
How to negotiate the integration 
of benefits propositions after a 

merger or acquisition 
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“ THIS IS A TOTAL 
TRANSFORMATION, 
ACROSS THE 
MAGAZINE, THE 
WEBSITE, AND 
THE LOGO”

By now, you will have noticed that Employee 
Benefits has a brand-new look. This is a total 
transformation, across the magazine, the website, 
and, for the first time ever, our logo.

Those of you who came to Employee Benefits 
Live back in September may have noticed the 
sneak peek we gave you of what was to come, 
but now we are proud to present to you the 

new look in its entirety.
Since we launched 18 years ago, Employee Benefits has worked 

hard to establish its position as the industry’s market-leading, 
go-to publication. During that time, we have undergone several 
transformations aimed at providing you with the best-possible reader 
experience. Now, it’s time for a new phase in our evolution – and one 

that I’ve been very 
excited about since 
becoming editor just 
under a year ago.

Employee Benefits 
is renowned for 
its quality feature 
articles, offering 
high-level strategic 
insights into issues for 
experienced benefits 
professionals, as well 
as back-to-basics 
introductions for 
readers who 

may be new to the industry or who are looking for a refresher on 
a particular benefit.

This will continue to be our main focus going forward. Despite 
our new look, our core values remain unchanged. As well as the same 
quality of features you have come to expect, we will also continue to 
keep you up to date with all the breaking industry news online, as well 
as bringing you the latest views and opinions from some of the finest 
minds in benefits.

What has changed is how we present these to you, particularly 
online, where we have greatly enhanced the user experience to 
reflect how many of you now consume online media. This truly is an 
Employee Benefits for the modern age.

We all hope you like what we’ve done with the new look but I’d 
love to hear what you think. Email me at debbie.lovewell-tuck@
centaurmedia.com or tweet me @DebbieLovewell

Debbie Lovewell-Tuck
Editor

This issue 
Briefing  05
Tax and legislation  06
Events  09
The hub  10
The big question  12
The month in numbers  13

Cover story  14
Mergers and acquisitions demand careful 
thought around benefits design

Pensions  21
Plotting a trail through pensions 
auto-re-enrolment

Group risk  25
Employers should utilise more opportunities 
to communicate group risk benefits 

Healthcare  27
Winter wellbeing programmes through 
winter can have positive knock-on effects

Flexible benefits  31
Attractive flex packages can be delivered 
while keeping an eye on the expense 

Workplace savings   34
An integrated approach to employee 
finances is increasingly common

Global reward  39
There is a growing expectation on global 
benefits to exceed expectations

Childcare  42
Emergency childcare services can be 
a vital support to working parents 

Tax-efficient benefits   45
The advantages of tax-free loans 
to employees need to be considered

Employer profile  46
TalkTalk provides workers with benefits 
perceived to be worthwhile

Product focus   49
Car salary sacrifice could see significant 
growth over the next decade 

Confessions  50

Contact directory  51
Key service providers

New look is something 
to get excited about  

EB_011115   3EB_011115   3 26/10/2015   14:5026/10/2015   14:50



MyWorkPal
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1 Employee Benefits Live 2015 
speaker slides
Recap the sessions at Employee Benefits 
Live 2015 by looking through the speaker 

slides from the two-day event. bit.ly/1OKEivh 

2 Former BT employee entitled to sick pay
The EAT upheld a ruling for a BT Managed 
Services employee receiving income 
protection payments who ceased to be 

insured, and is unlikely to return to work. bit.ly/1OKEkmJ 

3 Police officer takes tongue-in-cheek 
approach to appraisal
A police officer offers humorous responses 
to the self-assessment questions on his 

performance appraisal. bit.ly/1Gsso69 

4 Royal Mail introduces separation 
support service
Royal Mail has introduced a pilot scheme 
to support employees who are separating 

from their spouses. bit.ly/1RquiVk 

5 Facebook named top UK employer 
for pay and benefits
The social media firm has been named the 
top employer in the UK for its pay and 

employee benefits package. bit.ly/1RYuQCL 

6 Morrisons to raise pay for store staff
The supermarket chain is proposing
to increase pay for store staff from
£6.83 to £8.20 an hour. bit.ly/1KqFcoE 

7 Court rules on same-sex pensions case
The Court of Appeal has ruled against a 
retired worker in his bid to see his husband 
receive the same pay-out from his pension 

scheme in the event of his death.  bit.ly/1QXdeX2 

8 Court rules that travel time is work
The ECJ has ruled that travel between 
home and the first and last job of the day at 
a client’s location is working time for staff 

without a fixed place of work. bit.ly/1jVYFIH 

9 EAT rules on pay and holiday pay arrears
The EAT dismissed an appeal for pay and 
holiday pay arrears for time working as an 
on-call night worker. bit.ly/1RYv8d3 

10 Government to introduce
grandparents leave
Chancellor George Osborne announced 
that the government is to introduce paid 

grandparental leave. bit.ly/1jD137x 
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the top 10 most read stories

Pension ‘pot follows 
member’ on hold

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

The government has put plans to implement 
defined ambition pensions, collective 
benefits, and automatic transfers on hold 
to be revisited at a later date.

The aim of the automatic transfers 
process, also known as pot follows member, 
is to enable members to more easily keep 
track of their pension savings as they move 
between employers and amass multiple 
pension pots.

Meanwhile, defined ambition seeks 
to offer a middle way between defined 
contribution and defined benefit pension 
schemes to provide more certainty for 
individuals in final outcomes, while spreading 
risk and reducing cost volatility for employers.

The policies have been delayed in order to 
allow the pensions industry, employers and 
scheme members to adjust to existing 
changes in the pensions landscape, including 
auto-enrolment, the pension freedoms that 
came into effect in April 2015 and the new 
state pension that will come into play from 
April 2016.

In a statement to the House of Commons, 
pensions minister Baroness Ros Altmann, 
said: “The time is not right to ask the 
pensions industry to absorb the new swathe 

of regulation that would be needed to make 
such further reforms work effectively.”

Speaking at the National Association of 
Pension Funds (NAPF) Annual Conference 
and Exhibition 2015 (now the Pensions and 
Lifetime Savings Association) on 15 October, 
Altmann added: “I am conscious of the huge 
amount of reforms already underway and I 
have had to make some strategic and tactical 
decisions. These are decisions primarily about 
timing rather than policy itself.”

David Fairs, chairman of the Association 
of Consulting Actuaries, said: “[The delay to 
defined ambition] prevents insurance 
providers and investment managers creating 
new flexible products that would have been 
possible under this legislation.”

Chris Curry, director at the Pensions Policy 
Institute, added: “[Putting on hold] automatic 
transfers means that the problem is still going 
to exist of individuals who are potentially 
losing track of their pension pots, which may 
not be the most cost-effective way of them 
managing their retirement, so there will need 
to be further work done to enable people to 
make sure they still have access to everything 
that they have saved or their employers have 
saved on their behalf.”
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Most read stories online between 4 September – 14 October 2015
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Expert | Advice

tax & 
legislation

ECJ rules on travel 
as working time case 

Same-sex spouse loses equal pension bid

The European Court of Justice (ECJ) has 
ruled that the time workers without a fixed or 
habitual place of work spend travelling from 
home to their first appointment of the day and 
from their last appointment of the day to their 
home to be working time for the purposes 
of the Working Time Directive.

The ruling confirmed the opinion given by 
the Advocate General in the case of Federación 
de Servicios Privados del Sindicato Comisiones 
Obreras v Tyco Integrated Security SL and others.

Staff at Spanish firm Tyco travel in a 
company vehicle from their home to daily 
appointments. First and last journeys were 
not counted as working time by the employer. 

The ECJ held that these journeys constitute 
working time on the basis that the employees 
are at their employer’s disposal, fulfilling their 
duties, and should be considered to be 
working for the duration of the journeys.

The case has implications for employers, 
which may have to check that employment 
contracts enable compliance. 

Graham Richardson, legal director at Bond 
Dickinson, said: “Potentially, employees could 
be taken over the maximum working week if 
you add this [travel] time in, which would then 
put the employer in breach of the Working 
Time Regulations, although there is scope for 
employers and employees to use an opt-out.”

Adrian Martin, 
partner at Burges 
Salmon, added: “It is 
important to note that 
this is a judgement that 
affects working time for 
the purposes of the 
Working Time 
Regulations, which is 
primarily concerned 
with regulating how 
long people work and 
required rest breaks, as 
opposed to whether 
people are paid for it.”

Claire Ginnelly 
is executive committee member 
at theAssociation of Medical 
Insurers and Intermediaries (AMII)

What to consider 
with the rise in IPT 

In the UK Summer Budget 2015, Chancellor George 
Osborne announced that the standard rate of insurance 
premium tax (IPT) would increase from 6% to 9.5% 
from 1 November 2015.

IPT is a tax on insurers and is added to general 
insurance products, such as car, home and travel cover, 
as well as private medical insurance and health cash 
plans. This means that, from November, premiums 
on these products will increase accordingly. 

Employers with a workplace healthcare scheme need 
to understand how the rise will affect their business 
specifically, because the extent of the impact will 
vary for each organisation.

Different insurers have varying accounting systems, 
which means they may have to apply the IPT rise in 
different ways. Some insurers are taking a decision 
to absorb the increase until a policy has renewed.

What, then, are the key pieces of advice?
First, employers should talk to an independent 

intermediary for advice specific to their organisation. 
Every business will need to prepare for the changes in 
different ways and will have a variety of influencing 
factors, so it is essential employers get tailored advice.

Organisations can also explore options for mitigating 
the impact of the rise in IPT. There are ways in which 
premiums can be reduced to ease the impact of the 
changes, for example, through an adjustment in cover, 
hospital list or excess options.

For larger schemes, it may be worth considering 
a trust. Certain healthcare schemes fall outside of IPT 
and this may be a more tax-efficient route.

Do not forget that private medical insurance and 
health cash plans still represent excellent value for 
money. A big concern is that employers will automatically 
cancel their scheme in response to these changes 
without exploring the options available. However, with 
an ageing population and increasing levels of chronic 
illness, it has never been more important to be aware 
of the various health scheme options.

Most importantly, employers should seek advice from 
an expert if they are unsure about the best option.

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
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More advice from tax and legal experts 
bit.ly/RYrvb6

The latest information on legislation and tax issues 
affecting benefits, including a ruling on the time employees 
without a fixed place of work spend travelling and a ruling 
on pension rights in same-sex marriages

The Court of Appeal has upheld a ruling against a retired employee in his bid to see his civil 
partner, now husband, receive the same pension pay-out in the event of his death as a spouse 
of the opposite sex.

In the case of Walker vs Innospec and others, in which the Secretary of State for Work and 
Pensions was an interested party, John Walker is a member of Innospec’s pension scheme having 
worked at the organisation from 1980 until his retirement in 2003. He receives a pension of 
£85,000 a year.

The Civil Partnership Act 2004 came into effect in December 2005, and Walker entered into 
a civil partnership in 2006. He has since married.

Walker argued that if he were to die before his husband, his pension scheme would pay 
out a far lesser sum than it would do if he were married to a woman, and that this contravened EU 
law and the European Convention on Human Rights.

Walker’s appeal failed on the basis that the claim related to a period before civil partnerships 
were recognised and the law could not be applied retroactively.
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Our employee assistance programme helps 
employers look after their people that little
bit more carefully. It’s just one of the many 
invaluable extras we provide.
Ask your adviser for more information, call us on 
0345 2238000 or visit canadalife.co.uk/group

Canada Life Limited is authorised by the Prudential Regulation Authority 
and regulated by the Financial Conduct Authority and the Prudential Regulation Authority. 

Income protection
makes it easier
to cope with illness. 
Ours could have
helped prevent it, too.
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Employee Benefits 
Connect is all 
set to focus on 
what the future 
might hold

The biggest 
industry event 
in the calendar, 
the Employee 
Benefits Awards 
is now open 
for entries.

Now in its 
14th year, this 

must-attend event will, next year, offer 23 categories 
to enter.

The Employee Benefits Awards presents 
the perfect opportunity for reward and benefits 
professionals to showcase and gain recognition for 
the outstanding work they have undertaken and 
results they have achieved over the past year.

Every year, Employee Benefits undertakes a 
thorough review of the awards categories to ensure 
that they reflect the latest market trends and 
enable employers to show off their strengths 
and achievements.

For 2016, we have introduced three new 
categories: Best use of benefits technology; Best 
healthcare communications; and Best benefits 
strategy for a multi-generational workforce.

The award for Best use of benefits technology 
is designed to recognise an employer that has best 

utilised and adapted technology to suit its benefit 
package, its business aims and the needs of its 
employees. Meanwhile, the award for Best healthcare 
communications will acknowledge a successful 
strategy that helps to boost employee awareness 
and understanding of health and wellbeing.

And an employer that has taken steps to support 
the evolving needs of employees throughout their 
working lives, and to attract and retain talent across 
the multiple generations that make up today’s 
workforce will take the accolade Best benefits 
strategy for a multi-generational workforce.

All the winners will be announced at the Employee 
Benefits Awards and Summer Party on 3 June 2016.

The deadline for entries is 11 December 2015, 
so start your planning now. For more information and 
to enter, visit: employeebenefits r s o

Employee Benefits Connect will return for 
its fifth year on 9 March 2016.

The highly popular one-day event, which 
will take place at the Lancaster London, 
will focus on what the future holds for 
employee benefits, providing delegates 
with the perfect opportunity to get ahead 
of the game. 

The event also focuses on getting 
benefits professionals to connect, offering 
a range of conference sessions, roundtables 
and networking facilities designed to enable 
delegates to meet, and share ideas and 
knowledge.

Delegates will also be able to network 
and meet with benefits providers and 
advisers on the packed exhibition floor.  
Exhibitors include: Aon, Benefex, Capita 
Employee Benefits, Denplan, Hymans 
Robertson, JLT, Lex Autolease, Secondsight, 
Tusker and Unum.

Details of the conference programme 
and further exhibitors will be announced 
over the coming months.

