for the long term.

The Lisa will enable individuals to save 
up to £4,000 each tax year up to the age 
of 50, and receive a 25% bonus from the 
government based on the amount paid in. 
Funds can be used to buy a first home up to 
the value of £450,000 at any time from 12 
months after opening the account, or the 
savings can be withdrawn after the age 
of 60 to use during retirement.

The government bonus can be claimed 
and paid monthly from 2018-19. Savers can 
withdraw money for purposes other than 
a first home or retirement income, but this 
will not include the 25% government bonus 
and interest accrued on that bonus, and 
individuals will have to pay a small charge. 

In the case of a terminal illness, or the 
death of the account holder, these 
charges will not apply.

Employers should be considering whether 
there will be a demand from their workforce 
for the Lisa, said Fuat Sami, partner at law 
firm Sackers. He added that checking the 
age profile of a working population will 
be a useful tool alongside staff surveys 
to determine employee demand.

The government bonus provides a visible 
incentive to save, but the Lisa also plasters 
over problems found in the Help to Buy Isa 
by delivering the government bonus in 
monthly instalments, said David Robbins, 
senior consultant at Willis Towers Watson.

Some providers have expressed concern 
around the short timescale for product 
development ahead of the Lisa’s planned 
April 2017 launch. For example, as it awaits 
final details from the Treasury and HM 
Revenue and Customs and for the Financial 
Conduct Authority to consult on its 
regulatory requirements, Aegon has yet to 
commit to a firm launch date, and Standard 
Life will not offer the Lisa from April 2017, 
but does intend to offer it at some point 
in the future.

1 HMRC consults on tax-efficient benefits
HMRC has launched a consultation to 
examine the impact of a change in the way 
the benefits code applies to tax-efficient 

benefits. bit.ly/2clp1oN

2 ITN appoints Sian Williams first mental 
health champion
After a mental health awareness week, 
newsreader Sian Williams was appointed 

ITN’s first mental health champion. bit.ly/2cVI5ca

3 Marks and Spencer lobbied by MPs
Labour MP Siobhain McDonagh led a 
demonstration against Marks and Spencer 
in response to proposed changes in pay, 

including removal of Sunday premiums. bit.ly/2bKBSvD

4 Nestle agrees pay and pensions deal 
Nestle has made a UK pay and pensions 
deal with trade unions, with changes to its 
defined benefit (DB) pension scheme, and a 

3% pay rise for production workers. bit.ly/2cVKkML 

5 EXCLUSIVE: Centrica launches triage 
service to combat absence
Centrica has introduced a My Health phone 
service, which enables staff to access 

appropriate medical pathways. bit.ly/2d4IuX0

6 Pizza motivates staff more than money
Dan Ariely, a professor at Duke University’s 
Fuqua School of Business, found that 
offering a voucher for free pizza motivates 

employees more than a £20 cash bonus. bit.ly/2csFffh

7 Employers prioritise mental health
The 2016 EMEA health survey by Aon 
Employee Benefits found 63% of employers 
say the management of stress and mental 

health is a top priority. bit.ly/2bbvj7H

10 Marks and Spencer enhances deal
The retailer has enhanced a pay deal, 
including extension of top-up payments and 
pension cash supplements. bit.ly/2da81lJ

Most read stories online between 8 August and 19 September 2016

8 EXCLUSIVE: 49% desire flexible working 
According to research by Grass Roots, 
49% of respondents would like to work 
flexi-time by 2025. bit.ly/2bEyBNL

9 Prosys looks for Pokemon inspiration
Danish IT organisation Prosys offered new 
starters a wage partly comprising virtual 
Pokemon Go currency PokeCoins in a bid to 

attract younger people for a sales role. bit.ly/2dg56Y0
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The Employment Appeal Tribunal (EAT) has 
ruled that pay protection could be counted as 
a reasonable adjustment in certain scenarios.

In the case of G4S Cash Solutions v Powell, 
engineer Powell developed a back condition. 
G4S Cash Solutions accommodated this by 
assigning him to a new role as a key runner. 
Although the key runner role had a lower rate 
of pay, Powell’s original salary was maintained.

When G4S Cash Solutions looked to end 
the key runner role for organisational reasons, 
Powell raised a grievance and the organisation 
agreed to make the job permanent but at the 
lower rate of pay typical of the key runner 
role. Powell disputed this, and when an 
impasse was reached, Powell was dismissed.

Powell bought the case to the Employment 
Tribunal (ET), which found that the 

organisation had failed to make reasonable 
adjustments by not permitting Powell to 
continue in the role at his original rate of pay.

On appeal, the EAT upheld that pay 
protection could be considered a reasonable 
adjustment. The EAT argued that reasonable 
adjustments for a disabled employee in the 
workplace will involve a cost, so there is no 
reason in principle why protection could not 
be included among reasonable adjustments.

G4S Cash Solutions had given the likelihood 
of discontent from other employees as the key 
reason for not paying Powell his original rate, a 
reason that was rejected by the ET. The EAT 
found that the ET was entitled to reject this.

The EAT decision noted that long-term 
pay protection may not be considered a 
reasonable adjustment in every case, and it 
may cease to be a reasonable adjustment in 
changed circumstances.

Simon Rice-Birchall, partner at law firm 
Eversheds, said: “If you were to ask me before 
this case, ‘would I think that reasonable 
adjustments would amount to extending pay 
to somebody to do a job that isn’t worthy of 
that rate of pay?’, I would have said ‘no, it 
doesn’t’. Now I would have to take a deep 
breath and hesitate.”

�    Tax-efficient benefits
HM Revenue and Customs has launched a consultation to examine the impact on employers 
and employees should the government change the way the benefits code applies when a 
benefit in kind (BIK) is provided in conjunction with a salary sacrifice or flexible benefits 
scheme. The consultation will run until 19 October 2016. bit.ly/2clp1oN

�    Pensions advice allowance
The government is consulting on whether defined contribution (DC) pension members under 
the age of 55 should be able to access their retirement savings early to contribute towards 
the costs of financial advice. The consultation runs until 25 October 2016. bit.ly/2bBlstV

�    Financial advice
The government is consulting on amending the UK definition of financial advice, aiming to 
reduce uncertainty about what constitutes advice, and provide a clearer boundary between 
advice and guidance. The consultation closes on 15 November 2016. bit.ly/2cOzVEL

The latest information on legislation and tax issues 
affecting benefits, including an EAT Tribunal ruling on pay 
protection and reasonable adjustments, and a round-up of 
government consultations on benefits issues

Pay protection could be 
reasonable adjustment
K a t i e  S c o t t  |  R e p o r t e r
E m p l o y e e  B e n e f i t s
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@ Read also
More advice from 
tax and legal experts
bit.ly/218Molw

Elizabeth Slattery is partner 
at Hogan Lovells 

Expert advice

Many things are uncertain following the outcome of the 
referendum on the UK’s membership of the EU, including 
the timing of any exit and the particular form that it 
will take. In the meantime, employers still have to 
grapple with the ramifications of Court of Justice 
of the European Union (CJEU) decisions on how to 
calculate holiday pay. The best way to react to those 
decisions is now more finely balanced in light of June’s 
referendum result.

The CJEU decisions, and their domestic application in 
cases such as Bear Scotland v Fulton and British Gas 
Trading v Lock, mean that the Working Time Regulations 
1998 require employers to take elements of commission 
and overtime that are part of normal remuneration into 
account when calculating holiday pay. This does not 
reflect the way in which holiday pay has historically been 
calculated in the UK and reflects a potentially significant 
additional employment cost.

A Court of Appeal decision in British Gas Trading v 
Lock is pending. However, the Employment Appeal 
Tribunal decision meant that employers that did not 
amend the way in which they calculated holiday pay 
were at risk of having unlawful deduction claims made 
against them. Subject to the outcome of the Lock 
appeal, this is still the position while the UK remains 
a member of the EU.

However, it seems likely that a future UK government 
might choose to amend the Working Time Regulations, 
once it is possible to do so, to allow businesses to revert 
to the historic position. 

Employers need to balance the current risk of claims 
for underpaid holiday pay against the possibility of 
business-friendly amendments about how holiday pay 
has to be calculated in the future, when deciding how 
to respond to the recent court decisions.

Impending Brexit could 
pose dilemma around 
holiday pay decisions 

Government consultation round-up

tax & 
legislation
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Think you’ve got yourself a winning idea, but need board 
level buy-in?

BOOK YOUR FREE TICKETS TODAY

YOUR REWARD AND 
BENEFITS STRATEGY 
STARTS HERE.
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events

Expedia and Glassdoor set 
to present keynote address

Awards return to 
celebrate best practice

The Employee Benefits Awards are 
returning for their 15th year in order to 
celebrate innovation and best practice 
in the industry.

With a range of categories spanning 
from pensions, to health and wellbeing, 
to benefits technology, the awards are 
designed to showcase employers that 
have made a significant contribution 
to their organisation through their 
benefits strategies.

In addition to benefit-specific 
categories, the awards include the 
coveted Employee Benefits professional 
of the year and Grand Prix. In 2016, 
these accolades went to Joanna Bean, 

Online travel organisation Expedia will join Glassdoor to present 
the opening keynote address at Employee Benefits Live 2016.

Con Marney, manager, talent acquisition at Expedia, will speak 
alongside Diarmuid Russell, head of international at Glassdoor, on 
day one of the London-based event. Marney will discuss the steps 
that Expedia has taken to build its reputation as a great place to 
work. The organisation has been recognised for its workplace 
culture, including being named Best place to work in the UK
in Glassdoor’s Employees’ Choice Awards 2016.

The two-day event will also include keynote addresses from 
Vicky Williams, director of people at the Lawn Tennis Association, 
Steve Varley, UK chairman and managing partner at EY, and 
Nicky Moffat CBE, former HR director at the British Army.

Delegates will have the opportunity to hear case studies and 
insight from industry experts across the spectrum of employee 
benefits. The conference programme comprises six topical streams 
on each day of the event. On 11 October, these include: workplace 

head of total rewards, UK and Ireland 
at Samsung, and the University of 
Lincoln, respectively. Accenture, 
Goodman Masson, Home Group, 
Nottingham City Council, and Ricoh 
were also among the organisations 
recognised at the Employee Benefits 
Awards and Summer Party 2016, 
which was presented by comedian
Shappi Khorsandi.

Next year’s winners will be unveiled 
in similar style, with the Employee 
Benefits Awards and Summer Party 
2017 providing an opportunity for the 
industry to come together to network 
and celebrate success.

For more information, visit
www.employeebenefitsawards.co.uk

pensions; workplace equality and diversity; 
communication; employee engagement; 
strategic HR; and benefits 101. On 12 
October, attendees can hear examples of 
best practice and the trends across global 
reward, financial wellbeing, health and 
wellbeing, benefits technology, performance 
and talent, and benefits on a budget.

The workplace equality and diversity 
stream will open with an engaging panel 
discussion on how to boost the take-up of 
shared parental leave, highlighting cultural 
nuances that may hamper fathers from 
taking advantage of the scheme.

Attendees who work for a global or 
multinational organisation will be particularly 
interested in the global reward stream 
taking place on day two, featuring experts 
such as Debbie Ewen, head of EMEA 

benefits at Blackrock. During the sessions, 
delegates will learn about the key strategies 
for implementing a cost-effective and 
successful global reward package.

An attractive employee benefits package 
can help organisations to recruit and retain 
staff. Irene Elson, senior reward manager 
pay and benefits, group HR at Lloyds 
Banking Group, will take part in a session on 
12 October that looks at the changing 
employment market and its impact on car 
schemes, and Ian Barrett, senior reward 
manager at Santander, will discuss 
increasing employee engagement with car 
salary sacrifice schemes on 11 October.

For more information and to register
to attend Employee Benefits Live, visit
www.employeebenefitslive.co.uk

EB_011016   8 23/09/2016   16:37



the hub

The hub...

9
 |October 2016|

employeebenefits.co.uk

On 16 September, the 
Business, Innovation, 
and Skills (BIS) 
committee launched 
an inquiry into 
corporate governance, 
which will remain 
open to submissions 

until 26 October. One of the areas of 
focus for the inquiry is board composition, 
including the question of worker 
representation, and on remuneration 
committees, and the form that this could 
take. The inquiry’s scope also extends to 
executive pay: how executive pay should 
take into account long-term business 
performance; what has driven the 
significant increase in executive pay 
relative to that of other employees; if, 
and how, executive pay should reflect 
the value added by executives relative to 
other staff; if shareholders should play 
a greater role around executive pay; 
whether there is evidence that executive 
pay is indeed too high; and if, and how, 
government should seek to control 
executive pay.

The inquiry follows the corporate 
governance failings brought to light by 
the recent inquiries into BHS and Sports 
Direct, as well as prime minister Theresa 
May’s commitment to ensuring high 
standards of corporate governance. In 
a speech on 11 July, shortly before she 
was appointed leader of the Conservative 
Party and prime minister, May made it 
clear that boardroom practices and 
executive pay were in her sights.

In addition to employee representation, 
May called for greater pay transparency, 
including publication of the ratio between 
chief executive officer (CEO) pay and the 
average employee’s pay. May’s sentiments 
echo disquiet among shareholders, 
appearing against a backdrop of 

shareholder revolts over pay packages 
considered excessive.

According to the High Pay Centre’s 
FTSE 100 State of pay report, published 
in August 2016, the average FTSE 100 
CEO’s pay was £5.48m in 2015, with 
total remuneration rising substantially 
above that figure at some high-profile 
organisations. This is so far out of sight of 
the average employee’s pay that it is 
unsurprising the Britain at work 2016 
report, published by Lansons and Opinium 
in April 2016, found that more than a 
third (38%) of employees believe that 
senior leaders are overpaid.