For more information, visit 
employeebenefits onne t o

www.employeebenefits.co.uk/events

The Employee Benefits Awards is now open for entries in its 23 categories, while Employee 
Benefits Connect returns for its fifth year in March 2016 at the Lancaster London

�  Best staff travel benefits
�  Best healthcare and wellbeing benefits – 

small employer
�  Best healthcare and wellbeing benefits – 

large employer
�  Best mental health resilience strategy
�  Best healthcare communications
�  Best DC pensions change
�  Best pensions communications
�  Best financial education strategy
�  Most motivational benefits
�  Best flexible benefits plan
�  Best voluntary benefits
�  Best employee share schemes

�  Best global or expatriate benefits
�  Best benefits communications – small employer
�  Best benefits communications – large employer
�  Best benefits strategy for a multi-generational 

workforce
�  Best total reward strategy
�  Best total reward statements
�  Best alignment of benefits 

to business strategy
�  Best use of benefits technology
�  Most engaging benefits proposition
� Benefits team of the year
�  Employee benefits professional 

of the year

Employee Benefits Awards 
introduces new categories 

Employee Benefits Awards 2016 now open for entries

Perfect opportunity for employers to 
showcase their work and gain recognition

EB_011115   26/10/2015   10:0
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the hub

      Louise’s lowdown

The hub...

October saw the 
debut of Workie, 
the star of the 
government’s new 
campaign to raise 
awareness of 
auto-enrolment and 
increase engagement 

with workplace pensions. Workie, 
“a striking physical embodiment of the 
workplace pension”, is appearing on 
billboards, television screens and, most 
likely, a Twitter feed near you. Reactions 
have been mixed, and while it will take 
some time to gauge whether the 
campaign has had the intended 
impact and reach, it has certainly 
got people talking. 

Pensions, and any measures used 
to drive engagement with them, are an 
integral part of employees’ financial 
support system in retirement. Yet there 
is growing recognition that, while key, 
they are not the only piece of the savings 
puzzle, nor the only financial issue on 
employees’ radars.

Last month, for example, the National 
Association of Pension Funds (NAPF) 
rebranded as the Pensions and Lifetime 
Savings Association (PLSA) in response 
to the increasingly varied ways in which 
people save for retirement and the 
blurring of the line between work 
and retirement.

Meanwhile, in its Pension freedom 
guidance and advice report, the Work and 
Pensions Committee called for a more 
holistic Pension Wise service, noting 
that “decisions about retirement income 
products are not best made in isolation 
from information on property wealth, 
benefit entitlements, tax implications, 
care costs or debts”.

However, this multitude of considerations 
can mount up to a multitude of concerns 

for employees. Indeed, research 
published by Equiniti Employee Services 
in October 2015 found that 81% of 
respondents face everyday financial 
challenges. The triggers for financial 
angst range from getting on the housing 
ladder to paying off mortgages, and 
from clearing debts 
to being able to afford to retire.

The causes of financial stress will 
likely vary over the span of an individual’s 
lifetime as their priorities shift and their 
situation changes. A growing number of 
employers are beginning to address the 
issue, with the support of increasingly 
responsive products and services. 

Research by Axa PPP Healthcare, 
published in April 2015, found that 
financial worries are the biggest cause 
of stress among respondents and they 
are the leading cause of stress in senior 
managers. Surely the more support 
available to help staff cope with the 
myriad financial issues they may 
encounter the better.

Corey joins 
Reward Gateway
Debra Corey has 
joined employee 
benefits provider 
Reward Gateway 
as group reward 
director. Her 
brief will include 
developing the 
firm’s own 
reward strategy. 
Corey has held 
roles at Page 
Group, Merlin 
Entertainments, 
Quintiles, 
Morrisons, 
Honeywell 
and Gap. 

Butcher links up 
with Poundland
Nik Butcher has 
joined Poundland 
and Dealz as 
head of reward. 
Moving from his 
role of reward 
manager at 
Tesco New Food 
Experiences, 
Butcher has also 
held roles as total 
rewards manager, 
Europe, Middle 
East and Africa, 
Kao Group, 
and reward 
manager at RS 
Components. 

Mckenzie  
is with Southern 
Co-operative 
Janet Mckenzie has 
been appointed 
reward and 
performance 
manager at The 
Southern Co-
operative. Mckenzie 
joins the regional 
co-operative 
business from B&Q 
where she was 
reward manager. 
Prior to this, she was 
international reward, 
policy and mobility 
manager at the 
Body Shop. 

EY appoints 
Glendinning as 
reward manager 
June Glendinning 
has been 
appointed reward 
manager at EY.
Prior to joining the 
professional 
services 
organisation, 
Glendinning held 
the positions of 
compensation and 
benefits manager, 
and business 
service centre HR 
manager, at global 
tobacco firm JT 
International.

Tullow Oil 
appoints Machin 
Tullow Oil has 
appointed John 
Machin group 
head of reward. 
Machin joins the 
oil exploration 
and production 
organisation from 
William Hill, where 
he was head of 
reward and 
engagement. 
Prior to this, 
Machin was 
global head of 
compensation 
and benefits 
at Misys.

Financial stress and worries are now moving 
firmly onto employees’ radars

People | moves

            @employeebenefit

            search EmployeeBenefits

Social | media
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Simplyhealth is a trading name of Simplyhealth Access, which is authorised by the Prudential 

Regulation Authority and regulated by the Financial Conduct Authority and the Prudential 

Regulation Authority. Simplyhealth Access is registered and incorporated in England and Wales, 

registered no. 183035. Registered office, Hambleden House, Waterloo Court, Andover, Hampshire, 

SP10 1LQ. Your calls may be recorded and monitored for training and quality assurance purposes.
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Reduce absence and 
protect your bottom line 
with the Simply Cash Plan

*Up to annual limits

For full details on all of the Simply Cash Plan benefits visit 

www.simplyhealth.co.uk/business

The Simply Cash Plan can help to:

Avoid short term absence by giving your employees access to a GP 24/7

Reduce stress related absence by providing face to face and telephone counselling

Prevent absence due to musculoskeletal conditions such as back pain by allowing employees 
to claim back the cost of visits to the physiotherapist, osteopath and chiropractor*
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This onth s ig es  on

The government 
has announced 
that it intends to 
extend the right 
to take shared 
parental leave (SPL) 
to grandparents in 
the child’s first year. 
The policy of SPL 

for the mother’s partner was initially pushed 
for by the Liberal Democrats in coalition 
to encourage fathers to take responsibility 
for childcare. The key question is: who is 
responsible for childcare and what does 
the government hope to achieve?

The government is yet to release figures 
for SPL take-up since its introduction, 
however, anecdotal evidence suggests that 
affordability is the key consideration for 
new parents; primarily, how can leave be 
taken in a way that has the lowest financial 
penalty? With enhanced maternity pay 
being more prevalent than shared parental 
pay, it is employers’ policies that are the 
deciding factor for parents.

When announcing the extension, 
Chancellor George Osborne drew attention 
to the two million grandparents who either 
gave up work, reduced hours or took 
time off to care for grandchildren. With 
grandparents already taking responsibility 
for childcare, the extension to SPL will 
offer them extra rights.

A key benefit for mothers of taking SPL 
is that they can return to work earlier by 
sharing leave with their partner, reducing 
the damage to their career caused by long-
term absence from the workplace. Single 
mothers and mothers whose partners are 
self-employed will, in future, be able to 
share parental leave with grandparents.

Extending SPL to grandparents is the 
right thing to do. It will help mothers 
re-enter the workforce earlier, and reduce 
a career progression barrier to female 
talent. The problem remains with childcare 
between maternity or shared parental leave 
finishing, and primary education beginning, 
which is where many parents struggle with 
childcare and employer flexibility.

The short answer 
to this is yes. In 
the Family and 
Childcare Trust’s 
research mpro in  
o r n erst n in  of 
inform l il re in 
t e , published 
in July 2012, we 

called for grandparents to be given the 
right to share maternity leave and we are 
delighted the government has listened and 
announced that this will become a reality 
for 14 million grandparents in the UK.

Our research showed that nearly half 
of parents in Britain used informal childcare, 
with grandparents the most likely to 
provide this childcare. And for over a third 
of parents who use childcare, grandparents 
are their main form of childcare.

Parents use grandparents to care for 
their children for many different reasons; to 
care for very young children; make childcare 
more affordable; to cover after-school and 
holiday childcare; in an emergency or when 
a child is ill; and to cover childcare outside 
of normal office hours.

Grandparents make a huge contribution. 
Research by the Family and Childcare 
Trust with Grandparents Plus and Save the 
Children, published in July 2014, found 
that 1.9 million grandparents have given 
up a job, reduced their hours or taken time 
off work to look after their grandchildren. 
Around 2.2 million grandparents look 
after their grandchildren to allow the 
child’s parents to get to work and one 
million do so because the parents 
cannot afford childcare.

This announcement was very welcome 
but it is important that we do not think this 
is a like-for-like replacement for good-
quality formal childcare in a nursery, by 
a childminder or after-school clubs. 

We need a flexible, affordable, high-
quality childcare system that meets the 
needs of working parents, enables parents 
to balance work and caring responsibilities, 
and does not force women out of the work 
when they have children or grandchildren.

Extending 
parental leave to 
grandparents is an 
interesting shift in 
government policy. 
It acknowledges 
the importance 
of all generations 
in family life, and 

the role that grandparents already play. 
A strategic response to our ageing population 
requires creative and bold policy solutions, 
and the opening of parental leave to 
grandparents is evidence of this.

This move is certainly welcome, 
yet there is more that the government 
and employers can do to support this 
growing group of employees. In Business 
in the Community’s e missin  million: 

e ommen tions for tion report, 
published in April 2015, we called for 
the right to request flexible working from 
day one of a new job, which would allow 
parents, grandparents, or others who 
needed agility to combine work and other 
responsibilities for longer than just the 
first year of a child’s life.

There is huge scope for employers to 
rethink how they support carers of all ages, 
using family-friendly and work-life balance 
policies to enable people to combine work 
and care at different stages of their lives, 
and by encouraging organisational culture 
change around perceptions of both carers 
and older workers more broadly. 

Hopefully sharing parental leave with 
grandparents is a signal of things to come, 
that family responsibilities are shared across 
the generations, not just shouldered by 
mums. Tackling gender bias is crucial in 
this too. I hope to see many child-caring 
grandfathers, as well as grandmothers, 
supporting their sons and daughters. 

It will be interesting to see how many 
families take this up and choose to share 
parental leave with grandparents. As an 
opportunity for greater flexibility for families 
it is a good thing and should be welcomed. 
Is this a sign of more innovation in family 
policy to come, or a one-off? 

enise e ting
is chief executive at the Employers 
Network for Equality and Inclusion

Ellen B oo e
is director of external affairs at the 
Family and Childcare Trust

ch el n e s
is Age at Work director at Business 
in the Community
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Tyn n B ton o n s  so e of cto e s 

st n o t f cts n  fi g es el  ng 
to e loyee enefi ts 

1%
share in the 
organisation that 
was gifted to 
eligible Royal Mail 
employees as 
the government 
completes the 
sale of its
13% stake

64% 
of employee respondents say 
a company car is an important 
factor in their job decisions 
(Source: Lex Autolease) 75%

of respondents aged 18-34 
have little or no awareness 
of the pension reforms, which 
came into effect in April 2015 
(Source: Towers Watson)

29%
of jobs for women 
in the UK paid 
less than the living 
wage in 2014 
(Source: Office for 
National Statistics)

£1.2m 
was spent by 
Facebook UK on 
contribu  ons to its 
defi ned contribu  on 
pension scheme last 
year, according to 
its annual report for 
the year ending 31 
December 2014

41% 
of employers 
that have seen 
an increase 
in reported 
mental health 
problems 
over the last 
year (Source: the 
Chartered Institute 
of Personnel and 
Development)
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eed to know
  he volume of mergers and ac uisitions is 
growing, meaning more  and benefits teams 
are having to think about integrating different 
benefits propositions.

  hereas once organisations would leave the 
benefits of an ac uired or merged business 
alone, this is now less common.

  f employers do integrate, they will need 
to decide whether to harmonise up or down, 
or use this as a chance to review all benefits 
and implement a new suite. 

@ Read also
enguin andom ouse

revamps benefits post merger
bit.ly k D

15
 |N ovember 2015|

employeebenefits.co.uk/total-reward

a good time to conduct a benchmarking exercise. 
“Employees are expecting change so it’s an 
environment where everything is on the table, so 
[an employer] can benchmark against the market 
and then offer what the employees want, as 
opposed to what they have had,” she explains.

Whether organisations look to scale benefits 
up or down will depend on the exact circumstances 
of the two businesses, says Wakely. “If [it’s] a rich 
technology [organisation] and not burdened with 
massive grandfather benefits, and doesn’t have a 
defined benefit pension scheme, [it] could probably 
afford to bring everyone up to [its] provision,” he 
says. “But if [it] has a generous benefits plan and 
the business [it’s] acquiring doesn’t, [it] might not 
want to do that because that’s potentially an extra 
£2 million [it] can avoid spending.”

In these instances, it could be a case of having 
one over-arching brand for a benefits package, 
but with different eligibility rules, he adds.

B e  i t h  t h e  o l  s c h o o l 
This may also be necessary in cases where 
employee contracts in the acquired organisation 
specify the exact terms and conditions they are 
entitled to, meaning it would be extremely costly 
to try to integrate the two. “A lot of old-school 
contracts stated [an employee] would be eligible for 
four-times life assurance, 66% income protection 
and 10% company pension contribution,” says 
Wakely. “The challenge then is that this is not just 
about changing the benefits plan but re-jigging all 
contractual terms and conditions, and that can 
put people off.”

In such circumstances, the two benefits 
provisions continue side by side until something 
comes up that sparks off an attempt to review the 
situation further down the line; as has happened 
as a result of organisations making changes 
to defined benefit pension schemes. 

The ol e of e ge  and acquisition (M&A) 
activity is generally seen as a benchmark for the 
health of the economy as a whole, so it is no 
surprise that such deals are now at their highest 
point than at any time since the downturn struck 
in 2007. According to the er ers n  isitions 
re ie , published by Thomson Reuters in September 
2015, global M&A activity for the first nine months 
of 2015 was 32% higher than the same period a 
year earlier, while analysis from Deloitte, published 
in September 2015, found deals involving UK 
companies have increased by 58%.

Employee benefits are unlikely to form part of 
the rationale behind such deals, although these can 
be a source of savings, but they do present both 
opportunities and potential headaches for the new 
business. In years gone by, organisations generally 
took the approach of leaving the two entities largely 
separate, but this can cause issues, says Chris 
Wakely, senior vice-president, Europe, Middle 
East and Africa (EMEA) sales at Thomsons Online 
Benefits. “Over time, they build up a huge array 
of different benefits, rules and eligibility, which can 
become problematic because it gets so complex,” 
he says. “It can also build up mistrust and create 
a them-and-us situation.”

But this does not mean such an approach should 
not be considered. When Coca-Cola took full 
control of Innocent Drinks in 2013, for example, 
ensuring that the smoothie manufacturer retained 
its own unique culture and approach to people, 
including its benefits provision, was vital to 
maintaining staff engagement. Its workplace 
philosophy of embracing healthy living, which is 
entwined with its reward and benefits package, 
is a key part of this. 

Colm Coffey, director in KPMG’s People Powered 
Performance team, says a benefits strategy will 
often be dictated by the broader strategy around 
post-deal integration. “In some mergers, it will be 

business as usual for a period of time, and then 
it will be a step-by-step integration,” he says. “But 
there are other examples where the chief executive 
officer (CEO) is charging forward and wants to drive 
an integrated organisation, almost from day one.”

E l o y e e  o i n i o n 
The starting point behind any attempt to integrate 
benefits should be to identify what is currently in 
place in both organisations. “Look at what the costs 
are, what the level of usage is and to what degree 
there is active participation in the benefits offerings, 
and whether there are any differences on either 
side,” says Coffey.

After this, the approach should be to speak 
to employees, possibly through council meetings 
or less formal sessions, to find out what they want, 
as well as identify any benefits they are not too 
concerned about. “That can generate some really 
powerful insights in terms of what people value and 
appreciate, and can form the basis of any changes 
that [an employer] wants to make,” he adds.

Jana Mercereau, a senior consultant in 
Towers Watson’s M&A practice, says the period 
immediately after a deal has gone through could be 

o er s or  

“ SOMETIMES THE 
CEO IS CHARGING 
FORWARD AND 
WANTS TO DRIVE 
AN INTEGRATED 
ORGANISATION 
FROM DAY ONE”
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A flexible benefits package can also help, as it can 
effectively disguise any differences in provision 
between groups of employees, as well as letting 
individuals pick elements that matter to them. 
Duncan Brown, head of HR consultancy at the 
Institute for Employment Studies, says: “If someone 
has three days’ more fixed holiday than someone 
else, people are going to find out very quickly.

“But with a flex package, it’s much less obvious, 
and also it’s a really good vehicle for reducing 
differences. So over the next three years the 
standard holiday provision might go down. But 
[employees] can keep the three extra days; it’s 
just that [they’ve] got to pay for it.”

Such a forum also provides a platform that can 
evolve over time, should a business decide to move 
towards a more harmonised provision.

E m p l o y e e  c o m m u n i c a t i o n  
Thought also needs to be given to communications 
that should accompany any changes to benefits or 
working conditions, especially if some employees 
will lose out in certain aspects as a result. “The key 
thing is not to spin it,” says Wakely. “If there’s a bad 
message [employers] need to address it head on.”

It helps if there is a consolation message that can 
also be delivered. One employer, for example, made 
a one-off lump sum payment to anyone who 

Publishing and events business Informa has 
made a number of acquisitions in recent years, 
including US exhibition firms Hanley Wood and 
Virgo, and UK book publisher Ashgate. Tom 
Humphris, global support HR director, gets 
involved around a month before any deal goes 
through. “We get access to all the information, 
and we actually run a piece of analysis looking 
at what our current benefits offering is versus 
what theirs is,” he says.

Informa has a comprehensive benefits 
programme, including elements such as financial 
planning, gym membership and critical illness 
cover, so usually has more generous provisions 
than prospective additions. Any employees 
coming into the business simply join its existing 
scheme. This extends to including a medical 
history disregarded policy around private 
medical insurance, although the business does 
operate different access levels to reflect 
previous policies that have been in place.

A bigger issue, however, is around pensions, 
particularly where the business being acquired 
operates a defined benefit scheme. “We get 

all the information and then liaise directly 
with the trustees of the target acquisition to 
make sure that when [members] are transferred 
to a defined contribution scheme it’s a fair 
and reasonable offering,” he says.

When a new business is acquired, Humphris 
and his team, and sometimes core providers, 
head out to that organisation and talk directly 
to employees who will be joining. “It means 
they can put a face to the name so they can 
reach out if they have any concerns,” says 
Humphris. “It builds that trust very early on.”

Case study | Informa
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Viewpoint

Dr Valeriya Vitkova is
research fellow at the M&A 
Research Centre (MARC) 
at Cass Business School

HR-related issues can be 
the primary cause of failure 
for many merger and 

acquisition (M&A) deals. In fact, Cass 
Business School’s M&A Research Centre’s 
study, Successful dealmaking, published 
in December 2014, shows that HR 
involvement and key employee retention 
are among the main drivers of successful 
M&A deals.

Large M&A transactions result in the need 
to reconcile two (usually) different reward 
systems. As part of the study, M&A 
Research Centre conducted interviews with 
company executives and found that 93% 
of respondents believed that issues faced 
by the organisation post-deal could be 
resolved if HR teams were involved in 
deals and that an HR component should 
be included in the deal team as early as 
the targeting stage.

Understanding how employees were 
rewarded in the past and defining the 
objectives of the reward system that the 
employer should have following the 
acquisition is vital. A key guiding principle 
throughout this process should be the value 
proposition that the employer wants to offer 
to existing and potential employees because 
this affects the type of people that stay 
and join the organisation.

At one end of the spectrum of reward 
systems are those that offer relatively 
equal base pay, thereby promoting 
cooperative behaviour and job security. 
At the other end are systems that offer 
more varied pay, which reward individual 
performance and encourage a more 
competitive environment.

Therefore, the type of culture that 
is to be promoted post-M&A needs to 
be considered. The study found that the 
number one issue cited as a contributor to 
the failure of a deal was culture; an area 
that HR professionals would be ideally 
placed to judge.

Last but not least, the post-deal reward 
system should not only be in line with the 
overall strategic direction of the business 
but it should also be used as a tool to 
achieve key strategic goals. 

Irrespective of the type of reward system 
that is to be implemented, communicating 
with employees is crucial. When people 
know what is happening, and how and 
why it affects them, they are more willing 
to accept changes.

Informa involves HR and benefits team in acquisitions
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In September 2015, RehabWorks bought Right 
Management Workplace Wellness from Right 
Management, a ManpowerGroup company.

As soon as the deal was announced, the HR 
teams from both organisations started to think 
about how to approach the benefits issue, and 
decided to initially adopt a period of parallel 
working. Jayne Carrington, managing director of 
what is now Workplace Wellness, says: “It gives 
us the opportunity to assess the level 
of benefits that both organisations have and to 
consult and evaluate the impact of any changes.” 

Crucially, this has also allowed Carrington to 
say to her team that no one will be joining on 
worse terms. “For example, Right Management 
staff had a higher level of [private] medical 
insurance [cover] than we now have in 

RehabWorks, so RehabWorks paid over 
and above for a new scheme just for Right 
Management employees,” she says.

Over the next few months, the two teams 
will decide how to proceed around harmonising 
benefits. Much of this will come from 
discussions with staff. “We’re going to ask 
which benefits really make a difference to 
them and, if it comes down to a budgetary 
conversation, then what would they like 
to keep,” says Carrington.
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would be affected in recognition of the fact 
they would be getting a worse deal, says Wakely. 
“Alternatively, the CEO might say they don’t
want any losers and then hunt out those who 
are losing out and implement some specific 
arrangement for them,” he adds. “The challenge 
there is that [employers] are moving away from 
this one-size-fits-all arrangement, but sometimes 
that can happen.”

Encouraging employees to see the bigger picture 
is also important, says Mercereau. “The wording 
I hear more than not is ‘same and aggregate’, so there 
will be winners and losers but the benefits will be 
the same in aggregate,” she says. “So [an employee] 
might be moving to a less generous medical plan 
but [they’ll] get a better pension plan. That seems 
to be the simplest road of least resistance in these 
big efforts.”

If employees are at a point where they feel 
reasonably content with their benefits provision, 

See why over 300 organisations manage their benefits on Staffcare’s 
technology and why most Benefit Consultants recommend it.

0845 372 6644 
seethebenefits@staffcare.net 

www.staffcare.net

cover story 

Case study | Workplace Wellness

with some harmonisation, employee benefits can 
even go some way towards smoothing the broader 
process of integration. As Iain McMath, chief 
executive officer of Sodexo Benefits and Rewards 
Services, says: “The importance of employee 
benefits should not be underestimated. Motivating 
employees throughout the merger or acquisition 
will make the transition process easier and more 
streamlined for the business. Consequently, 
employees will feel included, informed and more 
productive in a time of uncertainty.”

Workplace Wellness adopts parallel working after acquisition
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Now is the time to begin plotting a trail 
through pensions auto-re-enrolment

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

cannot postpone re-enrolment and it must use the same 
date for all staff to be re-enrolled.

Crucially, employers do not have to assess all their 
employees to identify who meets the eligible jobholder 
criteria, but only workers who have opted out, ceased active 
membership or reduced their contributions to below the 
minimum level. The assessment of worker categories for 
auto-re-enrolment is separate from the ongoing assessment 
process run in each pay reference period.

E x e m p t  e m p l o y e e s
To make the process less cumbersome, the government has 
made some concessions regarding who must be auto-re-
enrolled. Employees are exempt if they are soon to leave 
the business, and exemptions also apply to people with 
tax-protected status so that they are not forced into 
a position where new contributions would breach their 
protection and prompt a large tax bill.

Andrew Cheseldine, defined contribution (DC) specialist 
at Lane, Clark and Peacock, explains: “In this case, the 
employer is covered if [it has] ‘reason to believe’ the 
member is protected.

“We’re suggesting that employers write to such members 
saying they will be auto-enrolled unless they submit a 
statement saying they have protected status. However, 
sometimes people lose their protection and the position 
could then become somewhat muddied.”

On the whole, neither the task of auto-re-enrolment 
nor the ongoing additional cost should be a huge burden 
for employers because, although original estimates from the 
Department for Work and Pensions suggested that around 
30% of employees would opt out, in the event only 8% have 
done so. Unless the people who opted out have experienced 
a change in financial or family circumstances, or have 
developed a taste for the new pension freedoms, they are 
likely to opt out again.

The prime impact will be for employers with 
disproportionate staff on the new national living wage 
of £7.20 an hour that will come into effect in April 

It is now three years since auto-enrolment was introduced and large employers must begin to 
prepare for auto-re-enrolment, the policy put in place to ensure that eligible jobholders who 
opted out of their workplace pension scheme in the first round are not left in the pensions 
wilderness but are again encouraged to be a member of  their employer’s scheme. As in the first 
wave, employers must identify eligible staff, and if they are not already active members of the 
workplace pension, the employer must re-enrol them on the chosen date and start contributing 
to their pension from that point.

Employers can choose a re-enrolment date that falls anywhere within a six-month window 
starting three months before the third anniversary of their staging date and ending three months 
after it, so there is flexibility to juggle the timing around workloads. However, the employer 

Need to know
  mployers must auto re enrol their eligible staff 
in a si month window around the anniversary 
of their original staging date.

  he government has introduced some e clusions 
to avoid duplication of effort regarding staff who 
have stepped away from the pension scheme 
within the last 2 months. 

  or employers that used their pension provider 
to handle the process during the first round, this 
could prove an opportunity to switch the task 
to their payroll provider.

pe sio s
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Viewpoint 

Jen Ackerman is an associate 
at Hogan Lovells

For many large employers their staging 
date is a distant memory and auto-
enrolment has become business as 
usual. Nevertheless, there is still more 
to do as the third anniversary marks 

the first re-enrolment cycle.
The good news is employers do not have to repeat 

everything they did on their staging date. Re-enrolment 
should be less onerous because it only applies to those 
who opted out in the first round. However, as always, 
it is important to get the details right.

Employers must choose a re-enrolment date. This 
can be any day three months either side of their staging 
date’s third anniversary. Employers should double-
check their staging date: it should not be confused 
with a deferral date if they used postponement.

Also, if there are multiple employers in the same 
corporate group they may have different staging dates. 
They also need to be strategic. The re-enrolment date 
cannot be postponed for individual workers and 
employers should consider aligning it with their pay 
reference dates. 

Employers will need to consider key business 
dates because additional worker assessments, 
communications and contribution deductions will be 
required, so it would be sensible to avoid busy periods.

All employers should revisit their service contracts 
with pension providers to ensure re-enrolment is 
within scope. Early engagement is essential.  

For many employers, the law will have changed since 
their staging date. When implementing re-enrolment, 
employers may also wish to incorporate some of the 
helpful easements that were introduced in April 2015. 
This includes an employer discretion not to enrol those 
who have opted out in the previous 12 months, are due 
to leave their job or have pension tax protection.

once every three years but requires an ongoing compliant 
process and the ability to be auditable,” he says. “It’s essential 
for employers to align their auto-enrolment strategy with their 
wider business objectives for broader benefits and pension 
provision. Is [their] compliance strategy based on the cheapest 
cost available, or on achieving maximum return on investment? 
What may seem to be the cheapest option could incur large 
in-house administration burdens. We advise employers to 
assess the quality of delivery, and the impact on internal 
resource, as well as price.”

Employers must write to each individual who will be 
auto-re-enrolled, within six weeks of the chosen date, to 
explain what will be happening. However, many employees will 
not take this fully on board and may resent it if contributions 
are docked from their pay, particularly for a second time.