Ill-feeling towards pay perceived to be 
excessive is not directed at senior leaders 
alone; research by the Chartered Institute 
of Management Accountants (CIMA), 
published in September 2016, found 
that 62% of finance professionals feel 
that unjustified bonus awards cause 
resentment among colleagues. Perceived 
unfairness around pay and reward can 
have a negative impact on employee 
morale and engagement, which can affect 
staff retention rates, individual and 
business performance, and profit.

In her 11 July speech, May also 
stressed the need to simplify bosses’ 
bonuses so that they align with the 
long-term interests of organisations. A 
well-designed compensation and benefits 
strategy that reflects an organisation’s 
core values, as well as the value it places 
in all of its employees, is good for 
businesses and staff alike. There is much 
to be done to ensure that remuneration is 
transparent and works for the benefit of 
all, and, at present, it seems that May is 
determined to drive this agenda forward.

Povey takes on 
permanent role 
at Archroma 
From 1 October, 
Debi Povey will 
become global 
HR projects lead 
at Archroma. This 
follows an interim 
role as head of 
reward Europe, 
Middle East, and 
Africa (EMEA).
Povey’s prior 
roles include 
head of reward 
at online gaming 
business bwin.
party digital 
entertainment.

Purnell starts 
at Travelport 
Sarah Purnell has 
joined Travelport 
as director of 
compensation 
and benefits. 
Purnell will be 
responsible for 
compensation 
and benefits, as 
well as global 
mobility. Purnell 
was previously 
at Lucozade 
Ribena Suntory 
as senior 
compensation 
and benefits 
manager. 

Penguin Random 
House promotes 
Morrison
Publishing 
organisation 
Penguin Random 
House UK has 
promoted Neil 
Morrison to 
director of 
strategy, culture 
and innovation. 
This new role will 
see Morrison lead 
the existing 
strategy and HR 
teams in driving 
innovation and 
organic growth 
for the business. 

Co-operative 
Bank turns to 
Gallagher 
Helen Gallagher 
is to become HR 
director at The 
Co-operative 
Bank. She is due 
to take up the 
role in early 
2017. Gallagher 
is currently retail 
HR director at 
Lloyds Banking 
Group. Her prior 
experience 
includes 
senior roles 
at Santander 
and Barclays.

Dainty joins 
Kraft Heinz 
Gemma Dainty has 
joined worldwide 
food organisation 
The Kraft Heinz 
Company as 
reward manager, 
UK and Ireland 
(interim). 
Previously, Dainty 
worked as senior 
benefits specialist 
Europe, Middle 
East and Africa 
(EMEA) at 
Bloomberg LP, 
and reward and 
benefits specialist 
at TalkTalk.

Klimczak joins 
Bupa Global 
Sylwia Klimczak 
has become 
reward consultant 
at Bupa Global. 
Previously, she 
was senior group 
reward advisor at 
Bupa, and reward 
and recognition 
analyst at DHL.
Klimczak 
specialises in 
benefit scheme 
design and 
implementation, 
as well as pay 
analysis and 
communications.

Transparency is key as the government 
steps up its scrutiny of executive pay

People moves       Louise’s lowdown

            @employeebenefit

            search EmployeeBenefits

Social media

EB_011016   9EB_011016   9 23/09/2016   16:4523/09/2016   16:45



helping to put your 
employees in the picture.

Many employees struggle to understand various financial issues that may relate to them and often fail to understand the many 
benefits on offer in the workplace.

We have a complete service offering to help you put your employees in the picture. This includes:

 Developing financial education programmes tailored to each employee segment

 Offering a range of topics from retirement and flex windows through to debt management and share scheme launches and maturity

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

To find our more about how we can help you put your employees in the picture, please contact us on  
0800 234 6880, email us at info@wealthatwork.co.uk or visit www.wealthatwork.co.uk

WEALTH at work and my wealth are trading names of Wealth at Work Limited which is authorised and regulated by 
the Financial Conduct Authority and is a member of the Wealth at Work group of companies. Registered in England 
and Wales No. 05225819. Registered Office: 5 Temple Square, Temple Street, Liverpool L2 5RH. Telephone calls may be 
recorded and monitored for operational and training purposes.
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The month in numbers
Katie Scott rounds up some 

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

£44.3bn 
is the combined value of bonus payments made 
in Great Britain in the financial year ending March 
2016 (Source: Office for National Statistics) 
bit.ly/2ctrMVW

68%
of UK employee respondents feel guilty 
for taking sick days (Source: CV Library) 
bit.ly/2cvKNo8

34%
of UK employee 
respondents feel 
there is too much 
choice when it 
comes to saving for 
retirement (Source: 
Willis Towers Watson/
Nottingham University 
Business School) 
bit.ly/2cGR4va

49%
of employer 
respondents are 
concerned about how 
Brexit will impact 
employee engagement 
and communication 
(Source: Willis Towers 
Watson) 
bit.ly/2cvQxNZ

7%
of UK hospitality 

employee 
respondents would 

feel comfortable 
talking to their 

employer about 
their mental health 
(Source: Pizza Hut/
Mental Health UK) 

bit.ly/2cwHey4

62%
of UK finance professional 
respondents feel that unjustified 
bonuses cause resentment among 
colleagues (Source: Chartered 
Institute of Management Accountants) 
bit.ly/2cToV49
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Ursula Huws
is professor of labour and globalisation 
at the University of Hertfordshire

Daniel Tomlinson
is a researcher at the 
Resolution Foundation

Louise Ward
is policy and standards director 
at the British Safety Council

big 
question

How can employers support 
wellbeing in the gig economy?

This month’s big ques  on...

The growth of the 
‘platform economy’ 
has taken many by 
surprise. In a matter 
of a few months, 
organisations such 
as Uber, Handy, 
Deliveroo and 
Taskrabbit have 

sprung from obscurity to become 
household names, while employers seeking 
freelancers have stopped using specialist 
directories, turning to online sources such 
as Upwork or PeoplePerHour.

In some respects, the gig economy is just 
the most extreme and visible example of
a much broader trend of just-in-time work. 
A survey conducted by the University of 
Hertfordshire and Ipsos MORI for the 
Foundation for European Progressive 
Studies (FEPS) and UNI Europa, published 
in February 2016, found that 3% of the 
adult population are working for online 
platforms at least weekly, with a further
8% doing so more occasionally.

An estimated 2.5% of employees are 
on zero-hours contracts, according to the 
Office for National Statistics’ (ONS) Labour 
force survey for October to December 
2015, and 6% are on temporary contracts, 
according to the ONS’ Business survey for 
November 2015.

Even people on regular contracts are 
increasingly using smartphones, tablets, 
and laptops to check their email round 
the clock. We seem to be morphing into a 
nation of screen-watchers, always logged 
in, waiting for an app to spring into action 
to remind us to turn up for an appointment.

While some may thrive on it, for others 
this insecurity causes psycho-social stress. 
How, for example, can you manage 
childcare when you do not know when 
you will next be working? The constant 
worry can tip some workers into physical 
or mental illness.

The gig economy also raises questions 
about liability. What if there is an accident? 
Whose responsibility should it be to ensure 
that working practices are safe?

Working in the 
gig economy can 
be a liberating 
experience. Freed 
from the rigidities of 
the nine-to-five life, 
individuals find that 
they are able to 
enjoy work at a 

pace that suits them. For many, gig work 
and its associated flexibility is a wellbeing 
boost in and of itself.

But for other gig economy workers, 
flexibility is just a positive spin put on 
last-resort precarious work. Many giggers 
are not actually employees, but are paid as 
self-employed. This means no permanent 
contract, few benefits and no guarantee 
of pay levels, let alone the minimum wage.

For many gig workers this uncertainty 
harms their wellbeing, as the September 
2016 report into courier work, Wild west 
workplace: self-employment in Britain’s ‘gig 
economy’, published by Frank Field MP 
has shown. So what can businesses do 
to support the wellbeing of their staff 
in the gig economy?

First, they could review if they need to 
hire work on a self-employed basis. Trade 
unions are taking four London courier firms 
to an employment tribunal this year arguing 
that existing employment relationships are 
misclassified as self-employed.

Even if the tribunal rules that there is 
no misclassification, employers that want 
to boost wellbeing could offer employment 
contracts to those that want them. Juno, 
a new entrant into the New York taxi 
market, is doing just that.

Second, if full-employment status is too 
far, gig economy employers that want to 
boost the wellbeing of their staff should 
investigate ways in which they could 
reduce the risks associated with gig work. 
For example, as US instant-delivery firm 
Favor is already doing, firms could offer 
minimum hourly rates of pay. This would 
ensure a safety net is in place for when 
giggers turn on their apps and find that 
there is insufficient work available.

A growing number 
of employers in 
Britain support 
their staff with a 
variety of wellbeing 
initiatives. However, 
only permanent 
staff tend to benefit 
from popular direct 

wellness programmes, such as subsidised 
gym membership, healthcare, lifestyle 
advice, and subsidised healthy meal 
options, as well as from professional and 
personal development opportunities.

The rise of the gig economy, where 
the workforce is ‘jobbing’ with different 
employers, is changing the traditional 
employment relationship. The gig economy 
workforce, like most self-employed people, 
have to take more responsibility for their 
own health and wellbeing, especially in 
relation to their work.

Organisations providing short-term and 
contract work for ‘footloose staff’ are not 
responsible for their wellbeing to the same 
extent as they are in relation to their 
permanent staff. However, they still have a 
moral responsibility to provide information 
about health and wellbeing choices that 
would help their temporary staff make 
healthy decisions. In this new environment, 
the role of the employer is shifting from 
that of the provider of health and wellbeing 
support to that of an advisor.

In the gig economy, the flexible nature 
of the employment relationship gives the 
employee much greater control over how, 
when, and where they work, helping them 
to achieve a better work-life balance. 
However, at the same time, many people 
have reduced employment security, which 
can adversely affect health and wellbeing. 
For example, a freelance journalist may 
take on far too much work in a given week, 
which will leave them working late into the 
night to meet deadlines, if they fear that 
they will not have any work the following 
week. This insecurity may lead people to 
take bad decisions in relation to their 
health and wellbeing.

     do you agree?
Join the discussion by searching for the 
EmployeeBenefi ts group on:
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Advances in technology 
mean personalised benefits 

are firmly on the agenda 

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

cover story 
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Need to know
•  The definition of personalisation has 

changed and is now data driven.

•  The personalisation of benefits helps to 
empower employees to perform at their 
best at work.

•  Challenges to the increasing use of 
personalised benefits packages include 
many employers’ desires for standardised 
benefits systems, particularly in large, 
multi-national organisations.

The initial personalisation of employee benefits 
can be traced back to the 1980s, when the term 
referred to those employers that were offering 
their staff a wide choice of benefits to take up, 
typically on a flexible or voluntary basis, in the 
hope that they would appeal to at least some 
of their workforce.

But now personalisation refers to a precise, 
data-driven approach to benefit and reward 
strategy design that ensures that perks are relevant 
to individual employees who are, therefore, more 
likely to take up and value them.

As part of this evolution, employers are becoming 
more of a facilitator of benefits, whereby they offer 
staff access to a wide range of benefits that can 
be personalised, such as nutritional or DNA 
testing, and which can therefore add value 
to their workplace experience.

Alastair Woods, partner in the reward team 
at PricewaterhouseCoopers (PWC), says: “[The] 
personalisation [of benefits] is about employers 
providing some level of customisation to individual 
employees and not just groups among their 
workforce, but within an existing framework, 
rather than offering radical choice. Choice 
allows employees to extract value.”

@ Read also
How does a reward strategy evolve 
while an organisation grows at pace?
bit.ly/1UenoJ5

“ CHOICE ALLOWS 
EMPLOYEES TO 
EXTRACT VALUE 
BECAUSE WHERE 
THERE’S CHOICE 
THERE’S MORE 
UNDERSTANDING”

personalise their own user accounts from 
which they can select their preferred benefits. 
Increasingly, staff in many organisations can flex 
the value of these benefits up and down, and even 
extend access to perks to close family members.

“Choice allows employees to extract value 
because where there’s choice, there’s more 
understanding,” says Woods. “Employees are 
putting greater value on something that’s 
relevant for them.”

D o w n  t o  t h e  f i n e  d e t a i l s
As well as strategy, many benefits can be 
personalised, such as company car schemes. 
Organisations can work with company car 
providers to enable staff to define everything 
from their budget to the type of seat covering 

Advances in technology have been instrumental 
in enabling employers to customise their benefits 
proposition. Employers are now able to access and 
mine data from their benefits portals relating to, for 
example, benefits take-up trends, which they can 
use to inform their benefits selection for staff. Mark 
Ramsook, a senior consultant at Willis Towers 
Watson, says: “Without technology, it’s unfeasible 
to consider how employers can manage benefits 
data, identify trends, and track and enable the 
purchasing process [of these benefits].”

Technological development is also benefitting 
employees in the form of increasingly interactive 
benefits portal interfaces. Employers’ previous 
static platforms that stored benefits information 
in the form of PDFs have been transformed into 
portals that allow employees to create and 
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When you think of cancer, you may not think 
of it as a long-term condition. However 65% 
of cancer survivors say they’ve had to deal 
with long-term side effects during and after 
treatment. These long-term effects – such 
as persistent hair loss, depression, fatigue, 

their everyday lives, including at work.