The employer must re-register with The Pension Regulator 
once it has auto-re-enrolled the scheme, within two months 
of the date. If it does not have any eligible staff to re-enrol, 
it must still re-register but then the deadline will be the day 
preceding the third anniversary of its original declaration 
of compliance 

2016 for employees aged 25 years and over. This will ensure 
that all employees working over 20 hours aged 22 and above 
qualify for auto-enrolment. 

“The auto-enrolment triggers are all built around the 
minimum wage and the national living wage will push another 
one million into the auto-enrolment bracket, reflecting those 
currently earning around £9,500 who will be pushed up to 
£10,500, over the earnings trigger,” says Cheseldine. “This may 
have a greater impact for the next wave of employers rather 
than the current wave, which primarily consists of the largest 
retailers, which turn over 80-90% of their staff every year, 
making them less likely to be members.”

Most employers will be using their pension providers 
to automate re-enrolment processes, but it may be a good 
juncture to reassess who is best placed to do the task. Lee Hollingworth, head of DC consulting 
at Hymans Robertson, says: “At the time of the first wave of auto-enrolment in 2012, payroll 

providers had not kept pace and the void was filled by mainstay pension providers. Some 
[organisations] may want to revalue that position now. It may be more optimal to 

undertake the assessment process through 
the software currently available from their 
payroll provider, which will have now 
caught up. Surely it makes more sense not 
to send the information to a third party 
but to automate it, as the risk of manual 
error is reduced?”

Splitting auto-enrolment duties with 
equal weight between HR and payroll will 
prevent auto-enrolment processes being 
over-ridden by either, says Robert 
Kingston, consultant at Johnson Fleming. 
“Auto-enrolment compliance is an ongoing 
duty, which not only requires addressing 

Boots prepares for pensions 
auto-re-enrolment 

Boots, a member of Walgreens Boots 
Alliance, is facing its first cyclical 
re-enrolment in January 2016 and has 
identified around 2,000 staff that must 
be potentially automatically re-enrolled.

The Alliance Healthcare and Boots 
Retirement Savings Plan (AHBRSP), 
a group personal pension scheme, was 
established in 2010 with Legal and 
General, and a section for auto-
enrolment, called the AE Scheme, was introduced in 2012. Just over 22,000 eligible 
jobholders were auto-enrolled in February 2013, and there are currently about 25,000 
members in each of the main AHBRSP and the AE Scheme.

Julie Richards, group director of pensions at Walgreens Boots Alliance, says: 
“We started preparing for this as early as May 2015. A notification to impacted Boots 
colleagues is being sent out at the end of October with a manager briefing being sent 
out beforehand and the standard auto-re-enrolment letter will be sent in January.

“The key priority is to look at the definition of employees and make sure, working 
with payroll, that they have been clearly identified, and that the appropriate processes 
are in place. This project also provided a good opportunity to work closely with payroll 
to focus on improving the quality of our information management in this area.”

Richards’ tip is to prepare early, and to make sure the business knows auto-re-
enrolment is coming. The pensions team also put together a briefing pack, which 
includes notes for HR business partners, line managers, and employees, and a copy 
of the letter telling the eligible employees in advance what is happening.

Case study | Boots

“ THE NATIONAL 
LIVING WAGE WILL 
PUSH ONE MILLION 
PEOPLE INTO THE 
AUTO-ENROLMENT 
BRACKET”
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recruit

01527 571 223

We can help your business with:

Re-enrolment 
Since staging began, businesses have now had a 
chance to assess whether or not the required support is 
suitable. We can help you when changing your support. 

Communications
Effective communication is a large part of getting 
auto-enrolment right; we can assist you with the 
communication of your scheme.

Audit
It is essential that you understand your scheme and the 
processes you need to undertake to ensure it remains 
compliant.

Protection, health and wellbeing 
Advice and support for creating an attractive employee 
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Group Income Protection
Group Income Protection cover provided by Canada Life Group 
Insurance offers many benefi ts for both the policyholder’s 
organisation and to its employees, providing a level of salary 
continuation when an employee is absent through ill health or 
disablement. The additional benefi t which is most closely aligned 
to this product is access to case management and rehabilitation 
services. The cost of sickness absence can be high on the list of an 
employer’s concerns so the early involvement that Canada Life 
provides is both sensible and prudent.

Active engagement 
Although group income protection benefi ts become payable during 
long term disability, the payment only starts after the employee 
has been unable to work for a set period, commonly 13, 26 or 52 
weeks. The employer has to fund Statutory Sick Pay themselves 
for up to a maximum of 28 weeks. Therefore, managing sickness 
absence by active engagement with the absent employee makes 
perfect sense from a fi nancial and philanthropic viewpoint. 

As early as possible 
Canada Life recognises that even a single absence can have a 
huge impact on the workplace.  So we offer support as early as 
possible in an employee’s absence through our in-house, medically 
qualifi ed rehabilitation consultants (RC) who are all from nursing 
or occupational health backgrounds, and our experienced Claims 
Management Consultants (CMC). Our RCs and many of the CMCs 
are regionally based to facilitate home and workplace visits 
ensuring support is on hand whenever needed. Where possible we 
engage with employers and their employees in the early stages of 
absence. This is known as early intervention. The ambition is to 
manage the employee’s absence and fi nd the best possible outcome 
for all involved, which in many cases is a return to work.

Successful return to work
There is strong evidence to suggest that work is generally good 
for physical and mental health and well-being.  The reality is that 
many absent employees want to return to work but it is not always 
an easy journey to make.  The RC works with the employee, their 

medical specialist and the employer to facilitate a successful return 
to work. To maximise the possibility of success, an achievable 
return to work plan is created and remains available to provide 
much needed support for all parties throughout the process.  
From the employer’s perspective, there is a fi nancial cost to 
sickness absence, not just through Statutory Sick Pay but through 
the loss of productive, experienced, employees. 

Employer responsibility
The longer the absence continues, the greater the fi nancial cost 
and the more diffi cult it can be to rehabilitate the employee back 
into work. Employers have clear responsibilities under the Equality 
Act 2010 to make every reasonable effort to rehabilitate employees 
whenever possible and it is certainly not acceptable to simply 
dismiss an employee when they have been off work for a long 
period. However, providing the right help can be a daunting task for 
any employer, and this is where the support from our RCs can help.

Making a difference
Where an organisation embraces our early intervention services 
and fully engages with Canada Life, we have found that we can 
make a difference. Early intervention can help reduce longer-
term absence and increase the chances of an early return to work. 
However, the Group Income Protection product is not jeopardised 
in any way.  Where a return to work is not possible and a claim 
needs to be made, we are committed to ensuring a fair and effi cient 
assessment and the full payment of all valid claims.   

Bespoke service
The service we offer is bespoke to each client and tailored to suit 
the needs of our policyholders. So, when choosing a long term 
disability insurer, access to a local, proactive, supportive and 
experienced claims management team can pay dividends for both 
the organisation and its employees.  

For further details see www.canadalife.co.uk/group

Advertisement feature

AT YOUR EARLIEST
CONVENIENCE

Paul Avis explains why early intervention in absence
and effective rehabilitation is key in dealing with
sickness, absence and disability
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With the state welfare purse strings drawing ever tighter, communicating the value of group 
risk benefits to staff, including critical illness insurance, group income protection and death-in-
service, is timely, but it is all too often a missed opportunity. 

Costly group risk insurances are routinely given to employees as a core benefit, mentioned in 
the employment contract and never communicated again. This can be a huge missed opportunity 
to drive appreciation and engagement.

Paul Avis, marketing director at Canada Life Group Insurance, says: “The time to communicate 
these benefits is not only in the job advert and recruitment process but on an ongoing basis, 
such as at benefits fairs.”

Look out for 
the main message

Employers should utilise more opportunities 
to communicate group risk benefits 

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

According to the Group watch report 2015 by risk insurer 
Swiss Re, published in April 2015, the number of employees 
covered by group risk insurances grew by 200,000 in 
2014. But while employers seem willing to shoulder some 
responsibility for staff health and wellbeing, more could be 
done to communicate these benefits.

Nick Homer, group protection manager for corporate 
propositions at Zurich Assurance, says: “Employers are 
very quiet in communicating what is clearly a fantastic 
employee benefit.”

Steve Bridger, director of group protection at Aviva, adds: 
“The majority are not communicating to the degree they could.”

While staff would hope to never claim under their polices, 
there are many ancillary benefits offered by group risk insurers, 
such as employee assistance programmes (EAPs) and 
bereavement counselling, which could be used at any time.

Katharine Moxham, spokesperson for industry body Group 
Risk Development (Grid), says: “Group risk benefits are 
much more than just a payout. Providers have thought very 
carefully to bring other services into the product to support 
employees. Employers that get good value out of those 
services derive huge benefit from it and can free up money 
to be used elsewhere.”  

M a k i n g  i t  r e l e v a n t 
When it comes to communication and take-up, group risk 
benefits can be made more relevant by highlighting potential 
scenarios, such as how income protection could help to pay an 
employee’s mortgage if they became too ill to work. “It is not 
about scaremongering, it’s about [employees] understanding 
how these benefits are relevant to the other things going 
on in [their lives] at any point,” Bridger explains.

But employers could go beyond an annual call to action, 
says Zurich’s Homer. “While there may be communication in 
the annual flexible benefits window, far more could be done to 
remind people that they can revise those benefits selections 
around key life events,” he explains.

Whether a communication strategy includes posters, 
hard-copy information, access to online apps or benefits fairs, 
employers should use the resources offered by insurers and 
intermediaries because many offer ways to communicate and 
position the benefits on offer, says Grid’s Moxham.

The message to employers is twofold. First, be aware 
that the insurer may have communication resources to help. 
Second, do not ignore the ancillary benefits available because 
these can help employees perceive the value in what is 
otherwise only a payout in unhappy circumstances 

Need to know
•  Communicating group risk benefits can drive 

employee appreciation and engagement.

•  It can raise awareness of how staff can use such 
benefits around key life events. 

•  Employers can use communication materials 
offered by their group risk insurance providers.  

group risk
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A winter’s tale 
of wellbeing

Wellbeing programmes through the cold winter 
months can have positive knock-on effects

M a r i a n n e  C a l n a n  |  R e p o r t e r
E m p l o y e e  B e n e f i t s

Analysing workforce demographics prior to introducing 
a winter wellbeing programme can also be crucial to its success, 
says Manesh Patel, senior benefits consultant at Aon.

Employee engagement surveys can be invaluable to helping 
employers understand what staff want when it comes to 
winter wellbeing, but these must be specific enough to gain 
clear feedback. Paul Avis, marketing director at group risk 
provider Canada Life, says: “Employers need to explicitly ask 
staff what they want in surveys, rather than asking them 
to provide [broad] answers.”

Despite this, 60% of employers either do not know or 
have not taken steps to understand which health issues are 
problematic within their organisation, according to Edenred’s 
20 5 ellbein  b rometer, published in June 2015.

I n c o r p o r a t e  t h e  e s s e n t i a l s
Employers should make sure that what they offer staff 
is an essential boost to winter health and wellbeing. Dr Nick 
Summerton, medical director of Bluecrest Wellness, says 
simple, inexpensive changes to workplaces can be the most 
effective. “Employers could encourage staff to make healthier 
choices by offering free fruit or cost-effective exercise such 
as walking,” he adds.

Stuart Scullion, chairman of the Association of Medical 
Insurers and Intermediaries (AMII), believes employers could 
promote actions such as the importance of washing hands, 
eating fruit and reducing smoking.

Many organisations offer staff employer-paid or discounted 
flu jabs to stop infection from spreading throughout the 
organisation and therefore reduce the number of working 
days lost to sickness. These can be administered either at a 
participating health centre or pharmacy, or by a nurse brought 
into the workplace. The flu vaccine can cost up to £20 for an 
employee to purchase privately, but many healthcare providers 
will offer employers a group discounted price.

Employee assistance programmes also have a role to play in 
winter wellbeing strategies due to issues such as the potential 
for increased stress during the holiday season, as well as how 
much employees may spend at Christmas and on fuel.

In this respect, financial education is also an 

As the evenings grow longer and sunshine becomes a blissful memory, it is clear the winter 
months have arrived. This can make ailments, such as colds and flu, far more prominent in the 
workplace, so what can employers do to boost staff wellbeing and counteract sickness absence 
over winter?

Successful winter wellbeing programmes can have a positive knock-on effect on workforces 
throughout the winter months, but this means making sure that the services available to staff are 
appealing and of use.

Jill Miller, research adviser at the Chartered Institute of Personnel and Development (CIPD), 
says absence data can be used to identify which benefits and schemes may benefit employees. 
“It can be a great way to change staff health problems; if it’s mostly musculoskeletal-related, 
providing risk assessments can help reduce absences,” she explains.

Need to know
  mployers must make sure their winter wellbeing 
provision is part of an overall wellbeing strategy.

  o ensure take up, the initiatives offered by 
organisations should appeal to staff.

  ssentials such as encouraging healthy eating 
and e ercise should be factored in.
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important pillar of workplace 
wellbeing. “Financial 
education becomes even 
more important as fuel bills 
increase and money gets 
tighter,” says Miller. 

Winter wellbeing 
promotions need to be well 
communicated to ensure 
employees know what their 
employer is offering. The 
CIPD’s Miller believes that 
employers could encourage 
workers to take part in 
wellbeing initiatives using 
strong communication tools. 
“It could be done by putting 
up informative posters in 
communal areas, reminders 
on the intranet, or through 
the HR team face-to-face,” 
she explains.

But while winter wellbeing 
initiatives are an integral part 
of any wellbeing offering, it is 
fundamental that wellbeing 
schemes are run throughout 
the year rather than just 
as standalone seasonal 
promotions. Miller explains 
that employers that only offer 
wellbeing initiatives in the 
winter may not see the improvements in employee 
health they are hoping for. “Health and wellbeing should be 
a year-round focus and built into how [an employer] operates 
as a business,” she says.

Catherine Kilfedder, head of wellbeing at BT, adds: “Winter 
wellbeing promotions should look and feel part of a wider 
long-term wellbeing strategy rather than isolated initiatives.”

BT’s wellness approach incorporates a ‘Winter Wellness’ 
scheme, with a strong family angle to encourage staff to make 
lifestyle choices, such as healthy eating. It also promotes the 
use of hand-sanitising gel to reduce the spread of germs.

Viewpoint 

John Neal is director of the Sports 
Business Partnership at Ashridge 
Business School

As the leaves begin to turn, the last 
of the outdoor fitness training sessions 
disappear alongside daylight.

It is much easier to leave an exercise 
programme for staff until the New Year begins, when 
there is a hint of a spring ahead and perhaps for some 
the motivation of a marathon or a ski trip. But the 
lead-up to winter can be a great chance to try 
something new: set some new targets and begin 
a new challenge.

Exercise can take many forms but rarely includes 
a big focus on stretching and mindfulness, which is 
a shame, because such activities are shown to have 
a major effect upon long-term health and resilience. 
Plus they can be done in a nice warm room.

Perhaps employers could consider giving the bike 
and the treadmill a little less attention and start to 
increase the flexibility of their employees’ minds and 
bodies. Classes such as yoga and pilates are a great 
start, or, for the more adventurous Bikram hot yoga 
or power yoga.

For the mind, employers may consider a quirky 
meditation programme such as encouraging employees 
to eat just one Malteser for a week, but take at least 
five minutes to eat it, while focusing on the weight 
in their hand, the texture in their mouth, and the 
flavours as it begins to melt. 
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Birmingham Children’s Hospital offers its 3,600 
employees annual winter flu immunisations. Of those, 
2,610 are frontline staff, who are in constant contact with 
patients. Last year, 90% of them made use of the jab.

The hospital also has a team managing the campaign, as 
well as 120 voluntary flu champions who are responsible 
for encouraging colleagues to have the injection.

The immunisation is offered from the end of September 
through to the end of March each year. 

When it comes to communication, the hospital has 
an annual strapline to illustrate the significance of the flu 

vaccination. This year’s slogan is: “Twit twoo, don’t get the 
flu”, while 2014’s was: “Get injected, stay protected.”

In line with this, large models of owls were placed all 
over Birmingham. These were later sold at an auction and 
the proceeds donated to the hospital.

James Shanahan, associate service director and head 
of emergency planning at Birmingham Children’s Hospital, 
says: “If [an employee] is encouraged to do something by 
other people [they] work with, it becomes part of [their] 
culture, which is why we try to make sure employees 
encourage each other to have the jab.”

Case study | Birmingham Children’s Hospital

One  that’s as  
 as you need it to be

d h
         

Winter is an important 
time of year to target 
employees’ health in light 
of festive indulgences and 
the colder weather. But 
winter promotions do not 
have to solely focus on 
illness prevention. “Perhaps 
a few ‘nicer’ elements such 
as spas could be offered 
alongside things such as 
day surgeries and help 
stopping smoking,” says 
Aon’s Patel.

Although winter 
promotions are key to 
improving employee health 
and motivation, employers 
need to integrate them 
into a year-round 
programme, utilise 
thorough communication, 
and be sure employees 
have an appetite for what 
they are offering

“ HEALTH AND 
WELLBEING 
SHOULD BE A 
YEAR-ROUND 
FOCUS AND BUILT 
INTO THE BUSINESS”

Birmingham Children’s Hospital immunises staff for the winter
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Richard McBride, Global Mobility Director, Baker Hughes
Jane Harris, Head of Global Mobility, Novartis
Karen O’Brien, Global Mobility Lead, AECOM
and many more.
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Attractive flex packages can be delivered while
keeping a careful eye on the expense 

offering to reflect their workforce’s needs. Matt Nelson, 
head of flex management and development at Helm Godfrey, 
believes that technology can allow employers to run flex 
packages cost-effectively and offer benefits employees want. 
“Employees need to see exactly what their benefits are 
costing, which is when technology really comes into its own. 
With an easy-to-use platform and engagement surveys 
employers will not be cutting corners,” he says.

Julie Osman, director, pensions and benefits at Eli Lilly and 
Company, adds: “Leveraging technology that’s now available 
is a great way to make a flex package more cost-effective, but 
the market does change, so it’s important to constantly 
review to keep it fresh.”

Cost is often cited as one of the biggest barriers to implementing a flexible benefits 
scheme, but employers have some options available to them to offer their workforce 
a cost-effective flex package. 

To keep costs low, employers need to assess the flexible benefits they 
provide to make sure that these are attractive and advantageous to staff. 
If employers fail to achieve this, they risk overspending on packages 
in which there is little interest or low take-up. There is also little value 
in providing a benefit that an employee could source more cheaply 
themselves on the open market.

Anouk Agussol, head of people at Holiday Extras, believes that 
this is a step more employers should take to ensure they bridge 
the gap between cost and employee appeal. “We regularly 
review our benefits by directly asking staff what they want 
and carrying out engagement surveys [on an] ad-hoc [basis],” 
she explains.

Agussol also highlights the importance of offering staff 
benefits that appeal to them and suit their lifestyle and 
interests. For instance, the most popular flexible benefits at 
Holiday Extras include those that are most valued by staff and 
their family, such as critical illness cover, private medical 
insurance [PMI] and death in service.

Some benefits can also prove financially advantageous. Offering 
tax-efficient benefits, such as childcare vouchers, pension 
contributions and bikes for work, via salary sacrifice arrangements, for 
example, results in national insurance (NI) savings for employers, as well 
as tax and NI savings for employees. Some organisations reinvest this NI 
saving into their benefits schemes or communications around these.

L o o k  f o r  h i d d e n  c o s t s 
Reviewing the value and cost-effectiveness offered by a flexible benefits provider is also 
key, for example, looking to see if any hidden costs are incurred. Employers should always be 
clear from the outset about the costs that will be involved when implementing a flex scheme, 
whether these are one-off set-up costs or ongoing scheme management payments.

The time of renewal of a flex contract, meanwhile, provides employers with the opportunity 
to review whether the scheme they have in place is still the best fit for the organisation, or look 
at what other options are available in the market. “It’s important to check how the market is 
changing to keep [the] benefits up to speed and make sure [the] provider is right for [the 
organisation], or people will become less engaged with the [organisation] and [the] benefits,” 
says Agussol.

Promoting the latest flexible benefits platforms to staff allows employers to boost employees’ 
engagement with their offering and maximise opportunities for benefits take-up. 

As it stands, 82% of workers believe their benefits should change as their circumstances and 
priorities do, according to Davidson Asset Management’s Employee benefits: 2035 report, 
published in September 2015. Through the use of technology, employers can update their flex 

Need to know
  t can be tricky for employers to find the balance 
between overspending on fle  and not offering 
suitable benefits.

  mployers can utilise technology to enhance their 
fle ible benefits.

  le ible benefits reviews can also help 
organisations to ensure that their benefits 
package remains competitive.
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Viewpoint

Peter Roberts is head of reward and 
operations at the London office of law 
firm King and Wood Mallesons

Flexible benefits have long been 
seen as playing a vital role in employee 
engagement. It is arguably one of the 
keys to unlocking productivity, as well 

as attracting and retaining talent.
The reduction in pension commission is coupled 

with continuing pressure on health insurance costs, 
an increasingly competitive market for talent and 
a growing sense that employers need to do more to 
support employees in understanding their options 
in retirement. Given the ever-increasing costs of 
employee benefits, organisations of all sizes are now 
looking for smart ways to reduce benefits costs.

There are a number of savvy steps to tackle some 
of these issues without forgoing quality, including 
delivering innovative and efficient flexible benefits.

Additionally, each organisation is different and 
assessing employees’ absolute needs is essential. 
This will help identify which benefits the workforce 
really values. Focus groups and surveys can help 
with this too.

Even if an employer uses a technology provider 
to support the administration of its flex scheme, many 
of the value-added aspects can be delivered in-house. 
For example, owning communications, marketing 
materials and basic education will help the provider 
reduce its costs.

Organisations that have employees in different 
locations around the world should review what is 
in place to see where they can identify economies 
of scale.

so it uses the NI savings made from offering tax-efficient 
benefits via salary sacrifice arrangements to fund employee 
reward and communications. 

Osman also believes that communication is important when 
it comes to striking the balance between benefits packages 
that are perceived as lacklustre and those that are seen to be 
of more value to staff. She explains: “We use personalised 
emails and webinars, which are great if employees are working 
in different places. Employers should also leverage engagement 
statistics with click-through rates to stretch their flex spend.”

So, to deliver a cost-effective and engaging flexible benefits 
scheme, employers should strongly communicate their package 
to employees, make full use of technology and keep one eye 
on the ever-changing market

Technology is a cornerstone of cost-effective flex, as long as it is simple and user-friendly. 
Employers should also consider how employees prefer to access their benefits. David Walker, 
chief commercial officer at Personal Group, says: “Employees are more likely to make choices 
around their flexible benefits through mobile devices rather than computers.”

T a r g e t e d  a n d  r e l e v a n t  c o m m u n i c a t i o n s 
To ensure employees make the most of the benefits provided to them, employers must 
engage them regularly through targeted and relevant communications.

However, 63% of employers say that communicating with staff is a key challenge when 
implementing flexible benefits, according to the Aon Benefits and trends survey, published in 
November 2014. This suggests that many employees may be missing out on key messages 
about their flexible benefits.

Getting communications right for a workforce, however, is crucial to improving employees’ 
understanding of the scheme on offer, which can go a long way towards bridging the gap 
between offering engaging flexible benefits cost-effectively without scrimping on what is 

available for staff. Kelly Mitchell, head 
of people services at Home Group, says: 
“If staff aren’t aware of their flex package, 
[return on investment] won’t be particularly 
good. Communication really needs to 
reflect the organisation’s values; that 
is so important.”

Home Group, for example, communicates 
its flexible benefits through its 70 ‘value 
ambassadors’, who volunteer to highlight 
the value of its benefits, alongside corporate 
communications such as emails and 
desk drops.

As a not-for-profit organisation, Home 
Group does not have extensive budgets, 

International rail consultancy Interfleet 
keeps the cost of providing flexible 
benefits low by ensuring that it gives 
staff what they want. 

The organisation, a member of the 
SNC-Lavalin Group, benchmarks its flex 
package and its 480 UK employees’ 
engagement with this, using the Great 
Places to Work questionnaire. In 2014 
responses to the questionnaire revealed 
that just 35% of the workforce felt 
engaged, which is something the 
organisation wanted to improve 
through its benefits programme.

Kieran Grundy, interim human 
resources director, Europe, at SNC-
Lavalin, explains: “The most important 
thing for us is offering the benefits 
that staff really want; not only does 
that keep our costs down, but it also 
motivates [staff]. We also had hands-on 
communications campaigns with posters 
and banners, and lunchtime presentations 
from our provider explaining what the 
portal means for employees.”

Interfleet keeps its flexible benefits 
window constantly open to help improve 
that staff engagement with benefits. “We 

don’t want staff to miss out on benefits 
because a window closed, and keeping 
these open constantly avoids that 
problem,” says Grundy.

Its flex portal, provided by Reward 
Gateway, initially enticed employees with 
straightforward retail discounts, which 
were then integrated with its flexible 
benefits, such as bikes for work, childcare 
vouchers and £20 off the price of joining 
any UK gym.

Interfleet also believes that benefits 
help improve staff motivation, which is 
why it incentivised employees who signed 
up to its flex portal. 
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Case study | Interfleet

“ EMPLOYEES ARE 
MORE LIKELY TO 
MAKE CHOICES 
THROUGH MOBILE 
DEVICES RATHER 
THAN COMPUTERS”

Interfleet keeps flex costs low with increased staff engagement
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Piecing 
it all together

An integrated approach to employee finances 
is becoming increasingly commonplace

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

“More and more employees want to be able to have all of their 
finances in one place so they can see instantly whether they’re 
on track,” he says. “They’re also much more comfortable with 
the technology, which has helped to remove any fears about 
their employer accessing their data.”

I n f o r m e d  d e c i s i o n s 
Jon Bryant, director of Aon Employee Benefits, adds that 
having this single view of all finances delivers a number of 
benefits to employees. “By giving [employees] an overview of 
where [they] are financially, these platforms can help [them] 
make much more informed decisions about [their] finances,” 
he explains. “As an example, our platform, Bigblue, can analyse 
[their] income and spending data from credit cards and current 
accounts to provide [them] with ‘safe-to-spend’ and 
‘safe-to-save’ limits.”

Being able to log on to a workplace savings platform and access everything from a pension 
to credit cards and mortgages may seem slightly unusual. But, while plans for these platforms 
may have been mothballed while employers dealt with pensions auto-enrolment, this integrated 
approach to an employee’s finances is becoming increasingly commonplace.

Although some platforms focus on providing additional savings vehicles such as individual 
savings accounts (Isas) or investment accounts to mop up any excess funds or money that 
cannot go into the pension, the latest generation go a step further. These allow employees 
to import all of their financial products, including their current accounts, mortgage and loans.

While many employees may previously have shuddered at the thought of bringing all of their 
personal finances into the workplace for fear of revealing too much to their employer, this is no 
longer an issue, says Mark Rowlands, head of defined contribution (DC) services at Mercer. 
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workplace 
savings

         Need to know
• Workplace savings platforms allow employees 
to bring together their financial products to give 
them an overview and insight into their wealth.

• While some platforms offer access to a 
range of savings and investment products, 
others allow employees to pull together different 
products, including current accounts, credit cards 
and mortgages.

• Changes to pensions will drive take-up of 
these platforms, with employers looking to help 
employees who might be caught by the new rules. 

@          Read also
How can employers support staff in tackling big 
societal issues?
bit.ly/1NrwSd1
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Viewpoint

Martin Upton is director at the 
True Potential Centre for the Public 
Understanding of Finance at the Open 
University Business School

There are many examples of benevolent 
employers that have attended to their 
employees’ welfare beyond the 

workplace. Joseph Rowntree and the Cadbury family 
are exemplars of such benevolence, providing housing, 
health services and pension schemes for their 
employees. But when it comes to their employees’ 
welfare, should contemporary businesses be 
providing general financial education to their staff?