Each year, almost 120,000 people of working age 
are diagnosed with cancer in the UK, and with 
survival rates improving and people retiring later, 

having had to give it up or change roles as a result 
of a cancer diagnosis, it is important to ensure that 
the right support and advice is available early on 

However despite the need for this support, line 
managers are often ill equipped to offer the right 
level of information to help manage employees 

Organisations urgently need to develop a 
health and wellbeing at work strategy that 
recognises the needs of rising numbers of 
employees with long-term conditions. This is 

which offers workplace training, consultancy and 
resources to help HR and line managers support 

Evidence shows health support in the workplace 
can help prevent people falling out of work due to 

impact not only on wellbeing and helping to 
preserve livelihoods of those with long-term 

retaining knowledgeable staff, as well as fostering 

The building blocks of a good health and wellbeing 
at work strategy include policy, training and support 
programmes that raise awareness and address the 
needs of employees, and ensuring that relevant 
staff (such as line managers and HR) are equipped 

guidance and resources Macmillan provides, 
visit macmillan.org.uk/atwork 
You can also email the team at 
workandcancer@macmillan.org.uk 
or call 020 7840 4725

the loNg-term effects   

  �F Ca��er
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Reed Business Information offers employees personalised health and 
wellbeing programmes

Reed Business Information (RBI) created a 
health and wellbeing programme in 2014 to 
help employees to create their own support 
systems for a positive workplace experience.

Lawrence Mitchell, marketing director 
and programme lead, says: “We set up the 
programme to enhance the energy and the 
performance of our staff, which, in practical 
terms, means that we’re energising and helping 
staff to feel good about themselves so they can 
not only feel better, but work better, which will 
enhance not only their own performance, but 
the performance of the business.

The business information and data services 
organisation’s Living Well Programme is based 
on a five-pillar framework. This includes eating 
well, keeping fit, mental health and resilience, 
giving back, in line with the organisation’s 
charity agenda, and getting support, which 
involves staff tapping into employee networks 
and getting support from peers.

As part of the programme, which health and 
wellbeing services provider, Kamwell, helps
to deliver, staff are offered access to wellbeing 
events: free gym classes, massage therapy, 
mindfulness training, and nutritional advice.

“It provides customised one-to-one services, 
as well as broader opportunities for staff

to engage,” says Mitchell. “We think about 
employees as whole people and recognise that 
each employee will want different things based 
on who they are and where they are in their life 
journey, so we offer a range of benefits for 
them to engage in.”

Empowerment is at the heart of RBI’s 
programme, with employees encouraged to 
take responsibility for their own health and 
wellbeing. “We are responsible for making it 
easier for employees to be healthier and for 
them to feel their best,” says Mitchell.

Employer view – Talent management   Employee view – Global workforce study

1  Base pay/salary    Base pay/salary

2  Career advancement opportunities  Career advancement opportunities

3  Relationship with supervisor/manager  Trust/confidence in senior leadership

4  Manage/limit work-related stress  Job security

5  Learning and development opportunities Length of commute
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Case study | Reed Business Information

Peter Reilly is principal 
associate at the Institute 
for Employment Studies

Empowering staff is an 
understandable objective 
for organisations that 
are operating in today’s 

knowledge and service economy. 
Releasing employees’ discretionary 

effort can lead to higher productivity and 
better customer service, and one key way 
of getting greater employee engagement is 
through giving colleagues more autonomy. 
This means offering employees access to 
more space so that they can shape their 
work and determine how best to meet 
customer needs.

Moreover, employers moving away from 
a command-and-control approach to staff 
management to delegated responsibility fits 
the changing workforce demographic, where 
employees are less deferential and wanting 
to give more meaning to their jobs.

So how can employers build such 
empowerment into their reward policies? 
The obvious way is through personalisation 
or mass customisation, where staff can 
shape their reward much more to suit their 
own wishes and circumstances. In one way 
this is not new: flexible benefits have been 
the means by which organisations have for 
many years allowed individual tailoring of 
the benefits package.

However, flexible benefits have always 
had their limitations. One is that they ignore 
base or variable pay, where most of the 
money goes. Another constraint is whether 
sufficient cash is made available to offer 
real flexibility and, third, whether there is 
any restriction in which benefits employees 
can choose.

So real mass customisation would involve 
employees having greater choice of benefits 
and scope to alter their pay mechanism.

The trouble is that organisations often use 
their reward and performance management 
systems to change the culture of their 
organisation, for the incentivisation of 
certain behaviours in staff and to focus 
employee effort on key deliverables, with 
standardisation driving their approach. 
Real empowerment is about employers 
letting go and accepting that employees 
will sometimes make poor decisions, 
which they will learn from.

Commonality has its benefits, but
it has to be set against the virtues of 
allowing staff to shape their working lives, 
including their reward, in ways that satisfy 
the business and simultaneously 
suits themselves. 

Viewpoint
and the engine that they want for their car.

Similarly, health and wellbeing benefits, from 
health cash plans to dental healthcare, can be 
personalised by staff. Kirsten Samuel, managing 
director at health and wellbeing services provider 
Kamwell, says: “By having choice and flexibility at 
their fingertips in regards to health and wellbeing, 
employees can feel truly supported, empowered 
and energised to take control of their wellbeing.

“I have experienced so many instances first 
hand, where employees have told me about the 
difference their organisation’s health and wellbeing 
programme has made to their lives, not just as 
a means to ‘fixing’ a health problem. It offers 
an opportunity to enhance their wellbeing, 
enabling them to thrive in their personal 
and professional lives.”

Creating this sense of empowerment is key for 
employers keen to increase employee engagement 
and become an employer of choice. Nicky Moffat, 
director at What Good Leadership Looks Like, says: 
“Empowerment benefits organisations because 
it enables the collective and creative power of 
[employees] to be mobilised in line with a 
common vision or goal.

“[Employees] who are empowered have 
ownership of outcomes. They can use their 
expertise, initiative and skill to complete tasks and 
feel a much greater sense of satisfaction and value 
than if they had simply been told what to do.”
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Did you know?
47% of employees rank eyecare as one of their top 3 preferred benefits
We are a partnership between ASE Corporate Eyecare and Boots offering advice, expertise and a range
of products and services in the area of workplace healthcare, with a focus on corporate eyecare.

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

 The top five issues shaping employers’ benefits strategies in 2016
(Source: Employee Benefits and Xerox HR Services’ Benefits research 2016, June 2016)

Desire to improve employee engagement     67%
Desire to be seen as an employer of choice   61%
Employee influence or expectations  54%
Multi-generational workforce             46%
Desire for flexibility    42%

Personalised working practices also help to empower employees. Flexible working is a case in point. 
Martha How, reward partner at Aon Employee Benefits, says: “Empowerment is about staff management 
and about, for example, [employers] asking employees how they want to work and allowing employees to 
carve out their own working time.”

Perhaps the biggest obstacle to more employers taking this approach is the desire for standardisation 
for which many organisations, particularly those that are larger multi-national entities, strive for across 

their benefits policies and systems.
Peter Reilly, principal associate at the Institute for Employment Studies, says: “Frequently, 

[employers] want to signal that everyone is part of the same [organisation] with 
harmonised terms and conditions. Standardisation is also cheaper to operate 

[for employers]. Both tendencies militate against personalisation.”
Clearly, there is a long way to go before more organisations embrace the 

modern definition of personalisation, but change is afoot, particularly around 
reward, given the bearish economic climate and consequent lack of pay rises.

“We’ve got to a place where there’s a head of steam and pent-up 
frustration [among employees] with reward generally, [because] it 

hasn’t really changed, says PWC’s Woods. “It has always been 
about salary, a bonus if [employees] are lucky, a pension and some 
core benefits, but I think in the next few years we’ll start to see a 
greater array of choice.
“Now, more than ever, there is a greater need for the customisation 
of reward because of the diversity of the workforce coupled with 

the [downturn in the] economic cycle.”
This diversity, be it in the form of age, culture, religion 
or life choices generally, therefore needs more than a 
generational segmentation exercise across organisations’ 
communication strategies as employees demand more 

of a consumer experience from their employers
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...is for Virtual Health Benefits 
including a virtual GP surgery

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 

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

work more quickly.

GP consultations via phone or webcam
Private prescription service
24/7 counselling and support helpline 
Exclusive member retail discounts 

Online members’ area & online claims
Online personal coaching and 
health assessments support

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.

Enjoy the perks of life
PERKS
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Call or email for a chat, a demo or technical information

UK +44 (0) 1223 750168   US +1 (408) 608 6913
sales@spiralinks.com   www.spiralinks.com

COMPENSATION & PERFORMANCE MANAGEMENT

Performance Management with 360° Reviews
Compensation Planning and Budget
Reward Proposals and Approvals
Executive Compensation
Reporting Analytics
Employee Communication
  - Employee Portal and Self Services   
  - Employee Statements
  - Appraisals
  - Benefits Summary

FocalReviewTM is an easy-to-configure web-enabled application 
suite used in companies of 50 to 500,000 employees. Integrating 
with standard HRIS data, it uses SaaS or On-Premise computing 
replacing legacy tools like Excel. We satisfy your multi language, 
multi currency and calendar requirements for TOTAL REWARDS, 
with independent, selectable modules covering the whole cycle 
from:

EB_011016   20EB_011016   20 23/09/2016   16:3523/09/2016   16:35



Changing 
the image

Voluntary offerings have evolved to become 
an integral part of benefits packages

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

Jack Curzon, head of scheme design at Thomsons Online 
Benefits, says: “A properly implemented platform [has] 
revolutionised that online marketplace, giving the employee 
the ability to go online and manage their benefits in a way 
that suits them in a modern, technological world.”

Instant access enables employees to make use of deals and 
discounts when they are on the go, fitting in with employees’ 
often hectic lifestyles. Debra Corey, group rewards director 
at Reward Gateway, refers to voluntary schemes as “in-the-
moment benefits”.

One transformative change, however, is how voluntary 
benefits have become embedded in wider reward strategies. 
“[Organisations have to] make sure that there is a link between 
their overall reward and benefits strategy so it’s not seen as a 
standalone piece that often gets forgotten, but it’s actually 
seen as being integrated in their reward and benefit strategy,” 
says Godley.

Voluntary benefits schemes have long been a mainstay of many employee benefits strategies. 
However, how they are now positioned and employees’ expectations of schemes are often quite 
different from when they first appeared on the benefits scene.

Although the basics of voluntary benefits may not have changed, employees’ perceptions 
around using the benefit, and the value it can add, have developed over the years. For example, 
discount codes and retail vouchers are now an accepted norm within society, with money saving 
a mentality that many employees tap into on a daily basis. Charlotte Godley, benefits lead for 
consumer business at Mercer, says: “The use of discount codes is becoming normal really and I 
think everybody does it, [in] all walks of life and at all income levels.”

As well as this normalisation of discount culture, another influencing factor is the consumerism 
of employee benefits, says David Walker, chief operating officer at Personal Group. “We now 
have to treat employees just like consumers, so the quality of the communications, the quality 
of the platform, the quality of the app, needs to be the same as [an employee] would expect if 
[they] were a consumer,” he explains.

Voluntary benefits should also be viewed as an investment, and not as a cost, adds Walker.
Access to voluntary benefits through apps, device-optimised websites and platforms has 

handed control to the employee, allowing for easier access and a more personalised experience. 
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•  Voluntary benefits now form part of a wider 
approach to employee engagement.

•  Access through mobile apps and online portals 
has helped to create a new face for voluntary 
benefits schemes.

•  Employees increasingly expect to be offered 
voluntary benefits as a standard part of their 
reward package.

How is the voluntary benefits market evolving?
bit.ly/2cUBjl3

Need to know

Read also@

voluntary 
benefits
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Charles Cotton is reward advisor at 
the Chartered Institute for Personnel 
and Development (CIPD)

Offering a voluntary benefits scheme 
can be an important tool in the way 
that employers retain and engage 
their talent.

This approach can be important for public and 
voluntary sector employers competing against parts 
of the private sector. While public sector employers 
can often offer a generous pension scheme and 
leave arrangements, they are very rarely able to 
offer staff such perks as private medical insurance 
or company cars.

However, because of their size, they are often 
able to negotiate preferential deals on behalf of their 
employees on goods and services. This helps stretch 
the value of their employees’ pay, as well as showing 
that they care about their staff.

It is important to segment the workforce so 
organisations offer discounts on products and 
services that employees actually value, otherwise 
staff will fail to be engaged and some may even 
become disillusioned.

One of the possible advantages of offering a 
voluntary benefits scheme is the savings that an 
employer can make if the scheme utilises salary 
sacrifice, whereby the organisation saves on 
national insurance contributions (NICs).

However, the government’s recent proposals to 
restrict the use of salary sacrifice schemes could 
have a negative impact on employers using their 
NIC savings to fund other projects.

Will such changes result in voluntary benefits 
schemes becoming less common? Perhaps. However, 
while they may no longer create employer savings, 
they can still help organisations retain and
engage employees.
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Viewpoint

voluntary 
benefits

Personal Group’s Walker adds: “Voluntary benefits are not just being looked at in isolation. 
They’re part of a wider engagement approach. You’ll see it becoming much more aligned to 
the broader engagement strategy than it has been in the past.”

The schemes can help to support a number of organisation-wide programmes, for example, 
financial benefits, such as individual savings accounts (Isas), and how these can be tied into 
financial wellbeing or financial education programmes. “Voluntary benefits can actually be 
incredibly influential on staff if they’re offering solutions for financial or retirement planning, 
so it could be something like an Isa offered on a voluntary basis,” says Curzon.

One reason why voluntary benefits continue to prove popular is the extensive product and 
services range that is now available. Corey likens this development to a chocolate selection box, 
moving away from the days of milk, dark or white solids to now include the added luxuries of 
pralines, truffles and cremes. “It just appeals to a larger, more diverse group of people,” she says.

While in the past a wide range of discounts may have been presented to staff, now these are 
more strategic, with the selection designed to help make employees’ lives easier. 

Voluntary benefits, therefore, have undergone an image overhaul, transforming from a 
discount scheme to a more integrated aspect of an employee’s benefits package. Being able to 
provide staff with lifestyle benefits that align with organisational strategy can, in turn, reap an 
impressive return on investment in terms of employee happiness, productivity, and loyalty

See us at 
EB Live in 

October on 
Stand 311

Next Stage utilises voluntary benefits to bolster recruitment

Mental health home care organisation Next Stage introduced a voluntary benefits 
programme in January 2016. The programme, provided by Perkbox, enables the 
organisation to offer its 155 staff over 200 perks, such as free mobile phone insurance, 
and retail and leisure discounts. Next Stage has seen take-up of the scheme reach 86%.

Alex Handley, recruitment manager at Next Stage, says: “Everyone is offering the 
same job and very similar salaries, so when we offer a voluntary benefits package 
[such as] this, it’s different to other people. It strengthens our position.”

The platform sits alongside other benefits such as a health cash plan and access to 
a 24/7 counselling service. 

Since introducing the scheme, Next Stage 
has seen improvements in referral rates and 
staff retention. Before January, only 5% of 
employees referred potential new hires to 
the business; however, in the past three 
months, this has increased to 33%. Before 
the introduction of the scheme, 58% 
of staff left within 12 months of joining the 
business; turnover has now fallen to 13%.

Case study | Next Stage
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A guiding hand 
to the summit

Employers can play a critical role in helping 
employees with retirement options

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

So is there a place for 
employers to support 
employees in self-selecting 
their own investment funds, 
particularly given that 
trustees are duty-bound by 
the pensions watchdogs, the 
Financial Conduct Authority 
(FCA) and The Pensions 
Regulator (TPR), to ensure 
that default funds offer 
pension scheme members 
the best possible outcomes?

Helen Ball, partner and 
head of DC at law firm 
Sackers, says: “There is 
always a place for self-select 
funds. The majority of 
members will be in a default 
fund, but it is always an idea 
[for trustees and employers] 
to suggest that [employees] 
consider whether that is 
suitable for them.

“If [trustees and 
employers] don’t allow [staff] 
a choice, or don’t direct 
them fully to understand 
that they have a choice, then 
they are probably not doing 
their best for members 
because by default, the 
default is not perfect.”

Employers can start by 
providing employees with 
access to information and 
services that will help them 
to consider their attitude to 
risk, the type of lifestyle that 
they wish to lead on 
retirement and the scheme 
contributions and investment 
funds required to support 
these. Information about 
which funds are available to 
employees and tools to help 

The majority (90%) of active defined contribution (DC) pension scheme members invest in 
their employer’s default pension fund, according to the Pensions and Lifetime Savings 
Association’s annual survey for 2015, published in December 2015.

Default funds are designed for employees who do not want to make active investment 
decisions about their pension fund, which means that appointed trustee boards take 
responsibility for fund selection instead. But not all employees understand this is the case.

Michelle Cracknell, chief executive at the Pensions Advisory Service (TPAS), says: “We receive 
very few [employee] questions on investment decisions. In fact, some [employees] are not aware 
that their DC pension pot, or even drawdown product that they are thinking about buying, will 
be invested.”
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•  The majority of employees are in their employer’s 
default pension fund.

•  Many employers are nervous about providing financial 
guidance to staff.

•  Sourcing investment fund information may be difficult.

How to select the right default fund approach 
for an organisation
bit.ly/2dgYZjp

Need to know

Read also@

pensions

of employees feel there is too 
much choice when it comes 
to retirement

of employees have a crisis 
of confidence when making 
financial decisions

of employees say their lack 
of confidence is caused by 
the complexity of investment 
choices available

35%

47%

25%

(Source: Willis Towers Watson/

University of Nottingham Business 

School research, September 2016)

Statistics

them to think about, and 
model, their investments, 
should also be made 
available, either by employers 
themselves, or by their 
pension provider or adviser, 
or perhaps by a financial 
education provider.

Employers should, at 
the very least, signpost 
employees to the 
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“ THE EMPHASIS 
HAS MOVED TO 
MAKING SURE 
EMPLOYEES 
MAKE THE RIGHT 
CONTRIBUTIONS”
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government’s guidance service, Pension Wise, to help support their retirement planning and, 
hopefully, to minimise the chances of future litigation involving employees who claim that their 
organisation failed to make them aware of the investment choices available. This may be the 
maximum level of support that many employers feel comfortable about offering in light of the 
blurred boundaries between unregulated guidance and FCA-regulated advice.

The government is currently consulting on the definition of financial advice following 
proposals from FCA’s Financial Advice Market Review, which published its final report in March 
2016. These aim to make it easier for employers and trustees to understand the difference 
between guidance and advice, but until then employers should proceed with caution.

In fact, Mark Futcher, partner and head of DC at pensions advisory firm Barnett Waddingham, 
warns against employers offering employees guidance at all. “We don’t think that [organisations] 
can educate their employees to a high enough standard for them to take rational, long-term 
[investment] decisions,” he says.

“Group personal pension [providers] supply fact sheets with [performance] ratings alongside 
each fund, but it is a lot of research [for employees] to do and puts most [staff] off from 
attempting [to understand and track them].”

Employers committed to providing guidance for their workforce would be better placed 
helping their employees to carefully consider their retirement options, rather than focus 

on fund selection, Futcher says.
This means that employers need to help 

employees to fully understand the pension 
freedoms introduced in April 2015, as well 
as the tax implications. Employees can 
drawdown up to 25% of their retirement 
fund tax-free in each tax year.

Employers should also be educating 
employees so they can contribute as much 
as possible into their pension scheme. 
Jonathan Watts-Lay, a director at financial 
education provider Wealth at Work, says: 
“The emphasis has moved [from how and 
whether employees actively invest] to 
making sure that [employees] are making 

the right contributions.”
As part of their education programme, 

employers need to ensure that they fully 
understand the retirement planning needs 
of their workforce. This may well extend 
beyond the outcomes that their current 
default fund can offer given the changing 
composition of the modern workforce.

This is why employees need to know that 
they have choices, from the type of 
investment funds that they can select to 
the way in which they can draw down their 
pension. They also need to know how to 
access support to help them navigate 
their way through these choices

Motability supports staff in making 
informed investment decisions

Motability has always been keen for staff to be fully 
engaged in, and sufficiently informed about its 
contract-based defined contribution stakeholder 
pension plan, so that they can decide how best to 
invest their pension contributions.

The mobility support services charity has produced 
a pensions communication strategy, which includes a 
guide for staff about the option to obtain independent 
financial advice and how to go about accessing this.

Jo Rose, HR manager, says: “We always encourage 
[pension fund engagement] through communications 
that we offer, and we also put lots of tools on [our] own 
website to help [staff] plan for their retirement and 
think about how much they’re contributing.”

This support was particularly important when the 
organisation decided to switch its default fund earlier 
this year following the downturn in the economy and 
the introduction of the pension freedoms in 2015.

The switch, which came into effect from July 2016, 
saw the take-up of a new fund with a 15-year lifestyling 
phase and a different mix of investments, structured on 
the premise that employees can make a number of 
choices about what to do with their retirement fund, 
rather than on the assumption that they will buy an 
annuity, following the abolition of compulsory 
annuitisation, which came into effect in April 2015.

“We were looking at high engagement [levels] and for 
staff to review their choices and make a decision about 
how they wanted to invest their funds,” says Rose.

Case study | Motability
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Throw some light 
on the matter

Open lines of communication can break the taboo 
of discussing mental health at work

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

People’s 
reticence to 
discuss mental 
health, or to 
admit it to 
themselves, is 
part of the issue, 
says Dr Mark 
Winwood, 
clinical 
director-
psychological 
health at Axa 
PPP Healthcare. 
“It’s this stigma that people feel they will be seen as ‘being 
weak’ if they admit that they’re not coping,” he says.

“Stigma seems to be the major issue. That’s the stigma we 
hold within ourselves and the assumptions we make about 
the way that we feel we’ll be viewed by other people if they 
know we’re not feeling great. It’s also the stigma that society 
brings about by virtue of the way mental health problems are 
perhaps depicted in the news and on television. This is one 
of the major reasons that people won’t talk about how they 
feel psychologically in the workplace.”

Although there are adverts and campaigns, such as World 
Mental Health Day on 10 October, the stigma surrounding 
mental health discussion is still very much prevalent in the 
workplace, and can be exacerbated by the wider economy. 
Through periods of recession, or if unemployment figures 
rise, employees can be reluctant to mention that they are 
struggling to cope.

Matthew Judge, technical director at Jelf Employee 
Benefits, says: “A lot of it is fear, people just don’t know how 
to address that issue. It’s better than it was, and people do 
talk more openly about it, but there’s still a long way to go.”

Employers continue to see investment in the health and 
wellbeing of employees as important, and this includes 
offering services to address mental wellbeing, as well as 

Addressing mental health in any setting is still very much a hush-hush subject and the 
workplace is no exception. Research published by Axa PPP Healthcare in March 2016 found that 
over a quarter (27%) of employers are more comfortable discussing a member of staff’s physical 
health than mental health, and nearly half (45%) of employers are wary about discussing mental 
health issues for fear of upsetting or offending employees.

For all the support measures and awareness campaigns now in place, not only within 
organisations but also wider society, why is it still a taboo to discuss an employee’s mental 
wellbeing with them?
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•  Although there is a lot of awareness around 
mental ill health, there is still a stigma attached 
to discussing it in the workplace.

•  Employers should promote initiatives that 
can help support mental wellbeing such 
as an employee assistance programme 
(EAP), occupational health, and mental 
health first aid training.

•  Creating open lines of communication between 
colleagues, line managers, and senior leaders 
will help to break the taboo of discussing 
mental health.

How to align financial, physical and
emotional wellbeing
bit.ly/2cZ53vp

Need to know

Read also@

health & 
wellbeing

“ A LOT OF IT IS 
FEAR, PEOPLE 
JUST DON’T 
KNOW HOW 
TO ADDRESS 
THE ISSUE”
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Poppy Jaman is chief executive officer 
of Mental Health First Aid England 

We all have mental health just as we 
have physical health, but it can seem 
more difficult to spot the signs of 
mental ill health.

The key things to look out for 
when it comes to mental ill health are changes in an 
employee’s usual behaviour, such as unusual irritability 
or tearfulness, sudden loss of confidence or increased 
sickness absence. Noticing such changes is an 
important part of recognising when an employee 
might be experiencing a mental health issue and 
feeling confident to have a conversation with 
them about how they are feeling.

One simple step employers can take to help make 
their workplace more mentally healthy is to train staff 
in mental health first aid. This is the mental health 
equivalent of physical first aid training, and provides 
participants with the skills and confidence to recognise 
the signs and symptoms of common mental health 
issues and effectively guide a person towards the 
right support.

With World Mental Health Day taking place on
10 October, and the theme this year being 
‘psychological and mental health first aid for all’, there 
is no better time for employers to commit to improving 
the mental wellbeing of their staff and introduce 
mental health first aid training to their workplace.

I strongly believe that all businesses should be 
measured by their social and environmental output 
and not just by their profit. I think that if every 
organisation measured a triple bottom line, people, 
planet and profit, we would live in a much healthier 
and happier world.

Poppy Jaman will discuss breaking the taboos on talking 
about mental health at work at Employee Benefits Live 
2016 on 12 October.

physical health. Not only do employers view it as an important duty of care to look after the 
wellbeing of employees, but it also pays dividends in terms of improved absence statistics, 
increased employee motivation, and productivity.

Tim Routledge, founder and chief experience officer at Experience Insight, an organisation 
that uses research techniques from neuroscience, psychology and behavioural economics to 
understand people’s experiences and resilience to stress, says: “If [employees] feel happy in 
what they do, are resilient, and able to bounce back from setbacks and if things are going wrong, 
then they are more likely to have optimal wellbeing and deliver a better service [for customers]. 
It starts from an economic perspective but it’s all about looking after [employees].”

A few years ago there was a trend to remove psychiatric benefits from healthcare 
programmes, such as private medical insurance, because the instances of claims were low, says 
Jelf’s Judge. Now, although providers have not returned to providing unlimited cover, it is 

common for a provider to offer 28 days of psychiatric benefits, such as treatment from a 
mental health consultant or wellbeing therapist. Katharine Moxham, spokesperson for 

industry body Group Risk Development 
(Grid), says: “Forward-thinking employers 
are making the connection between 
health, wellbeing and productivity, and, 
of course, mental health is as key to this 
as good physical health.”

Many employers are not making best 
use of the added-value products that 
they have access to alongside group 
risk products, such as group income 
protection, which can include employee 
assistance programmes (EAPs), fast-track 
access to therapies such as cognitive 
behavioural therapy (CBT), and 

Janssen takes a holistic approach 
to support mental wellbeing

As a healthcare organisation, Janssen 
is committed to helping its employees 
improve their mental and physical health.

The research-based pharmaceutical 
organisation, which is part of the Johnson 
and Johnson group, takes
a proactive approach to employee 
wellbeing. Charlie Hamlin, organisation 
effectiveness manager, says: “Prevention, 
and health and wellbeing, is very central 
to our business strategy. So it is not seen 
as separate but is very much integrated.”

Janssen offers employees a number of 
initiatives to look after their wellbeing. In 
2014, it introduced a two-day programme, 
Energy for Performance in Life, which 
looks at physical, emotional, mental, and 
spiritual aspects of life. The holistic 
programme talks about health and 
wellbeing in very positive terms.

“We recognise that the Energy for 
Performance in Life programme is a 
very useful tool to help us to encourage 
employees to take better control of their 
workload, to create a culture where it’s 
okay to say no, that legitimises being able 
to push back and, to best manage their 
workload so they can achieve a better 
work-life balance,” says Hamlin.