Research published by Secondsight in October 2014 
found that 67% of the working population receive no 
financial education from their employers. Only 20% of 
employees had a coherent financial plan and a third 
claimed to have only a vague idea about money 
management. Half of employers surveyed said that 
their staff have asked for help with financial education.

Providing help would be good citizenship but could it 
make good business sense too? Money worries are the 
most common cause of keeping people awake at night. 
Certainly, financial competence reduces the risk of 
getting into money problems and is therefore 
conducive to greater productivity by reducing 
stress levels.

However, many organisations do not have the 
resources and skills to provide such training and they 
may be wary about intruding into their employees’ 
financial circumstances.

Platforms 
also enable 
employees to 
have greater 
control over 
their finances. 
For instance, 
rather than 
having a series 
of pensions 
from former 
employers, an 
employee can 
transfer them 
all to one 
platform and see exactly what they have saved and where 
it is invested.

Online tools help bring an employee’s finances to life 
too. Nathan Long, head of corporate pensions research at 
Hargreaves Lansdown, explains: “Left to their own devices 
most employees won’t save enough for the retirement income 
they want so we’ve included tools and education to show them 
what their savings will be worth in retirement. This can really 
encourage them to save more.”

P e n s i o n  c h a n g e s
While these benefits are compelling, changes in the workplace 
are set to drive demand. Rowlands explains future pension 
changes are a major catalyst. “The reduction in the lifetime 
allowance to £1m next April [2016] is going to affect around 
10% of employees, either because they’ve already built 
up a large fund or they’re likely to hit the limit,” he 
says. “Being able to see what [they’ve] already saved, 
and have access to other savings vehicles, will be 
increasingly important.”

High-earning employees will also be hit by changes to 
pensions tax relief that were announced in the Summer 
Budget in July 2015. With this, anyone earning over £150,000 
a year will see the £40,000 
annual allowance reduce by 
£1 for every £2 of income, 
until they only have a 
£10,000 allowance on which 
they will receive tax relief.

And, with the government 
consulting on tax relief on 
pensions, which could affect 
the relative attractiveness of 
different savings vehicles, 
this will make it increasingly 
important to offer employees 
a variety of savings options.

There is also demand from employers. As pensions are now 
the norm 
in the 
workplace, 
employers 
are looking 
for ways to 
spice up 
their 
benefits 
package to 
help them 
attract and 
retain the 
right 
people. 
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“ GIVING EMPLOYEES 
AN OVERVIEW CAN 
HELP THEM MAKE 
MORE INFORMED 
DECISIONS ABOUT 
THEIR FINANCES ”

“ TOOLS AND 
EDUCATION CAN 
SHOW EMPLOYEES 
WHAT THEIR 
SAVINGS WILL 
BE WORTH”

Monster introduces workplace savings platform to boost employee 
understanding of finances

When recruitment firm Monster started preparing for auto-enrolment, its senior 
director for human resources, Claire Lock, got a bit of a shock.

“We’d been offering a generous pension scheme but only 41% of staff had signed up,” 
she explains. “Employees didn’t really understand its value or the implications of not 
saving for the future.”

To change this, the organisation introduced a workplace savings platform, Aon’s 
Bigblue portal, in June 2014. As well as detailing all of its employee benefits, this 
includes a financial management tool that allows an overview of finances. “Employees 

can import everything, including their 
savings, credit cards and mortgages and 
see their net worth. It will also analyse 
spending and savings habits, which 
can be a real eye opener.” 

Ninety-eight per cent of the firm’s 
280 employees are now members of 
its pension scheme and, while auto-
enrolment will have helped drive this, 78% 
also log on to the portal and 72% have 
taken advantage of the organisation’s 
salary sacrifice arrangements. 

Case study | Monster

EB_011115   5 2 /10/2015   20: 1



36
 |N ovember 2015|

employeebenefits.co.uk/financial-education

Minh Tran, senior DC and 
wealth consultant at Towers 
Watson, says: “Employers 
are recognising that they 
have a very diverse range 
of employees, often 
with very different 
financial needs.”

For example, for the 
younger generation of 
employees, aged 20 to 39, 
pensions are not considered 
a top financial need, while 
for older employees 
pensions only come second 
to general bills as a priority.

Recognising the increased demand, there is also more 
competition in the platform market. This is leading to better 
terms and greater product innovation, says Tran. “This is great 
for employers and their employees,” he adds. “We’re seeing 
providers offering preferential rates through these platforms, 
and even allowing employees to retain them if they leave. 
The propositions are much more compelling.”

T e c h n o l o g y  d r i v e s  t a k e - u p
Technology has also helped to drive take-up of workplace 
savings schemes. While systems and data issues used to make 
it difficult to link into different providers’ products, the latest 
platforms use the same technology as the aggregators to give 
users a seamless experience. 

“Platforms are much slicker now with digital interfaces 
to allow employees to log on from home or on the move,” 
according to Rowlands. “We’ve also made our platform 
modular to allow employers to turn on what they want, 
when they want. This helps to ensure employees don’t 
feel overwhelmed.”

And this is just the beginning. Platform providers are already 
talking about the next wave of developments, with greater 
levels of interaction, education and personalised messaging 
and nudges all on the cards to help employees be more 
financially savvy

Martin Currie offers greater savings flexibility with new platform

Offering employees greater flexibility around how they save and broader access to the fund market were the key 
reasons behind investment management firm Martin Currie’s decision to introduce a workplace savings platform in 2013.

Craig Gibson, head of reward, explains: “We offer all our employees membership of our self-invested personal pension 
(Sipp) to help them save for retirement but we know that some might be saving for other goals such as a deposit for a new 
home or a child’s education.” 

To make it as easy as possible to do this, the employer 
introduced Hargreaves Lansdown’s Corporate Vantage 
platform, offering employees access to a range of savings 
and investment products.

Having access to these additional products has proved 
popular, with around a quarter of employees also holding 
a further product on the platform. Gibson expects this will 
increase further in the next couple of years. “The changes 
to pension rules are likely to result in more employees 
looking at different options for their long-term savings,” 
he says. “It’s good to know we’re already offering this 
flexibility through the platform and catering for our 
employees’ current and future needs.”

Case study | Martin Currie

workplace 
savings

“ WE’RE SEEING 
PROVIDERS THAT 
ARE OFFERING 
PREFERENTIAL 
RATES THROUGH 
THESE PLATFORMS”
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25-27 November 2015, Marriott Hotel Brussels
A new event for UK rewards and benefits professionals

You’ll be in great company! These Rewards & Benefits specialists are already confirmed:

Akamai Technologies – Senior Manager, EMEA 
Compensation & Benefits 

Arthur J Gallagher – Benefits Manager
AstraZeneca – Head of Compensation, UK and Ireland 
AstraZeneca UK – Benefits Manager
Bupa – Reward Operation and Program Manager 
Close Brothers – Head of HR Operations and Projects
Coca Cola Hellenic – Reward and Reporting Manager
De La Rue plc – Head of Remuneration and Benefits 
Doosan Babcock – Director, Reward & HR Shared Services
Electricity North West – Head of Pensions & Reward 
Expedia – EMEA Benefits Manager 
Financial Conduct Authority – Reward Manager  
GDF – Global Compensation Manager  
GE – European Benefits Specialist  
Glory Global Solutions – Head of Reward
Google – Global HR and Benefits Policy Manager 
Hastings Insurance Group – Reward Manager
Heart of England NHS Foundation Trust – Employee 

Services Manager  
JLL – Head of Pensions and Benefits 
Liberty Specialty Markets – Compensation & Benefits 

Manager 
Live Nation Entertainment – UK Compensation & Benefits 

Manager
Lockton LLP Companies – Head of HR Operations
LSE – Director of HR
National Grid – Head of UK Reward 
Ogilvy – Head of Talent Management Operations
Proco Global – Head of Learning & Development 
Reed – Head of Reward 
Royal Holloway, University of London – HR Policy and 

Reward Manager 

Royal Mencap Society – Head of Pension and Benefits 
Samsung Electronics – Head of Reward  
SAS Software – Head of Reward  
Sodexo UK – Head of Reward
Southern Water – Head of People Services
TalkTalk – Reward Consultant
Tayto Group Ltd – Head of HR (GB) 
Travelex – Global Payroll & Reward
Tullow Oil – Share Plan Manager
University of Exeter – Assistant Director of HR
University of Lincoln – Reward Manager
Vodafone – Head of Executive Reward
Wells Fargo – EMEA Benefits Manager 
ZenithOptimedia Ltd – Compensation Benefits/Payroll  

Manager
Zuma – HR Manager

Call us for more info – 020 7828 2278
or visit www.Summit-Events.com/RBSummit 

Lead sponsors:

    

    

  The Summit is CPD certified and attendees qualify for CPD credits
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We li e in  global age  where a growing number of businesses are operating on an international 
level and are expected to deliver greater value than ever when it comes to global benefits  
n many cases  there is a growing expectation on global benefits professionals to exceed 
expectations and boost employee engagement  Glenn Elliot  founder and chief executive officer 
of Reward Gateway  says  The key thing ve noticed is a real push for benefits to deliver value 
and move the needle in the employee engagement conversation  Employers are frustrated by 
expensive benefits that don t even create the basics of employee goodwill

rivate medical insurance is a prime example because employees generally expect it as a given 
but do not necessarily appreciate its true value  especially in the nited States  espite the 
enormous cost  and the fact that a large proportion  of human resources  time and budget is 
spent on private medical  insurance  most employees think it is too complex and feel that the 
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cover was better years ago  says Elliot  t has ero impact 
on employee engagement or goodwill  

Employees are instead looking to their employers to 
provide global benefits that help to enrich their work-life 
balance  We are seeing employers desperately trying to 
manage healthcare costs so that they can create budget 
for things people actually notice and value  Elliot says

Financial help to ease employees through their lives 
outside work  for example  a wedding bonus and baby bonus  
are proving popular in many organisations

Growing numbers of organisations are also looking to put 
in place governance teams to work alongside their benefits 
team  ee Thurston  global employee benefits director at T 
Employee Benefits  says  any employers  are looking at 
this strategy but perhaps rolling it out on a regional rather 
than global basis to confirm proof of concept first

Establishing a global governance team can  however  
be somewhat complicated  t involves a clear strategy  set 
of ob ectives and timeline to agree certain landmark 
achievements  explains Thurston  t then needs dedicated  
experienced practitioners to make this happen involving 
various stakeholders for example  the employer  consultants 
and insurers  

any organisations are also appointing a global benefits 
broker to help deploy a better strategy to achieve cost 
savings  ensure compliance and provide management 
information  especially when it comes to managing the 
differences between regional and country schemes  Thurston 
says  ocal schemes ust deal with one set of issues  whereas 
regional and global policies have to take a wider view  
Employers  that look at a global picture have to take 

different legislation  regulation  taxation and cultural 
differences into account

@ Read also
ow to align international benefits with

business ob ectives
bit.ly D md y

eed to know
  mployers are increasingly establishing governance teams 
and appointing global benefits brokers to work with their 
benefits teams.

  rowth in technology, especially smartphones, 
has boosted the communication of global benefits 
programmes, but this can still be a challenge.

  mployees are now looking for more benefits that 
improve their work life balance, such as marriage 
and baby bonuses. 
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Viewpoint 

Dr Jonathan Trevor 
is associate professor of management 
practice at the Saïd Business School, 
University of Oxford 

The challenges of managing reward are 
considerably underestimated by many 
outside of the human resources 

function. It is much easier to get it wrong than get it 
right. When managed poorly, reward can demotivate, 
disengage and disenfranchise people very quickly and 
make headline news when the cause of value-
destroying behaviour. When managed well, it can 
only complement all of the many things required to 
ensure people are behaving and performing in the 
right way to support the organisation’s strategic 
direction. Moreover, the complexity of designing 
and managing reward increases exponentially in 
multi-national operations.

To navigate the challenges of managing reward for 
value, key considerations for global reward leaders 
must first include the business strategy: what is the 
strategic context for reward decisions, especially in 
terms of the behaviours and strategic focus required 
of [their] people?

Second, reward philosophy: how does the firm 
approach the governance of global operations and how 
is it seeking to influence the effort, focus and 
behaviour of its people?

Third, business intelligence and decision-making: 
how does [an employer] ensure [it has] complete 
business information about global and local market 
activity to ensure the best possible fit between reward 
systems and the business models they are supporting?

Next, manage the people that manage people. How 
does [an employer] engage people managers 
throughout the organisation to ensure they are 
effective at managing performance and making 
meaningful the firm’s effort and reward bargain with 
employees under their care?

Finally, sell the opportunity: how does [the 
employer] craft an employment narrative that leaves 
every employee in no doubt about the answer to the 
question: ‘why should I want to work here?’

[organisations] are doing,” he says. ”The key is to make 
sure mandatory requirements are met, as in all realism each 
[employer] will vary its benefits programme to a degree, even 
when working in similar industries, so a key consideration in 
deciding on a benefits package is what kind of calibre 
employee they want to have.”

As this process develops, employers may consider offering 
a standard level of benefits globally. They might also consider 
the most efficient use of the insurance products on offer, such 
as claims prevention and management techniques.

Employee communication is also a major issue when it 
comes to managing a global benefits scheme, says Elliot. “As an 
industry, we still struggle to deliver anything helpful in terms of 
communications, although some [organisations] are starting to 
get some next-generation products out which leverage 
developments in technology.”

A good broker should be acutely aware of changes in 
regulations across the globe, says Adam Harding, business 
development manager international at Jelf Employee Benefits. 
“Businesses often use an external party that is well versed on 
governance in all locations. This can be from full set-up in a 
location to just some effective due diligence to keep on top of 
changing regulation, such as the regulations implemented in 
Dubai recently for mandatory healthcare to minimum benefit 
levels,” he says.

C o m p e n s a t i o n  m a n a g e m e n t
When it comes to managing regional compensation, an 
employer’s primary issue is often how to comply with local 
regulatory requirements. “Once this is achieved, [employers] 
then tend to benchmark their benefits against sector peers to 
see how they compare with the market to make sure their 
programme is competitive,” says Thurston.