Janssen has taken part in The Sunday 
Times’ 100 Best companies to work for 
survey since 2012, but results in 2014 
showed that, although it was in the top 
20, it was almost at the bottom when it 
came to wellbeing. Janssen worked with 
communications agency Like Minds to 
create a campaign that promoted its 
health and wellbeing initiatives.

“We’ve invested a lot of time, energy, 
and money in supporting the health and 
wellbeing of our employees and we do 
not have [a] highly sophisticated set of 
metrics to see what the payback has been 
on business, because we know it’s the 
right thing to do, not only from a business 
point of view but from an ethical point of 
view,” says Hamlin.

“ EMPLOYERS ARE 
MAKING THE 
CONNECTION 
BETWEEN HEALTH, 
WELLBEING AND 
PRODUCTIVITY”

29
 |October 2016|

employeebenefits.co.uk/mental-health-resilience

Viewpoint

Case study | Janssen
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mental health first aid training for line managers. “It is important to really understand that 
these [services] are not just for use when people go off sick, they can support employers, HR 
managers, and staff every day,” says Moxham. “The preventative support can help employers 

to manage mental health 
conditions before they 
become a problem.”

Employers can support all 
members of staff by making 
sure line managers, senior 
leaders and even colleagues 
are aware of both how 
symptoms of mental ill health 
can present themselves, and 
what help is available in the 
workplace. It is important 
that employers educate all 
employees about the 
symptoms, causes and 
support in order that 
everyone has a better 
understanding, says Austin 
Caffrey, organisational 
psychologist at health 

and wellbeing consultancy 
Feel Good Co.
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Wellcome Trust trains employees in mental health first aid

Mental health first aid training has helped the 
Wellcome Trust deal with a number of mental 
health issues presented by employees.

The medical research charity introduced a 
pilot mental health first aid training scheme with 
Mental Health First Aid for England in 2015, and 
fully launched in the beginning of 2016. Led by 
Natasha Gordon, project manager at Wellcome 
Trust, the scheme has created a network of 
employees that have been trained in how to 
recognise the signs and symptoms of mental 
health issues and how to provide help.

There are mental health check point posters 
all around Wellcome, which advertise the 
mental health first aiders across all divisions. 
“There’s been a number of broader reasons 
why people have been using the network, from 
bouts of depression, both cyclical or seasonal 
depression disorders; some work-related [issues] 

because that happens everywhere; stigma-
related issues where incidents have happened 
or comments have been made and they feel 
upset by it; [and] bereavement,” explains 
Gordon. “Quite a broad range of issues have 
been coming forward, which is good in 
the way that people feel able to talk 
about those things with us.”

The organisation also advertises 
external sources of support. 
Gordon says: “Mental health problems 
can come up at the weekend and out 
of hours so there is external support 
[employees] can access.”

In addition, Wellcome provides 
an employee assistance programme 
(EAP), occupational health services, 
an on-site gym, and private medical 
insurance (PMI). In July, the 

organisation upgraded the mental health 
support available through its PMI scheme 
to give employees the opportunity to get a 
psychiatric referral rather than having to go
via their GP. 

Case study | Wellcome Trust

“Pressure, in terms of demand for work or relationship 
difficulties, is one of the most common reasons for feeling 
anxious, [as well as] conflict in the workplace. These are things 
that can trigger or exacerbate problems,” says Caffrey. “One of 
the key things is to train people to be able to spot the signs 
and then give them the confidence to have a conversation.”

Individuals respond to pressure in different ways: some will 
flourish, others will not. Some employees will hide mental 
ill-health issues well, but their behaviour might change, for 
example, an employee might start coming into work late or 
their performance may worsen. Any change may be indicative 
of mental ill health.

O p e n  t o  c o n v e r s a t i o n
There cannot be a one-size-fits-all approach, so employers 
should ensure the workplace is open to conversation; line 
managers should ask each team member how they are, and 
how they are coping with their workloads, for example. If it 
then becomes apparent that an employee might need to speak 
with someone further, or require more professional support, 
benefits such as an EAP or other counselling services should 

be promoted. “Talking, promoting the EAP, 
promoting healthy behaviours, exercise, 
and technology switch-off times: these 
don’t have to cost a lot of money but all 
of these can really help people,” says 
Axa PPP Healthcare’s Winwood.

Although a stigma still surrounds mental 
ill health, workplaces have improved their 
support; the continual encouragement 
of ‘how are you?’ conversations and 
promotion of support services can only 
help to break the taboo further until 
discussing mental wellbeing becomes 
as commonplace as physical health

health & 
wellbeing

“ PREVENTATIVE 
SUPPORT CAN 
HELP MANAGE 
CONDITIONS 
BEFORE THEY GET 
TO BE A PROBLEM”
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So much more than
the core benefits

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

Health cash plans can offer 
a surprising number of options
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rates at fi tness clubs and gyms across the UK.
There really is so much more to today’s health 

cash plans than meets the eye and new benefi ts 
are being added all the  me. So if employers are 
looking to improve the health and wellbeing of 
their workforce, a health cash plan could be 
the ideal solu  on ■

When most people think about health cash plans, 
they usually think about the everyday health costs 
and there is no doubt that being able to claim 
cashback for dental check-ups, eye tests, contact 
lenses and even tooth-whitening procedures
make health cash plans an attractive proposition
for employees.

However, health cash plans also off er employers 
and employees so much more than the core 
benefi ts. Most plans now include services that 
can help to reduce absenteeism, prevent illness, 
keep employees healthier and encourage an earlier 
return to work. We all know that employees who 
feel happy and well are much more likely to be 
engaged and produc  ve in the workplace.

Some of the most exci  ng new benefi ts are 
those that can proac  vely help employees 
manage their wellbeing and detect the early 
signs of illness so they can receive treatment 
quicker. With the challenges of busy lifestyles 
and diffi  cul  es in accessing health care in the UK 
today, these services can make a big diff erence to 
employee health and wellbeing and help protect an 

organisa  on’s most vital resource. Although some 
of these benefi ts are available separately, with a 
health cash plan employers and employees can 
save  me and money by encompassing a range of 
diff erent benefi ts under one umbrella scheme.

There are a wide range of services that 
employers should look out for, which can help 
employees to proac  vely manage their health 
and wellbeing.

The fi rst of these is cancer screening. With 
around one out of two Britons ge   ng cancer 
over their life  me, according to fi gures from 
Check4Cancer, cancer is now a serious issue 
for individuals and employers. With this benefi t, 
employees can get discounts on screening services 
that can detect the early signs of breast, bowel, 
lung, prostate and skin cancer.

Second, physio triage, whereby employees can 
talk to professionals on the phone for an ini  al 
assessment and get treatment advice before 
being referred to a physiotherapist. 

Other services to look out for include online 
health assessments combined with personal 
coaching services, 24/7 counselling and support 
helplines and employee assistance programmes 
to deal with stress, debt and family ma  ers, 24/7 
virtual GP surgeries so employees can quickly 
talk to a qualifi ed doctor by phone or webcam 
and home assistance cover to help employees 
recuperate a  er a pre-arranged hospital stay
of two or more nights.

Establishing a good work-life balance is 
increasingly important in today’s hec  c world, 
which is where online reward portals can help by 
encouraging employees to enjoy their leisure  me 
with exclusive deals and discounts. In addi  on, 
many providers now off er special discounted 
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“ ESTABLISHING A 
GOOD WORK LIFE 
BALANCE
IS INCREASINGLY 
IMPORTANT 
IN TODAY’S
HECTIC WORLD”
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Good things come 
in small packages
A limited budget can still produce an 

effective health and wellbeing strategy

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

health cash plans, all of which can be implemented and 
sustained on a smaller budget.

Designing effective pathways that integrate an organisation’s 
existing providers can help employees gain access to the 
services they need without having to purchase new products. 
“It’s getting the person who is unwell to the right service at 
the right time,” explains Dornan.

Alongside this, employers could look to local charities to 
deliver low-cost solutions, which can be particularly effective 
in the mental health space, says Dornan. Many charities will 
be able to provide on-site line manager training, helplines, 
websites and portals, as well as deliver workshops and talks.

3 .  T a k e  a  h o l i s t i c  a p p r o a c h
Taking a holistic approach to staff wellbeing can also reap 
rewards without much outlay. Simple initiatives such as 
providing free fruit and encouraging employees to go for 
a walk at lunchtime can have an impact, says Fiona Lowe, 
head of HR and development at Westfield Health.

Regular workshops that focus on subjects such as 
back care or nutrition can also be a useful tool, says Lowe. 
Giving out free pedometers for staff to use can help to 
further encourage a healthier lifestyle.

4 .  F i n e  t u n e  e m p l o y e e  c o m m u n i c a t i o n s
Introducing health and wellbeing as a regular topic for 
discussion can help employees become more aware of what 
services and benefits are available. Robotham says: “Wellbeing 
[should become] an integrated theme in how [employers] talk 
to people, so [it] becomes part of a business culture over time. 
[An employer] can have the best benefits and wellbeing 
programmes in the world but if people aren’t connecting 
to these, then, actually, it’s not a good investment.”

Weaving storytelling methods into communication 
campaigns can also be a powerful engagement tool. “Quite 
often you connect to a topic when you hear someone talk 
about their personal experience,” explains Robotham.

Understanding how to re-work and utilise the policies in 
place can be a cost-saving measure that still delivers results. 
As Dornan says: “It’s about re-thinking why [an employer has] 
provision in the first place and trying to put the employee at 
the heart of the journey. So many [organisations] don’t do 
that and then they waste money on unnecessary products.”

Almost three-quarters (72%) of employers cite budget as the biggest barrier to introducing 
the benefits they would like to offer staff, according to the Employee Benefits/Xerox HR Services 
Benefits research, published in June 2016.

With this in mind, putting together an effective health and wellbeing strategy that still suits 
smaller budgets can pose a challenge. Beth Robotham, head of business development at Bupa, 
says: “When I think about cost effective, I think it’s really about value, so having a really clear 
sense of what is important to [an organisation] will help [employers] make better decisions 
about where to invest.”

There are several key points to consider that can help employers to achieve this.

1 .  C r e a t e  a  t a r g e t e d  a p p r o a c h
Understanding the workforce demographic and what their lifestyles involve provides employers 
with the building blocks for a successful, targeted health and wellbeing strategy that is tailored to 
employee needs, says Alistair Dornan, head of health management at Capita Employee Benefits. 
This will ensure that the benefits budget is being spent in the right places.

Utilising data such as employee engagement figures, absence statistics or business 
performance results can help an 
employer spot gaps and trends 
within its workforce, pinpointing 
key areas that can be improved 
or highlighted as an area of focus, 
such as musculoskeletal disorders 
or workplace stress.

Considering the demographic 
of an organisation’s workforce is 
particularly important with today’s 
multi-generational workforce, says 
Aaron Boucher, product manager 
at SimplyHealth. “A 60-year-old is 
potentially not going to want access 
to a baby bonus benefit and 
an 18-year-old might have less 
need for podiatry or chiropody,” 
he explains.

2 .  L o o k  t o  i n t e r n a l 
a n d  l o c a l  r e s o u r c e s
Promoting the services an employer 
already has in place is a great way 
to draw attention to the benefits 
available to staff, for example, 
employee assistance programmes 
(EAPs), counselling services and 
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•  A thorough understanding of the workforce 
demographic will help to effectively target 
employee needs and reduce benefit spend.

•  Existing services can be promoted to produce 
clear, easy-to-follow pathways for staff.

•  Getting employees involved in internal networks, 
such as wellbeing champions, can be a strong 
engagement tool and help to keep costs down.

How to repurpose a health and wellbeing strategy 
to help manage musculoskeletal disorders
bit.ly/2ddQqtK

Need to know

Read also@

health
& wellbeing
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Rational
thinking

U m a n g  P a t e l  |  C l i n i c a l  d i r e c t o r 
B a b y l o n

What can artificial intelligence
do for employee benefits?
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•  AI has already proven its worth in 
engineering, insurance and customer 
service sectors.

•  Employee benefits are next in line to
adopt, and improve with, AI.

•  Healthcare will be the epicentre of the 
employee benefits and AI relationship.

Key points

or tablets, then employee benefi ts can become a 
part of an employee’s daily rou  ne.

Over 84% of respondents to the Employee 
Benefi ts/Xerox HR Services benefi ts research 2016 
said that one of the main reasons they invested 
in employee benefi ts was as a tool to help with 
the reten  on and recruitment of staff . AI’s data 
collec  on and machine learning capabili  es 
can help tailor employee benefi ts plans to suit 
increasingly diverse workforces, and improve 
relevance and follow-through on the part of staff  
members. AI can achieve all this in real-  me and 
without any increase in costs for employers.

The most valued employee benefi ts invariably 
deal with healthcare. In fact, private medical 
insurance that extends to partners and dependants 
is the most commonly off ered fl exible benefi t.

As in engineering and insurance, human error 
in healthcare is reduced, ensuring pa  ent safety. 
While machines are learning, enhanced by human 
feedback, to become even more accurate, both 
in risk assessment and in presen  ng the correct 
op  ons for onward care.

Healthcare is also learning from the customer 
service industry. For example, eight out of 10 
pa  ents do not need to see a GP in person for 
their medical concerns. AI triage systems are 
transforming care pathways to ease the load. 
People can now check symptoms and get fast, 
accurate advice without leaving the house.

AI has made itself essen  al to a wide range of 
industries and is proving cri  cal to their growth. 
Employee benefi ts have the same opportunity 
and should not wait to be asked to get involved ■

Umang Patel will be speaking on artificial intelligence 
at Employee Benefits Live on 12 October.

Artificial intelligence (AI) is going to do to 
employee benefits what it has already done to 
the engineering, insurance and customer service 
industries. They will become more valuable, 
accessible and transparent. Becoming what both 
employers and employees want and need them
to: truly useful.

In engineering, AI has helped to reduce the 
capacity for human error, improving both safety 
and performance. General Electric has adopted 
an AI system in the development of its state-of-
the-art jet engines. Cracks and other problems in 
airplane engine blades are now spo  ed instantly. 
This has been achieved by combining a form of 
AI that was originally developed to help television 
networks categorise movies and TV footage, which, 
thankfully, now helps keep us safe when we fl y.

Customer service is benefi  ng from increased 
developments in human interac  on and 
personalisa  on, and some AI developers are even 
specialising in customer service. DigitalGenius, for 

example, is helping organisa  ons to provide quick, 
easy and cost-eff ec  ve customer service with 
automated text Q&A chats. And it is not just the 
customer support side of things either. Have you 
ever wondered how Ne  lix’s recommenda  ons 
get be  er the more you watch?

Not to be le   behind, the insurance industry 
is adop  ng AI to improve data collec  on, risk 
selec  on and risk assessment. Its ability to iden  fy 
and assess trends and emerging risks is already 
cu   ng costs and providing greater accuracy. Did 
you know that the Mercedes Benz S-Class contains 
more lines of code than an F-22 Raptor fi ghter? 
Imagine all that data, collected by insurance fi rms 
and instantly assessed by their AI programmes to 
write more accurate policies.

By and large, the advantages of employee 
benefi ts are poorly communicated to workforces. 
According to research by Thomsons Online 
Benefi ts, benefi ts are worth on average 11.5% of 
salaries but are not seen as being valuable to the 
employee, and are costly for employers. More than 
two-thirds (67%) of organisa  ons plan to boost 
employee understanding and awareness of their 
benefi ts by increasing communica  ons over the 
next year. If AI can make employee benefi ts more 
accessible, for example, through people’s mobiles 

“ AI’S DATA 
COLLECTION CAN 
HELP FIRMS
TAILOR BENEFITS”
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Keeping eyes 
on the prize

Incentive programmes could give individuals 
an extra push towards a healthy lifestyle 

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

with prizes given to the individual or team that clocks up the 
highest number of steps or loses the most weight.

But while these can be successful, there can be a 
drawback, says Tim Barnes, business development director at 
Healthcare RM. “Once the programme’s over you find that 
most people will go back to their old behaviours,” he says. 
“[Employers] need to keep promoting the right behaviours
to encourage long-term change and engage those employees 
who are harder to reach.”

Focusing on a variety of healthy behaviours is also 
important. Incentivising one aspect of health, such as giving 
up smoking or losing weight, limits the programme’s reach 
and risks alienating employees who cannot participate 
because they do not smoke or are already a healthy weight.

The type of reward on offer will also influence the success 
of the programme. As well as obvious gaffs such as offering 
unhealthy prizes such as alcohol or chocolate, sometimes the 
reward can have unintended consequences. Witte explains: 
“Rewarding attendance may seem an obvious way to reduce 
absence but, if employees feel they have to come in even 
when they’re ill, this can lead to presenteeism.”

To play it safe, a donation to charity is a common incentive 
on offer in these types of schemes. “This can work well,” says 
Barnes. “I’ve also seen [organisations] offer tickets to sporting 
events and even the promise of a senior executive doing 
something daft if employees hit their goals.”

Even relatively small incentives can work well. For example, 
a key part of provider Vitality Health’s medical insurance and 
protection products is its Vitality programme. This gives 
employees who adopt healthy lifestyles discounts from 
organisations such as British Airways and Champneys, 
as well as its active rewards, which include free weekly 
Starbucks and cinema tickets.

Introducing these active rewards has encouraged more 
people to engage with the programme, says Greg Levine, 
director of corporate and intermediated business at Vitality 
Health. “One year after we introduced our active rewards, 
we found that as well as a six-fold increase in the number of 
members hitting the weekly activity thresholds, 34% of the 
previously sedentary group were now registered as active,” he 
explains. “These rewards have helped to drive real change.”

Most of us know we should take more exercise, eat at least five portions of fruit and vegetables 
a day and get plenty of sleep. But, with few of us sticking to these rules, a health incentive 
programme could give individuals the extra push they need.

These workplace schemes reward employees who adopt healthy behaviours such as giving up 
smoking, taking more exercise or losing weight. Although still unusual in the UK, these types of 
programmes are much more common in the US.

M a k i n g  s e n s e
The popularity of these programmes in the US can be attributed to the fact that employers have 
a much more tangible reason to offer them, says Mark Witte, principal at Aon Employee Benefits. 
“If [an employer is] paying for [its] employees’ medical insurance it’s sensible to incentivise them 
to be more healthy because it will help to reduce claims and control premiums,” he says. “But, 
even without this financial incentive, it makes sense for employers to encourage employees to 
be healthier. It translates into improved productivity, less absence and better engagement.”

Although the UK has a markedly different healthcare system, these incentive schemes are 
beginning to emerge here. These tend to be much more focused on short-term challenges, 
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•  An employer should pick a broad range of healthy 
behaviours to reward to avoid alienating groups 
of employees.

•  Short challenges can help to improve behaviours 
but a continual programme will help to encourage 
more employees to adopt healthy habits for the 
long term.

•  An employer should select rewards and incentives 
carefully; for example, donations to charity can 
be effective but small treats can also encourage 
healthier lifestyles.

Is sleep management the next big thing in 
workplace health and wellbeing?
bit.ly/2bcgNKV

Need to know

Read also@

health & 
wellbeing
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It is time to 
get digital

K i r s t y  J a g i e l k o  w i l l  b e  s p e a k i n g  o n  t h e  r o l e  o f  g o o d  w o r k  a n d  d i g i t a l  h e a l t h
i n  e m p l o y e e  w e l l b e i n g  a t  E m p l o y e e  B e n e f i t s  L i v e  o n  1 1  O c t o b e r

Employers now have the opportunity to embrace digital 
technology to encourage change in employee health
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allows users to sync their wearable trackers and 
gives employees points and rewards for taking 
part. Some may include a leader board showing 
individual and team progress together with tools
for team members to interact and compare progress 
with compe  ng teams for healthy compe   on.

Good communica  on plays a vital role in the 
success of these challenges. Senior management 
par  cipa  on and encouragement will also help to 
drive health engagement across the workplace.

Employers now have the opportunity to embrace 
digital technology and use it to encourage posi  ve 
change in employee health. This can directly impact 
employee produc  vity and absenteeism, as well as 
helping to improve organisa  onal effi  ciency ■

Appetite among employers for  digital health 
is beginning to surge. There is now a wealth 
of devices and gadgets available, all focused 
on improving employee health engagement 
and health outcomes. But understanding and 
navigating the technology available might seem 
like a daunting prospect. The reality is that there 
are three essential components that employers 
must harness to impact and improve employee 
health behaviours.

The YouGov, Cigna Consumer health engagement 
research, 2016, showed that eight out of 10 
people believe it is important to track their 
progress when making health improvements. This 
is evidenced with the growth in popularity 
of wearable devices such as FitBits, Jawbones 
and smart watches. These gadgets allow 
individuals to conveniently and con  nuously 
track everything from steps to sleep pa  erns. 
Usedin conjunc  on with health apps, these 
devicescan help kick-start mo  va  on to lead
a healthier and more ac  ve lifestyle.

Increasingly, employers are including wearable 
trackers as part of corporate health and wellbeing 
programmes. Observing the data over  me, HR 
teams can gain insight about the health of their 
workforce. This allows them to design corporate 
ini  a  ves to cater to the needs of their employees: 
a cri  cal factor in boos  ng employee par  cipa  on.

The great news is that the cost of wearable 
devices has decreased drama  cally in recent 
years. So, for a rela  vely small investment these 
devices can be introduced in the workplace.

According to Cigna UK Healthcare’s research, 
68% of people are interested in healthcare provider 
tools to help turn tracked data into a more detailed 
picture of their overall health and wellbeing.

Health apps enable employees to take a closer 
look at their health status and enjoy easy access to 
health and wellbeing advice and coaching. Some 
also provide access to general prac   oner (GP) 
appointments by video conference.

Employees can receive a quick diagnosis and 
with e-prescrip  on op  ons only a click away, these 
apps provide a quick and convenient solu  on.

With the right approach, employers can use 
health and wellbeing apps to encourage healthier 
lifestyle behaviours, while making it easier for their 
employees to access help and advice when they 
need it. Over  me, this helps to minimise health 
risks and healthcare claims will likely decrease.

Having the tools in place is one thing, however, 
in order to drive take-up employers need the right 
strategy. Many employers that want to drive 
posi  ve change and outcomes fi nd that gaming and 
behaviour reward methods provide powerful 
mo  va  on. According to PricewaterhouseCoopers’ 
research The wearable life: connected living in a 
wearable world, published in October 2014, 45%
of respondents said that having a gaming feature to 
compete with others would be a strong mo  vator.

Gamifi ca  on is usually delivered in the form
of a challenge on a digital health pla  orm, mobile 
responsive website or app. This pla  orm typically 

“ EMPLOYEES CAN 
RECEIVE A QUICK 
DIAGNOSIS WITH 
E PRESCRIPTIONS”
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Salary Sacrifice 
Car Schemes
They’re all the same, right?

The Zenith Difference
With our unique risk mitigation solution we take the hassle out of 
scheme administration. We offer an unprecedented level of cover,  
protecting both you and your employees if they leave the business.

Our tailored solutions offer increased motivation and retention and 
could also help boost your CSR objectives, all at no cost to you.

What’s more, our dedicated, in-house team of experts have been 
successfully implementing and managing schemes for over 8 years.

Discover if a Salary Sacrifice Car Scheme is right for your organisation, 
then sit back and enjoy the benefits while we arrange everything.

0344 848 9311  |  hello@zenith.co.uk  |  www.zenith.co.uk
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Onto the 
starting grid

Balancing employer and staff needs is key
to successful company car schemes

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

Pamma adds: “[Organisations] need to think carefully about 
schemes so that they are attractive to employees, otherwise 
[they] start to run the risk that employees start to opt out of 
the company car scheme and take cash allowances instead.”

For employers, this can present risk and duty-of-care issues, 
with staff driving around in potentially older, second-hand, 
higher-emission cars and without access to the value-added 
benefit and convenience of services such as vehicle 
maintenance that accompany company car schemes.

Where available, staff who opt for a cash allowance could 
put this towards a salary sacrifice car scheme, thus reducing 
the risks that are associated with a grey fleet. Salary sacrifice 
schemes also enable staff who would not usually be eligible 
for a company car or cash allowance to afford to drive a 
new car. 

Paul Gilshan, chief marketing officer at Tusker, says: “The 
company car market is changing. It’s broadening out to people 
that wouldn’t [otherwise] have been able to take a company 
car or drive a brand-new car.”

Not only providing cars as a benefit but making sure that 
benefit is as well suited to employer and employee needs 
as possible, is key

Almost a fifth (19%) of employees view a company car as a deciding factor when taking a job, 
according to research published by independent vehicle supply organisation OSV in February 
2016. Company cars can be a powerful attraction and retention tool, so how can employers 
ensure that the schemes they offer keep pace with employee demand and business objectives?

One vehicle type rising up employee choice lists is the small SUV, with a shift in interest 
towards cars with smaller engines and two-wheel drive capability, says Simon Cooper, director at 
vehicle sourcing and fleet management organisation Tyson Cooper. The higher driving position, 
space, and performance of SUVs can make them an attractive prospect, including for families.

Advancements in technology and fuel efficiency mean SUVs may not be as contrary to 
fleet carbon-dioxide (CO2) emission caps as one might expect. Lauren Pamma, head of fleet 
consultancy at Lex Autolease, says: “Historically, they probably aren’t seen as environmentally 
friendly, but I think the technology is making these a lot cleaner than they used to be.”

C l e a n  c a r  t e c h n o l o g i e s 
Low-emission vehicles, such as electric cars and plug-in hybrid electric models, have been 
commanding increasing attention from both employers and employees as the government 
continues to incentivise the manufacture and take-up of clean car technologies. Improvements 
in infrastructure, grants for the installation of domestic charge points, and lower benefit-in-kind 
(BIK) tax are fuelling interest in low- and ultra-low emission vehicles (ULEVs), says Pamma.

However, while lower-emission cars attract preferential BIK rates, this should not be the
only factor taken into consideration. “People are attracted by the [low] benefit in kind 
but then some of them aren’t always thinking through exactly how they are going to drive
that [car],” explains Pamma.

A thorough understanding of how employees are going to 
use their car can ensure that schemes are cost-efficient for 
both employers and staff. “If it’s a perk car, the job could be 
as little as running three or four miles down the road and 
back from work, or it could be doing 30, 40 or 50 miles a 
day, so it’s very much about the employer understanding 
[its use] and the employee being educated,” says Cooper. 

A happy balance will need to be established between 
offering a choice of cars that appeals to employees on the 
one hand, and that meets employers’ key objectives, whether 
that is cost efficiency, reducing their carbon footprint, or 
encouraging staff into newer, safer cars, on the other. Of 
course, the two are not mutually exclusive. For example, 
offering cars from a range of manufacturers, rather than 
just one, may lower the discount an employer enjoys, but 
ensures staff have access to cars that they actually want.

Nick Poole, sales director at Fleet Hire, now part of SG 
Fleet, says: “Provided there are green alternatives as well, 
getting choice into a policy is key, and that’s good for 
employers and employees alike.”

37
 |October 2016|

employeebenefits.co.uk/company-cars

iS
to

c
k

•   Small SUVs and low-emission cars are gaining 
increasing traction in the company car market.

•  Employers must have a thorough understanding 
of how cars will be used and tailor scheme 
parameters accordingly.

•  Offering a choice of models and manufacturers 
can ensure that company car schemes remain 
attractive to existing and potential employees.