But according to Harding, the question 
of global, or regional, management of 
compensation does not have a straight 
answer. All organisations vary in their 
approach to managing regional 
compensation and it depends on whether 
the in-country employees are expatriates 
or local nationals, the size of the populations 
in each location and where the head office 
is based. “Benchmarking is taken from 
a number of sources, including industry 
reports, experience of employees, for 
example, what they have had at other 
organisations, and, as a broker we can give 
our clients an indication of what similar 

Domestic and General engages global workforce with 
recognition scheme

Domestic and General launched an international reward and recognition scheme for
 its 2,500-plus employees in December 2014. The reward programme, provided by Red 
Letter Days for Business, is available to employees in six countries: the UK, Australia, 
France, Germany, Spain and Italy.

Phil Harvey, group HR director for the warranty provider, says these types of 
schemes are a great way of engaging a global workforce. “After just six months, more 
than 40% of all our people had taken part in the scheme, and our flagship Employee 
of the year award generated more than 50 individual nominations,” he explains.

The points-based programme has four levels of award: Everydaymore, which allows 
an employee to instantly reward a colleague who they feel has gone above and beyond 
their role with 10 points; Managingmore, which allows managers to reward exceptional 
contributions with 50 points; Monthlymore, an international monthly award, where 
staff nominate peers who 
have delivered results 
against the organisation’s 
values of care, creative, 
driven, dependable, expert 
and fair, with 1,000 points; 
and Employee of the year.

The level of award 
can be redeemed against 
vouchers for experiences, 
high-street shops, 
cinema visits, hampers 
and holidays.

Case study | Domestic and General
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“ BUSINESSES OFTEN 
USE AN EXTERNAL 
PARTY THAT IS 
WELL VERSED ON 
GOVERNANCE IN 
ALL LOCATIONS”
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Take care of employees’ 
health when expanding abroad

D a v i d  H e a l y  |  G e n e r a l  m a n a g e r
A e t n a  I n t e r n a t i o n a l

Organisations with an overseas workforce face unique
healthcare challenges, but the insurance industry can help
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insight

It’s fair to say that the world is truly now a global 
marketplace. Bri  sh organisa  ons are not only well 
placed to take advantage of a ‘borderless’ Europe 
but doors are open around the world for those 
able to step through them. Organisa  ons taking 
advantage of commercial opportuni  es abroad 
face a number of challenges, including the need 
to align themselves to the needs of their overseas 
employees to maintain a stable, healthy and 
produc  ve workforce.

T h e  r o l e  o f  i n t e r n a t i o n a l
h e a l t h  i n s u r a n c e
The international health insurance industry has long 
recognised the important role it must play when 
working alongside employers and their international 
employees around the world. The industry provides 

support in a variety of ways, both to the employer 
and international staff members.

Employers need to balance budgets against 
the standard cover they buy for their overseas 
workforce and insurers provide support in 
meaningful ways. Medical history disregarded 
(MHD), for example, helps employers to ensure 

S u p p l i e d  b y

any gaps in their employees’ 
cover is minimised. MHD 
typically applies to organisa  ons 
with 10 or more staff  on their 
plan and eff ec  vely means the 
insurer will not load premiums 
or exclude cover for employees 
where previous medical 
condi  ons exist. 

C o m f o r t  f o r  t h o s e 
w i t h  a n  e x i s t i n g 
c o n d i t i o n 
This can be par  cularly 
important for staff  members 
abroad. If the employee has an 
exis  ng condi  on they, and their 
employer, will have the comfort 
of knowing that full treatment will be provided 
under the terms of the plan should it be necessary.

Insurers will also present optional benefits 
such as dental, maternity, optical and wellness, 
enabling the employer to assess the full range
of cover available to its employees before making 
a purchase.

E a s i n g  a d m i n i s t r a t i o n
t h r o u g h  t e c h n o l o g y
Technology is helping both the employer track its 
employees’ healthcare requirements abroad and 
interna  onal staff  manage their health needs on 
the ground. A number of insurers have developed 
tools that allow human resourcer teams to submit 
and track claims on behalf of interna  onal staff  
members, saving  me and hassle for everyone 
in the process. The members themselves will, 
depending on their insurer, be able to access a wide 
range of self-help informa  on via insurer websites 
and through mobile apps to locate nearby medical 
facili  es and download forms.

For some health insurers, employee wellness is 
now as integral to an interna  onal private medical 
plan as the insurance itself. Health insurance 
provides access to fi rst-rate medical care when 
needed. Minimising the need for treatment in the 
fi rst place, being on-hand during medical care and 
helping members recover quickly, provides a more 
rounded service with addi  onal benefi ts for the 
employee and employer.

T h e  d i f f e r e n c e  b e t w e e n  s u c c e s s 
a n d  f a i l u r e
Relocating the right calibre of staff can often 
mean the difference between success and failure 
for organisations expanding abroad and health 
insurance is usually integral to compensation 
packages for expatriate employees. Employers 
are now looking for services above and beyond 
the core insurance benefit and the industry 
has developed a number of ways to support 
organisations demanding a more holistic approach 
to their employees’ welfare ■

“ RELOCATING THE 
RIGHT CALIBRE OF 
STAFF CAN MEAN 
THE DIFFERENCE 
BETWEEN 
SUCCESS AND 
FAILURE”
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childcare

Helping the 
medicine go down

Emergency childcare services 
can be a vital means of support 

for working parents 

M a r i a n n e  C a l n a n  |  R e p o r t e r
E m p l o y e e  B e n e f i t s

In order to deliver an emergency childcare strategy 
cost-effectively, employers need to be sure their employees 
understand the differences between their overall childcare 
provision and emergency options. 

Emergency childcare services can help to support working 
parents if their regular source of childcare is unavailable, if 
they have to work unexpectedly or their child becomes ill 
and cannot attend school. Emergency childcare can include 
services ranging from flexible working and parental leave days, 
through to nannies, childminders and day nurseries that are 
set up to help employees specifically in these situations. 
They can often be sourced through an employer’s childcare 
voucher provider.

Ben Black, managing director at My Family Care, believes 
that there are a few key components of an effective 
emergency childcare solution that employers need to bear 
in mind. “It needs to be cost-effective, trusted and accessible 
for working parents.”

Although emergency childcare may be viewed as an 
additional cost for employers, it is worth the spend for the 
engagement it generates, says James Malia, managing director 
of voluntary benefits provider P&MM Employee Benefits. 
“Emergency childcare is notoriously expensive and very 
resource-heavy, but employers offer it to show staff they 
are aware of the importance of family life,” he explains.

Employers that are based in close proximity to other 
organisations, for example, on a business park, could team 
up to take advantage of their bulk-buying power and invest 
in a nursery for employees whether on-site or close by.

H i g h l i g h t  t h e  c o s t  s a v i n g s
To get the most from a workplace childcare scheme, employers 
should highlight to employees the value of benefits that they 
will receive from their employer, and how these compare if 
a member of staff were to source them outside of a workplace 
scheme. The average total cost of childcare has been 
estimated at £87,000 from a child’s birth to when they 
turn 11, according to the Halifax cost of children research, 
published in October 2015. 

Looking after working parents can go some way to creating 
a worry-free workplace, says Malia. “Part of the reason parents 
go to work is to provide for their children, and if they are not 

Need to know
•  Employers must carefully communicate emergency 

childcare benefits to staff.

•  Making employees aware of their emergency 
childcare options is pivotal to cutting costs.

•  Emergency childcare provision can support 
employees with childcare commitments and help 
organisations to retain talent in the workplace.

42
 |N ovember 2015|

employeebenefits.co.uk/benefits-for-carers

@ Read also
The evolution of family-friendly benefits
bit.ly/1FonzKk

R
e

x

well looked after while the parent is working, it can be very stressful and disruptive, so it’s 
paramount that employers ensure working parents can function in the workplace without 
worrying about childcare.”

How a childcare strategy is communicated can make or break it in terms of how cost-effective 
it is for employers and employees. Laura Czapiewski, product manager at wellbeing, motivation 
and childcare products provider Edenred, says: “HR teams need to think like marketing teams 
to communicate effectively to segmented staff, whether that be through the age of their 
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Viewpoint

Karen Thomson is director of group 
payroll services at Armstrong Watson

With all the legislation surrounding 
what working parents are entitled 
to when it comes to childcare 
arrangements, it can so often be 
confusing to say the least. However, 

an employer, regardless of what legislation dictates it 
must do, should instead consider the benefits of being 
flexible, and perhaps offering tax-saving schemes such 
as a salary sacrifice arrangement for childcare vouchers 
to help to cut costs too. 

I can utterly understand some of the frustration, 
particularly for smaller employers, because there are 
so many childcare, and emergency childcare, options 
available now. 

One option is working from home, and while I am 
not suggesting that employers should, or can always 
accept, that a person can work with children running 
around, often parents will use some form of daycare 
facility and work around their commitments, such as 
school hours and housework.  

But emergencies will arise when it comes to children 
and no parent is likely to be able to ignore the school 
saying they must collect them, or the pleas of a sick 
child, so should employers? 

Employers can offer employer-supported childcare 
facilities, for example, an on-site crèche, or perhaps 
get together with a group of employers to provide 
a nursery within a complex. This means when there 
is an emergency, working parents are on-site and the 
best bit is it is not taxable, even if offered for free.

childcare
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“ EMPLOYERS NEED 
TO FIGURE OUT 
HOW MUCH IT 
WOULD COST TO 
LOSE A MEMBER 
OF STAFF OVER 
CHILDCARE”

Deloitte creates 
quality culture for 
working parents

Deloitte aims to create an 
inclusive culture to support 
its working parents, 
particularly when it comes 
to emergencies. 

It intends to keep its 
childcare costs low for its 
mobile and versatile 
workforce and the 
organisation. Caroline 
Hunt, director of HR and 
head of client service HR 
at Deloitte, says: “Of our 
15,000 staff, many work 
from home or overseas, so 
we need to consider their 
needs and match what we 
offer to those.” 

Deloitte has an 
emergency childcare 
scheme provided by My 
Family Care, which offers 
both short- and long-term 
benefits such as after-
school clubs or nannies. 
Hunt says: “It allows us to 
ask employees to come 
into the office last minute 
without having to worry 
about childcare, because 
it’s all funded by us. 

“Staff need access to 
emergency childcare in 
case other arrangements 
fall through or they need 
to do some client work, 
which is good for the 
business and our workers.” 

Deloitte also offers its 
working parents shared 
parental leave and agile 
working, which can 
help them cope in 
an emergency. 

Case study | Deloi  e

children, their gender, or location. This will make sure the right 
information reaches the right workers. It’s just not enough to 
put up some posters and hand out a few leaflets, employers 
have to facilitate two-way, bespoke communication between 
them and their staff.”

The way employers highlight their emergency childcare 
strategy is key to its success, says Jo Dalby, finance director 
at childcare vouchers provider Busy Bees Benefits.

It is also vital that emergency childcare arrangements are 
monitored by employers to ensure the provisions they put 
in place for staff remain suitable and the best fit for their 

workforce’s 
needs.

A firm’s 
intranet site, 
newsletters, 
internal email 
messages, 
roadshows 
and webinars 
can all be 
effective ways 
to communicate 
to employees 
and ensure that 
they make the 

best use of the emergency childcare 
opportunities available to them. 

While the investment in emergency 
childcare may seem like a significant cost, 
calculating the costs of not offering 
emergency childcare can be an eye-
opening exercise for employers, says Steve 
Herbert, head of benefits strategy at Jelf 
Employee Benefits. “Employers need to 
work backwards and figure out how much 
it would cost to lose a member of staff 
if they left the organisation because of 
childcare commitments, and counteract 
it with good childcare.”

Alternatively, employers could include 
emergency childcare within a flexible or 
voluntary benefits scheme.

When conducted effectively, emergency 
childcare can give 
employers a head  
start in the race 
to becoming 
a destination
employer by 
motivating working 
parents

“ IT’S NOT ENOUGH 
TO PUT UP POSTERS, 
EMPLOYERS HAVE 
TO FACILITATE 
TWO-WAY, BESPOKE 
COMMUNICATIONS”

i S t o c k
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Health Insurance, COVER and Corporate Adviser Awards 
Best Healthcare Cash Plan Provider

BEST CASH PLAN 
PROVIDER

...is for Tailored Health Cash Plans 

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.

Quick turnaround of quotes with  
our bespoke actuarial software

Competitive prices to suit your budget
Membership plan branded for you
HR support with occupational health  
and active care

Find us on @HealthShieldUK

Health Shield Friendly Society Limited is authorised by the Prudential Regulation 
Authority and regulated by the Financial Conduct Authority and the Prudential 
Regulation Authority. *Subject to annual review. Up to chosen limits.
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The colour 
of money

The advantages of tax-free loans 
to employees need to be carefully considered  

L e s l e y  F i d l e r  |  A s s o c i a t e  d i r e c t o r
R S M

Need to know
•  If an employee loan does not go over £10,000 

during the tax year, the employer has nothing 
to report in an annual tax return.

•  A salary advance or loan to help an employee 
who is facing hardship counts as an employment-
related loan.

•  Writing off a loan should be treated as payment 
of taxable earnings.

tax-efficient 
benefits
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@ Read also
The legal minefields of tax-efficient benefits
bit.ly/1XPyao5
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Those of a certain age will remember when the interest rates offered by even the most 
reputable lenders were in double digits. Now, even though interest rates have settled down 
to more manageable levels, the benefit of an interest-free loan remains a consideration when 
looking at the taxation of employees’ reward packages.

The tax and national insurance contributions (NICs) starting point is that the benefit of 
a ‘cheap’ or interest-free loan results in a benefit-in-kind for the employee concerned. The benefit 
is the difference between the interest the employee pays and the ‘official rate’, which is 3% from 
6 April 2015. Because the official rate changes (it was 3.25% before that), employers should 
check HM Revenue and Customs’ (HMRC) pages of the Gov.uk website when completing their 
annual returns of expenses and benefits on forms P11D. There is a P11D Working Sheet 
Four that can be downloaded.