What impact will retaining the diesel supplement 
have on company car schemes? 
bit.ly/2cZTkk7

Need to know

Read also@

fleet
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Sense of 
engagement

Misys has put employee health, wellbeing 
and engagement fi rmly on its radar

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

options, and this is our recommendation in terms of what we 
could save over one, three, five years’. In the meantime, I’d also 
gone back to the trustees and let them know that I was doing a 
review of the pension because of the whole complexity of the 
plan to see if we could make efficiencies anywhere.”

In December 2014, Misys selected a GPP, provided by 
Fidelity, which launched in April 2015 after a two-month-long 
consultation with staff in January and February. The new 
GPP was set up to deal with upcoming complexities such 
as the charges cap on default funds in April 2015, as well 
as the new pension freedoms. The launch of the new scheme 
coincided with the annual flexible benefits enrolment window 
in March, so the benefits team was able to tie in presentations 
about the pensions with the benefits fair. Misys has also 
continued pensions communications this year, in part due 
to the reduction in the annual allowance, and to increase 
employees’ understanding of their benefits.

“It’s amazing to see the engagement from employees, 
their understanding has increased, and the types of questions 

Having been through a number of acquisitions and a benefits harmonisation project in 
recent years, financial services software provider Misys is now primarily focused on the 
health, wellbeing and engagement of its employees.

For Anne Teggart, global head of benefits, a major part of the harmonisation was to review 
the organisation’s existing pension provision. Misys previously had a closed defined benefit (DB) 
scheme, a trust-based defined contribution (DC) scheme, and also two legacy group personal 
pensions (GPPs). Teggart joined the organisation in 2014, and during her first month joined a 
pension trustee meeting where it became evident that the schemes needed an overhaul. The 
majority (90%) of the trust-based DC plan members were deferred, so Teggart and an adviser 
evaluated how best to create a pensions proposition that would be simple to run, to manage 
and to administer.

Teggart explains: “We looked at: what is the population; how is it run; and how much do we 
spend? I took that to my manager and the leadership team, and said ‘these are the various 

At a glance | Misys

Misys is a fi nancial services technology provider and was 
founded in 1979. It has around 4,700 employees working in 
50 countries; 460 of which are based in the UK. The average 
length of service for UK employees is eight years. The main 
job func  ons at Misys include the development team, as well 
as customer support, product management, quality assurance, 
sales, and professional services.

employer
profile
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@ Read also
Countrywide aligns benefits and reward 
to help boost growth
bit.ly/2bRKOUV
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Anne Teggart is global head of benefits 
at Misys

Anne Teggart, global head of benefits, 
joined Misys in April 2014. Prior to this, 
she was head of reward for Europe at 
Sapient. Teggart previously worked 
at Sony Pictures as international 

compensation and benefits manager, and reward 
analyst at the BBC.

Teggart recognises the effect that reward and 
benefits can have on a business. She says: “Everything 
that you do has a direct impact on the business, 
whether that’s with employees: their happiness; their 
productivity; their sentiment towards the organisation, 
and that then feeds into the [organisation’s] overall 
bottom line, and how successful the [organisation] is 
as well. I do like that direct correlation; everything 
that we do, and should be doing, does have that 
impact on the business.”

• To drive evolu  onary and essen  al transforma  on.       
      
•  To help banks to become digital businesses and 

improve people’s lives.

•  To deliver innova  on, speed and agility to banks 
through an open cloud ecosystem.

Career historyBusiness objectives

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

open to all employees. 
Misys offers a matching 
contribution scheme if 
the employee contributes 
up to 6%, 8% or 10%, 
depending on job level.

G r o u p  r i s k
�  Group income protection: 

employer-paid; default 
level is 75%; employees 
can flex up or down.

�  Critical illness insurance 
for all: employee-paid, 
with the option to 
add partners.

�  Life insurance: employer-
paid for employees, and 
employees can pay for 
their partner. Default 
level is four-times salary, 
and employees can flex up 
to eight-times salary.

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

employer-paid for single 
cover for all employees, 
and family cover for 
senior employees.

�  Dental plan for all 
employees, with four 
levels of cover available.

�  Gym membership via 
salary sacrifice.

�   Employee assistance 
programme.

C o m p a n y  c a r s 
a n d  t r a v e l
�  Car allowance for certain 

job levels.
�  Green car scheme 

available through flex.
� Season-ticket loan.
� Bikes-for-work scheme.

F a m i l y - f r i e n d l y  a n d 
w o r k - l i f e  b a l a n c e
�  25 days’ annual leave, 

with the option to buy 
or sell up to five days 
a year.

� Childcare voucher scheme.
�  Family Christmas party.

O t h e r
� Give-as-you-earn scheme.
� Local charity fundraising.
�  Voluntary benefits 

scheme.

“ THE STRATEGY 
IS GOING TO 
CHANGE WITH 
OUR BUSINESS 
NEEDS AND 
WHATEVER ELSE 
IS HAPPENING”

employer
profile
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I’m getting are surprising,” says Teggart. “Prior to the project, 
we had around 95% of people in the default, that’s come down 
to around 73%. It’s been a real change and I put that down to 
the increased understanding. We know inertia can kick in. If 
people haven’t been communicated to before or regularly, 
they think they’ll deal with it later and never pick it up.”

Its work around the launch of its new GPP won Misys 
the award for Best DC pensions change at the 2016 
Employee Benefits Awards in June.

A key focus for the coming months is now to look at the 
health, wellbeing, and engagement of employees. “It’s a global 

strategy that I’m 
working on,” 
explains Teggart.

“It’s not just 
a nice to-do, 
because with 
everything 
there has to 
be some kind 
of return on 
investment 
[ROI] that helps 
to get the senior 
leadership team’s 
buy-in. If we 
have happy 

employees they will be more productive; if we look after our 
employees, everything else will look after itself.”

Being at the forefront of the financial services technology 
arena means Misys aims to help its own customers to be 
efficient, competitive and resilient. With this in mind, it aims 
to do the same for its employees, which its global wellbeing 
and engagement strategy will support.

A  m a t t e r  o f  r e s i l i e n c e
Teggart says: “We are looking into how we make our 
employees more resilient and what else we can do to 
ensure that our employees are healthy, engaged and 
motivated. We’ve got a broad range of ages across the globe, 
roughly 4,700 employees in 50 countries, so for us, there is 
naturally going to be quite a wide spectrum and differences 
for our employees.

“Looking at those differences, they’re going to have their 
own personal needs outside of work, as well as inside work, 
so what can we do to take the pressure off as much as we 
can? That’s where the whole wellbeing and engagement 
strategy is coming from.”

Teggart explains that she breaks it down into three buckets: 
financial wellbeing, mental wellbeing or resilience, and physical 
wellbeing. “We’re now working with our regional HR teams to 
look at what we can do. We’re working with our brokers on a 
number of things, just to see what we can do, whether that’s 

through the medical insurer being able to do free on-site 
health checks, whether it’s working with our facilities team 
and their vendor for ergonomic assessments; or what we can 
do that is going to differentiate us from our competitors, and 
to motivate our employees.

“Financial wellbeing for me is quite important because we 
work with financial institutions, so for us, that could be a real 
game-changer in terms of making our employees more 
financially savvy on the personal side as well,” she says.

Misys has multiple generations of employees within its 
workforce so financial wellbeing will need to address 
different issues: for example, new graduates joining the 
organisation may have student loan issues and debt worries; 
while mid-career employees may be saving for a house or to 
support a family.

“Then we’ve got people who are older who are thinking 
‘have I made the right investment decisions around my 
retirement? What support can the [organisation] give me 
around retirement?’” Teggart says.

Teggart and the HR teams have already begun work on 
putting the wellbeing strategy together to form a joined-up 
approach that employees can buy into.

Teggart says: “Like anything it won’t be stale, or something 
that we only launch once, it’s going to be ever-evolving, it’s 
going to change with our business needs and whatever else 
is happening.”
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BOOK NOW

The Expatriate Management and Mobility Awards is an evening
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contribution to global mobility.
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Share incentive plans, or Sips, are a form of employee share plan that allows eligible staff to 
buy shares in the organisation that they work for from their pre-tax earnings. This means that 
employees can purchase shares at a more advantageous rate. They do not have to pay income 
tax or national insurance contributions (NICs) on the shares because the funds are taken direct 
from salary before tax.

There are four main variations of a Sip. One is partnership shares, whereby an employee will 
buy shares using money from their gross salary. Although partnership shares offer flexibility in 
terms of how much an employee may wish to contribute and if they want to adjust this amount 
during the year, there are 
some guidelines to adhere to. 
Employees can contribute a 
maximum of £1,800 a year 
towards partnership shares, 
or 10% of their salary, 
whichever is the smaller 
amount. This can be paid 
in either a lump sum or 
a monthly contribution.

Partnership shares often 
work in conjunction with 
matching shares. This is 
where the employer awards a 
certain number of matching 
shares for every partnership 
share that an employee 
purchases. An organisation 
can give a maximum of two 
free shares for every one 
partnership share, although Proshare’s SAYE and Sip annual survey results, published in May 
2016, found 23% of organisations prefer to offer one matching share for every partnership 
share bought. The Proshare research also found that 27% of organisations offer free shares 
to staff. These are shares that are given away to employees, often linked to performance 
targets. Participants can be awarded up to £3,600 worth of free shares each year.

The fourth type of Sip is dividend shares. Dividends gained from partnership, matching 
or free shares can be reinvested as dividend shares.

To implement a share incentive plan, an employer will need to liaise with independent 
providers and bodies. It will need to hire an administrator to look after the administration of 
the plan, as well as organise a trust for the scheme. Some larger administration organisations 
will already have relationships with trustees or even their own separate trustee business.

Originally formed in 2000, very little has changed in terms of how the Sip is structured 
and delivered. To remain tax free, the shares have to sit in trust between three to five years 

depending on the individual plan. This also ensures the shares 
are exempt from capital gains tax, which will be applied with 
NICs if the shares are taken out of the plan early.

Tweaks to Sips include the increase of contribution levels, 
which occurred in 2014, taking potential payments from £125 
to £150 per month. One recent piece of legislation that may 
impact Sips is the Market Abuse Regulation (MAR), which came 
into effect in July 2016. This tackles insider dealing and market 
manipulation to combat financial crimes. These regulations will 
only affect organisations that deal with a trading venue. 

As financial wellbeing becomes an increasingly prominent 
issue in the workplace, finding tax-efficient ways to help staff 
save is a useful avenue to explore

Statistics

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

of organisa  ons off er a 
share incen  ve plan 
(Source: Proshare, May 2016)

74%
weighted average monthly 
investment made to Sips 
in 2015 
(Source: Proshare, May 2016)

£89

Share and 
share alike

Share incentive plans mean employees can 
purchase shares at an advantageous rate 

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

What is a share incen  ve plan?
Share incen  ve plans (Sips) were created in 2000 as 
an employee share plan that could help staff  save in 
a tax-effi  cient way. 

Where can employers get more informa  on?
Sips are governed by HM Revenue and Customs (HMRC). 
organisa  ons will be able to fi nd out more at www.gov.uk/
government/organisa  ons/hm-revenue-customs.

Who are the main providers?
These include: Barclays Wealth, Capita Asset Services, 
Computershare, Equini  , The RM2 Partnership, The Share 
Centre, Xerox and YBS Share Plans. 

The facts

EB_011016   41EB_011016   41 23/09/2016   17:5023/09/2016   17:50



Financial wellbeing
The missing piece of wellbeing strategies

Wellbeing at work is fundamental to unlocking employee engagement, retention, recruitment 

and productivity. A key element of a holistic wellbeing strategy is to focus on improving the 

financial wellbeing of employees immediately and for their future.

Close Brothers has been inspiring the employees of some of the UK’s best known organisations to make a 

positive change to their financial wellbeing for over 45 years. We believe great financial education shouldn’t just 

increase knowledge, but should drive a shift in behaviour, making a difference for both individual employees 

and the business.

Telephone calls made to any member of Close Brothers Asset Management may be recorded, and 

recordings may be used for training purposes or to meet our regulatory requirements. Close Brothers 

Asset Management is a trading name of Close Asset Management Limited (Registered number: 

01644127) and Close Asset Management (UK) Limited (Registered number: 02998803). Both companies 

are part of Close Brothers Group plc, are registered in England and Wales and are authorised and 

regulated by the Financial Conduct Authority. Registered office: 10 Crown Place, London EC2A 4FT. VAT 

registration number: 245 5013 86. © Copyright Close Asset Management Limited 2016.

CBAM4024 Wellness Supplement Advert May 16 EXP Nov 16

To find out how we can tailor our solutions to meet the needs of your organisation, please contact us: 

 0800 028 0208   events@closebrothers.com  www.closebrothersam.com

Financial education from hire, to retire

Support & 
freedom

Workplace
wellbeing

Working 
environment 
& culture

Challenge & 
growth

Engagement 
& balance

Recognition 
& reward
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Employers’ interest in financial education has rocketed in recent years as the changing 
legislation around pension freedoms and auto-enrolment has created a new landscape for 
retirement saving.

Nudge Global’s Workplace financial wellbeing: the definitive guide 2016 report, published in 
April 2016, found that the number of organisations supporting employees’ financial wellbeing 
increased by 45% over 2015, with 50% of employers now considering introducing a programme.

Financial education programmes help to inform employees about financial benefits, such 
as pension arrangements, share schemes, individual savings accounts (Isas) or life assurance. 
Financial education programmes can also be broader in scope, for example, helping to increase 
employees’ awareness of their wider personal finances or factors that could have a serious 
impact on their financial wellbeing, such as debt.

Traditionally, financial education has been delivered using 
face-to-face presentations, which can then be followed 

up using topic-specific workshops or seminars where 
staff can get more personalised guidance based 

on their individual needs. For example, staff 
in their 50s may want a more detailed 

breakdown of pension 
arrangements and 

the pension 

freedoms, while an employee in their 30s may find information 
on saving structures suitable for families and couples valuable.

The content of financial education programmes can 
cover general savings, estate planning, different insurance 
complexities, how to cope with education costs, how to buy 
a house for the first time, pre-retirement planning, managing 
changing situations financially, credit rating information and 
student debt, with career-segmented seminars catering for the 
wide age demographic now found within the workplace. This 

more holistic approach broadens the traditional pension-
focused education that was used in the past. 

Statistics

buyer’s
guide

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

of UK respondents receive 
fi nancial wellbeing support 
from their employer
(Source: Salary Finance, July 2016)

26%
of employer respondents 
that off er fi nancial educa  on 
provide it as a core benefi t to 
all staff  (Source: Employee Benefi ts/

Xerox HR Services, June 2016)

85%

Drawing the 
appropriate lessons
An altered pensions landscape has driven 

demand for financial education 

K a t i e  S c o t t  |  R e p o r t e r
E m p l o y e e  B e n e f i t s
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One trend that is having an impact on financial education 
is technological advancement. Nudge Global’s report found 
that 92% of respondents want to receive information via an 
online platform, and 58% want to watch an online webinar. 
Financial education provider Secondsight has also seen an 
increase in the use of webinars over face-to-face alternatives, 
noting that online equivalents to seminars are gaining in 
popularity. As well as presentations moving online, providers 
are also seeing a need for a 24/7 online platform providing 
financial and benefits information that employees can tap into 
whenever they require.

Subject matter has also evolved with providers often linking 
in to the health and wellbeing sphere to take a more holistic 
approach to financial education, making financial stress a key 
component. Financial employee benefits provider Neyber’s The 
DNA of financial wellbeing report, published in May 2016, found 
that 55% of employees feel that financial pressure affects their 
behaviour and ability to perform at work.

E n g a g i n g  t h e  e n t i r e  w o r k f o r c e
The range of subjects covered by financial education reflects 
the multi-generational workforce that wants to take a more 
active role in, and understand more about, finances, in 
particular, pensions. Pension freedoms, which were introduced 
in April 2015 to offer retirees different ways of accessing their 
defined contribution pension pots, as well 
as pensions auto-enrolment, means that employees are now 
more heavily involved in retirement saving without necessarily 
making a conscious decision to do so. Confusion over changing 
legislation provides a window in the financial education market 
that employers can fill in order to encourage engagement with 
occupational pension schemes.

Younger employees are another key group to engage in 
financial education, with targeted sessions on managing 
student loans and mortgages. For example, Secondsight has 
a dedicated presentation for younger staff that it has seen 

increase in 
popularity. 
Meanwhile, 
according 
to Aviva, 
organisations 
with instances 
of high stress 
levels and a 
predominantly 
younger 
workforce, 
such as call 
centres, can 

of employee respondents 
believe that their employer 
does not care about their 
fi nancial wellness
(Source: Neyber, May 2016)

67%

of employee respondents do 
not feel their employer has 
explained pensions auto-
enrolment in a way they 
could understand
(Source: Aviva, March 2016)

20%

What is fi nancial educa  on? 
Financial educa  on provides employees with informa  on 
and guidance rela  ng to fi nancial ma  ers. It can cover 
workplace benefi ts such as pensions, share plans and 
insurance products, as well as mortgage informa  on 
and issues such as dealing with debt. 

What are the origins of fi nancial educa  on?
Financial educa  on fi rst hit workplaces in the 1970s as a 
result of mass redundancies. With long-serving employees 
receiving lump-sum payments, many needed fi nancial 
guidance about how to best u  lise their off ering.

Where can employers get more informa  on and advice? 
More informa  on can be found on the Employee Benefi ts 
website, at: www.employeebenefi ts.co.uk.

What are the costs involved?
The costs for fi nancial educa  on vary, depending on 
the size and loca  on of the organisa  on, as well as the 
aims and objec  ves of the programme, because this will 
dictate the type of content to be prepared and delivered. 
Providers that off er a day of presenta  ons and follow-up 
workshops start with prices around the £1,200 to £1,350 
mark for the day, including VAT. This would typically 
include two or three presenta  ons to groups of 
employees in their workplace.

What are the legal implica  ons?
Only advisers registered with the Financial Conduct 
Authority can legally give employees fi nancial advice, 
although employers can s  ll provide wider educa  on. 

What are the tax issues?
Individual fi nancial educa  on is viewed as a benefi t in 
kind by HM Revenue and Customs, so the tax is generally 
charged on the cost to the employer of providing the 
benefi t. There are excep  ons, for example, the £150 
limit on income tax and na  onal insurance (NI) relief on 
employer-arranged pensions advice. In the March 2016 
Budget, it was announced that this will increase to £500. 
The government is consul  ng on the introduc  on of a 
Pensions Advice Allowance, which would enable people 
to take £500 tax free from their defi ned contribu  on (DC) 
pension to redeem against the cost of fi nancial advice, 
including those below the age of 55.

What is the annual spend?
There are no offi  cial fi gures available regarding the spend 
on fi nancial educa  on. According to Nudge Global’s April 
2016 Workplace fi nancial wellbeing: the defi ni  ve guide 
2016 report, employers expect to pay a median of £31 
per employee per annum for fi nancial educa  on.

Which providers have the biggest market share?
No data is available, but the largest providers include Aon 
Employee Benefi ts, Aviva, AHC, Clarity, Close Brothers 
Asset Management, Jelf Employee Benefi ts, Lemonade, 
Life Academy, Ma   oli Woods, Money Advice Service, 
Nudge Global, Origen, Secondsight, Willis Towers Watson, 
and Wealth at Work.

Statistics The facts

“THE CONFUSION 
OVER LEGISLATION 
OFFERS A WINDOW 
IN THE EDUCATION 
MARKET THAT 
EMPLOYERS 
CAN FILL”

use financial education as an 
absence management tool, 
helping to eliminate financial 
stress that could be 
impacting an employee’s 
productivity and health.

Providing financial 
education can have a 
practical advantage for 
employers because 
increasing financial 
awareness can help to 
reduce healthcare insurance 
premiums for stress-related 
absence, ensure that staff 
can afford to retire when 
they want to, and give 
employees more control over 
their financial situation
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Taking a holistic 
approach 
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A well-thought-out plan for retirement is more 
important than simply purchasing a one-off product
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S u p p l i e d  b y

So, what can be done to support employees
to make the right choices as they reach re  rement?

Employers need to evolve with the  mes by 
adop  ng a service model; this would provide the 
support needed for individuals to access the right 
re  rement income op  ons throughout re  rement, 
whether that is guaranteed income, fl exible income, 
growth poten  al or a combina  on of all. 
Advantages would include be  er tailored re  rement 
income op  ons for employees, and provision 
through the en  re re  rement journey.

Financial educa  on should be a priority for 
employees so that they understand their op  ons 
and the implica  ons of their decisions in the 
lead-up to, and at the point of, re  rement. It can 
also develop employee knowledge of the various 
re  rement choices. Regulated advice is the next 
important step in making the right re  rement 
choices based on individual circumstances and 
also comes with the safety net of greater
consumer protec  on ■

The problem of how employees access their 
defined contribution (DC) pension schemes to
draw income seems to be a growing issue in the 
pensions industry. The debate on the topic has 
centred on the need for innovation to create a 
new default option to replace annuities, where a 
product can be accessed by employees to solve 
all of their needs; but is this really the answer?

With income drawdown now the most popular 
method of taking income from a pension and the 
old default of an annuity being inappropriate for 
many, employers need to act quickly to provide
a suitable alterna  ve for this new world.

Many in the industry are wai  ng on a new 
default product to replace annui  es and solve
all re  rement needs, and so far there has been 
li  le innova  on in the market. However, I 
strongly believe that a new product is not the 
answer; because once in ac  ve re  rement, a 
one-size-fi ts-all approach does not work.

A  er all, freedom and choice in pensions now 
means that individuals have so much to think 
about when they reach re  rement. For example, 
fi nances must now be considered in terms of 
all savings such as individual savings accounts 
(Isas), shares and any cash savings, plus poten  ally 
that of partners. Important factors such as tax 
status, health, longevity, property, and any possible 
inheritance also need to be considered. This 
demands a holis  c approach to re  rement, 
having a well-thought-out plan rather than simply 
purchasing a one-off  re  rement product as a 
source of re  rement income.

Not only this, but there is also the danger that 
employees could throw away their hard-earned 
re  rement savings by inves  ng in inappropriate 
products, or perhaps even worse, by falling prey 

to a friendly scammer, and it seems that many are 
at risk of this. Worryingly, the Financial Conduct 
Authority (FCA) found that almost half of those 
op  ng for income drawdown in re  rement have 
done so without seeking advice, which would leave 
them without the addi  onal consumer protec  on 
that regulated advice brings and with nowhere to 
turn if anything went wrong.

“ EDUCATION 
SHOULD BE A 
PRIORITY FOR 
EMPLOYEES TO 
UNDERSTAND 
THEIR OPTIONS”

iS
to

c
k
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confessions

Last year I escaped the job of putting together the 
department budgets. Inexplicably, Big Bad Boss had 
given this task to my colleague Lazy Susan, which is 
rather like asking a toddler to make a wedding cake. 
Now she is away, it has fallen back to me. I look at 
Susan’s offering for last year and it is very messy 
indeed. Calculations have been overwritten and 
figures transposed. Even our salaries are wrong. 
In fact, it looks like she randomly changed them 
to force it to add up. My eyes roll. 

Luckily, finance sent out a lovely shiny new 
worksheet, but it is a sloppy job. There is a new 
planning analyst called Darren. He didn’t bother 
to set the print settings, so it prints over 12 pages, 
and the font is so tiny I have to zoom in to read it.

The worksheet comes with a set of instructions, 
running to 20 pages. It reads like a list of 
commandments. The first is: thou shall not show 
any increase for salaries. Really? We had submitted 
data showing a modest increase, so how come 
that has gone away? On the upside, I won’t have to 
help out with merit planning if there won’t be any. 
However, if there are no pay rises, managers take 
up even more of our time with ad-hoc reviews and 
bogus promotions and, more importantly, I was 
looking forward to a rise myself. Huff.

The next edict is: thou shall not show any 
training budget. Then why did they bother to add a 
row called ‘training’, I have to wonder. Just to make 
a point? As far as I can remember we have not been 
allowed to budget any departmental training for 
years. The budget is all held centrally in organisation 
and development. The problem is it develops and 
runs boring training courses such as ‘leadership 
essentials’ and ‘effective project management’. 
Yawn. What anyone in that department can offer in 
the way of effectiveness training is hard to imagine. 
I’d much rather go externally and learn something 
relevant from a competent professional.

Finally, finance decrees that thou shall not submit 
a budget of more than 80% of last year’s actual 
spend. Let’s just stop and think about that one for 
a minute. So we are expected to reduce costs by 
one-fifth? We are only a small department with 
limited variable cost. Unless we get rid of Lazy 

Susan, I don’t see how we can possibly meet that 
target. Tempting though it is to submit a budget 
excluding my unproductive colleague, I decide 
against it. It would be awful if someone took me 
up on it; I’m fond of her in a strange way, and, 
most of all, her inadequacies make me look good.

So, I am left with some kind of impossible 
mathematical quest. I take a series of numbers 
that add up to one number and I have to magically 
make them add up to something else. I do wonder 
why they ask us. Finance could just set Darren to 
produce nice budgets that line up exactly the way 
it wants them to, and we could all go home early 
instead. Higher Beings have a theory that the 
process is bottom-up and therefore has us all 
engaged in the corporate profit mission, but, in 
practice, any buy-in is promptly lost when we 
have to come back to the number they want.

If I had been designing the worksheet, I’d have 
to put the actual spend in the same file so that 
people can see what they are doing, but no, 
Darren has sent a separate report. Not very 
helpful. He has also hard-coded a benefits fringe 
rate, which I know for a fact to be incorrect 
for this team and for the organisation as a whole. 

Pension costs alone are more. A couple of years 
ago, I went into battle over fringe rates but it 
was like trying to change the weather. 

The other thing that devalues the budgeting 
process is that finance does not actually pay too 
much attention to the final spend against budget. 
It is very odd for an organisation that puts so much 
emphasis on numbers, where a Higher Being can 
be roughly cast aside for a bad quarter, to largely 

ignore overspend at the department level. On the 
other hand, finance will pay attention to the budget 
we submit. It all has to add up to the magic profit 
number dreamed up by the Higher Beings. Yet, 
even reducing all variable costs by a reasonable 
amount, we cannot get to 80% of last year.

So, I do the budget realistically and then, just 
as a little distraction, I add a token amount to the 
training budget. Sure enough, Darren spots the 
training and tells me to take it out. Then I sort of 
accidentally delete the fringe rate, which brings us 
splendidly close to the number it wants. Yes, I know 
this is inaccurate, but then so was the number it 
put in, and with any luck it won’t realise.

As I had hoped, Darren is drowning in other 
responses and fails to check the detail of this last 
version. Yes, I do feel guilty. I prefer to do things 
properly, but sometimes I have to settle for doing 
things the way they work around here
Next time... Candid works mindfully.

Playing the 
numbers game

Candid is unlucky enough to get roped into 
the departmental budgeting process

“ THE BUDGET ALL 
HAS TO MATCH 
UP TO THE MAGIC 
PROFIT NUMBER”

@ Read also
More confessions
bit.ly/1OgAv5U
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We have a large diverse 
workforce and Lifestyle 
has been the perfect 
reward solution.

“ “

Head of Reward and Global Mobility, 
Amey PLC

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

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

Come and
see us on
stand 204
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