If the loan does not go over £10,000 during the tax year, 
however, the employer has nothing to report.

There are special rules to deal with quirks that can arise 
when employees of banks and building societies are offered 
staff loans. There are also special rules for loans to buy shares 
and other specific, tax-favoured circumstances when 
employers probably need advice.

On some occasions, employers may not even realise that the 
tax system treats their actions as a loan. An advance of salary 
for a new starter, or for an employee facing unexpected 
hardship, counts as an employment-related loan. This will not 
bring any reporting issues for the employer when the loan is 
less than £10,000, assuming the employee repays the advance 
out of net pay in due course. 

Similarly, although there are no special tax rules about 
season tickets, the reason interest-free season ticket loans 
do not usually have to be reported is because the loan will 
generally be under £10,000. The limit was previously £5,000 
but was increased in April 2014.

L o a n s  t o  d i r e c t o r s 
A common but tricky area for businesses is loans that are made 
to directors and owner-managers. Directors’ loan accounts are 
common in family-owned organisations but can also occur 
elsewhere. In some cases, the accounts remain in credit all 
year, often because a dividend or taxed and NIC-deducted 
bonus has not been drawn. The director or their family draw 
on that balance and the company keeps a record of how much 
has been used. Difficulties arise if the drawings on the loan 
account are not identified correctly or recorded promptly 
and the account becomes overdrawn. 

In some cases, HMRC may argue that the overdrawn 
amounts were earnings, not a loan, and should have gone 
through payroll. Consequently there have been errors in the 
operation of pay as you earn (PAYE) and deduction of NICs.

Employers’ policies need to ensure that associated 
employment law issues are covered so that, for example, loan 
repayments via payroll do not constitute unlawful deductions 
from earnings. It is prudent to make sure employees who may 
leave unexpectedly do not have loans greater than their final 
period’s pay.

Employers should also be aware that writing off a loan 
should be treated as a payment of taxable earnings. Even if the 
employee is entitled to a tax-free redundancy payment, 
a tax charge still arises on any write-off 
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Strategy 
is talk of the town

TalkTalk wants to provide its workers with
benefits that are perceived to be worthwhile

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

and communicating to staff about its reward and benefits 
provision. This was nowhere more evident than in the huge 
terms and conditions harmonisation programme it went 
through in 2011-12.

Kirk explains that for the 18-month-long project to be 
a success, it was vital to include employees in the process. 
“We went through a three-month voluntary sign-up process 
for each of our employees; we were really open at the outset 
around why we were doing it, why we wanted people to come 
on this journey with us, why we thought it was important 
for everyone to be on the same terms and conditions, and 
benefits, and how we were implementing this new structure.”

N e w  b a n d i n g  s t r u c t u r e 
Prior to harmonisation, TalkTalk had 2,500 UK employees with 
around 1,600 different terms and conditions because it had 
grown through acquisition. The project created a new benefits 
package and a new banding structure to give employees a line 
of sight of where they sat within the organisation. “Historically, 
if an employee was asked who they work for, they would have 

TalkTalk Group is keen to give its employees better value through its ways of working and its 
suite of benefits. A key element of the telecommunications provider’s benefits strategy is that 
employees receive benefits that are perceived to be worthwhile and of value. Sam Kirk, reward 
director, explains that this echoes its corporate strategy. TalkTalk has five organisational values, 
branded its ‘Brighter Basics’, which include value, innovate, people, community and customer. 
“For me, it’s asking our employees what they want and making sure we’re delivering the best 
thing for them,” she says. “It’s about taking a more holistic view, not just, ‘here, have some cash’. 
We have our [flexible benefits scheme], My Benefits, and a huge suite of voluntary benefits 
that employees can purchase themselves.”

TalkTalk uses its own products to create engagement among employees with both the benefits 
and the business. “We obviously want to retain our people, and we want to give them good 
value so we want to deliver benefits for them that are cheaper for us to procure than [staff] 
would be able to procure on the open market,” says Kirk. “We want people to be using our 
products so we give all of our employees free television, free broadband, and 50% off TalkTalk 
Mobile and fibre [optic broadband]. We really think that our employees being advocates for 
our products is the best way to sell our products.”

It is this benefits design that formed part of the strategy that won TalkTalk the Employee 
Benefits Awards 2015 title of Most engaging benefits package, in recognition of the way in 
which it has used benefits to engage employees within the organisation.

As a telecoms company, TalkTalk does not shy away from encouraging employee feedback 

At a glance | TalkTalk

Telecoms organisation TalkTalk began as part of the 
Carphone Warehouse Group and grew through a series of 
acquisitions, starting with Opal Telecoms, a fixed-line, voice 
telecommunications network provider, in 2002. Among other 
acquisitions, TalkTalk bought AOL’s UK broadband business 
in 2007 and Tiscali in 2009. It demerged from Carphone 
Warehouse in 2010, and launched TalkTalk Mobile in 2012. 
Its current focus is on streamlining its systems and processes 
in order to improve customer service.

employer
profile
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@ Read also
Peel Ports Group puts staff at heart
of reward strategy
bit.ly/1R0Q7Lk
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Sam Kirk • reward director • TalkTalk

Sam Kirk joined Carphone Warehouse 
in 2005 as a human resources 
generalist, and when the business 
acquired AOL in 2007, she moved there 
to set up the HR team. Following this, 
Kirk worked on a job evaluation project 

in Carphone Warehouse before it split internally into 
the retail and telecoms businesses. Kirk then took on 
the role of reward manager, subsequently progressing 
to reward director. Kirk says: “In TalkTalk, HR is really 
seen as a value-add function; we tend to be brought 
to the table at the outset to really drive the strategy. 
We’re seen as people that help to drive the business 
forward, which is a great place to be because you 
can see the differences you make.”

•  To give employees good-value benefits that offer 
a wide choice.

•  To deliver benefits that are cheaper for the business 
to procure than it would be for staff to procure on 
the open market.

•  To continue to use benefits as part of the talent 
attraction and retention strategy.

Career | historyBusiness | Objectives Benefits

P e n s i o n
�  Group personal pension 

(GPP) for all employees.
�  Staff contribute a 

minimum of 2.5% to 
receive a 5% employer 
contribution.

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

(PMI). The executive 
committee and senior 
management bands 
receive free family cover; 
all other employees have 
single-person cover with 
the option to add family 
members or change cover 
limits through its flexible 
benefits scheme.

�  Voluntary dental scheme 
for all employees.

�  Eyecare voucher scheme.
�  Employee assistance 

programme.

G r o u p  r i s k
�  Income protection (also 

known as permanent 
health insurance) with 
a five-year limited term 
for all employees. 

�  Critical illness insurance 
as a voluntary benefit.

E m p l o y e e  s h a r e 
s c h e m e s
� Sharesave scheme.
� Share incentive plan.

C o m p a n y  c a r  o r  c a s h 
f o r  c a r  o p t i o n
�  Company cars and car 

allowances for senior 
positions or as the 
role requires. 

W o r k - l i f e  b a l a n c e /
f a m i l y - f r i e n d l y
� Flexible working.
�  Additional maternity and    

paternity leave.
�  Sabbatical policy.

H o l i d a y
�  25 days minimum, rising 

to 30 days with 10 years’ 
service. Employees can 
buy up to five days’ holiday 
each year through flex.

E m p l o y e e  d i s c o u n t 
s c h e m e

“ WE’RE LOOKING 
AT HOW WE CAN 
BETTER TARGET 
BENEFITS SO 
THAT WE CAN 
GET THE BEST 
TAKE UP”

employer
profile

47
 |N ovember 2015|

employeebenefits.co.uk/case-studies

said Carphone, Opal or Tiscali, or one of the acquisitions,”
 says Kirk. ”Whereas now they’ll say they work for TalkTalk.”

The key to achieving harmonisation for all employees was 
to be open and honest with staff and to involve them in the 

process. “When 
we were 
designing 
our benefits 
package, we 
engaged with 
our employee 
forums and did 
focus groups 
with our 
[employee] 
representatives,” 
Kirk says.

As part of the 
project, TalkTalk 
revamped many 

of its policies, and created its new Ways of Working, ‘Wow 
factors’. These introduced an improved sabbaticals programme, 
whereby staff are able to have their bonus or part of their 
salary paid over the course of the sabbatical, as well as 
volunteering policies, and giving staff more flexibility by 
introducing home working options, secondments and core 
working hours of 10am to 4pm.

O n l i n e  c o m m u n i c a t i o n
TalkTalk, perhaps obviously considering the focus of 
the business, has a very online culture in terms of staff 
communication. It uses its intranet site and every employee 
has their own blog page. The reward team frequently blogs 
about benefits, particularly around renewal times, for example.

It also holds roadshows every year when it is going through 
its benefits election period so that employees can talk to 
providers. But a key area of focus for the coming months is 
to look at how to target specific benefits to specific groups of 
people. Kirk says: “We’re looking at how we can better target 
[benefits] so that we can get the best take-up, and also so that 
we’re delivering the right messages to people.”

Working with its benefits consultancy Capita Employee 
Benefits, the reward team is looking at the generational splits 
in the organisation, for example, whether the majority of 
employees are married or single, and what the typical benefits 
choices are that those demographics of people select. “When 
we do our benefits relaunch in March or April next year, 
we’ll target specific benefits at specific groups so that when 
we’re communicating benefits throughout the year, we’re 
not targeting at-retirement benefits to people who are 25,” 
says Kirk.

With the new pension freedoms, which came into effect in 
April 2015, TalkTalk provides employees with information about 
the choices available to them. “I think there’s a big piece around 
the new at-retirement options for people, and how do we make 
sure that people that fall into that 55-plus bracket really and 
truly understand what’s available to them, but also what are 
the pitfalls of drawing down on their pension early” says Kirk.

The organisation will also run seminars in conjunction 
with both Capita and its pension provider to help increase 
awareness among employees.

H e a l t h  a n d  w e l l b e i n g  f o c u s
TalkTalk also has a pensions governance committee, as well as 
operating a benefits governance committee that continually 
reviews the benefits and strategy for the year.

The next 
project for Kirk 
and the reward 
team is a focus 
on employee 
wellbeing. 
TalkTalk is 
proactive in its 
approach in that 
it does not have 
an issue with 
wellbeing, but 
rather is looking 
to repackage its 
existing benefits 
in order to 
promote services to staff. Kirk explains: “We have lots that 
we offer to our people, but we don’t necessarily badge it as 
wellbeing. We have a really good private medical insurance 
[PMI] scheme, a really good employee assistance programme 
[EAP] and occupational health. For my team, it’s about trying 
to be a bit clever with the data that we’ve got [from those 
schemes] without spending lots of cash on a wellbeing 
programme that people don’t want; it’s about using what we’ve 
got but promoting it.”

Although the organisation has been through a period of 
harmonisation, TalkTalk recognises that providing an employee 
benefits strategy requires perpetual attention, and is looking at 
how communications can help get that message across

“ WE’RE LOOKING 
AT HOW WE CAN 
BETTER TARGET 
BENEFITS SO 
THAT WE CAN 
GET THE BEST 
TAKE UP”

“ WHEN WE DO 
OUR BENEFITS 
RELAUNCH, WE’LL 
TARGET SPECIFIC 
BENEFITS AT 
SPECIFIC GROUPS”
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Turning car salary 
sacrifice on its head

G u y  R o b e r t s  |  D i r e c t o r  o f  N o v a l e a s e
a t  S G  F l e e t

There are two ways 
to structure schemes
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When we speak to employers about car salary 
sacrifice schemes, the two main questions they 
typically ask are what if an employee leaves, and 
will there be a lot of administration? The answers 
depend on the scheme structure.

There are two well-established ways to structure 
car salary sacrifice arrangements: novated leasing 
and corporate leasing.

Novated leasing originated in Australia, where car 
salary sacrifice has been around for 25 years, and 
has been used in the UK for more than three years. 
Novated leasing has been designed specifically 
for car salary sacrifice and as a voluntary benefit,  
whereas the corporate leasing structure is based on 
a fleet product, which can create a number of issues.

W h a t  i f  a n  e m p l o y e e  l e a v e s ?
Under a corporate leasing structure, if an employee 
leaves, they leave the car with the employer, 
creating potential issues with redeployment of the 
car or a potential early termination cost. This can be 
mitigated by the provider or the employer (or often 
both) setting up contingency funding. However, 
there may be gaps, such as no cover for the first 
six months of an employee’s lease.

With novated leasing, the employee takes their 
car with them if they leave, removing the need for 
contingency cover and the cost of including that 
cover in their monthly salary sacrifice. The employee 
has the option to take their salary sacrifice 
arrangement to their new employer or they can 
continue the lease directly with the provider.

A d m i n i s t r a t i o n 
The other main question is: what administration is 
involved? The answer also depends on the scheme 
structure. With corporate leasing, the employer is 
ultimately responsible for the cars. Problems such 
as speeding tickets, parking fines and damage to 
the car can come back to the employer. Most 

s u p p l i e d  b y

providers will initially 
request payment from 
the employee, but if it is 
not paid, the provider 
will invoice the employer.

The employer will then 
have employee relations 
to deal with and will 
need to find a way to 
recover the costs from 
the employee.

With novated leasing, 
all employers need to do 
is manage the monthly 
payroll deduction. Any 
other costs are the 
responsibility of the 
employee. As a result, 
there will be no 
involvement required from the employer.

So if employers are looking at a scheme, or are 
already running one, they should consider which 
structure best suits their organisation ■

Corporate leasing Novated leasing

Employee has to leave the car with employer Portable: The employee takes their car with them

Redeploy the car?
– Difficult as now not a new car and may be pink

Employee can take their arrangement to any new 
employer

Terminate the contract and employer is ultimately 
liable for any penalties

Or continue lease directly with provider

Employer can use contingency cover
– No cover in first six months of lease
– Additional cost for all employees

No need to restructure the lease

What if an employee leaves?
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N i c  P a t o n  | 
F r e e l a n c e  j o u r n a l i s t

Car salary 
sacrifice

Car salary sacrifice could see 
significant growth over the next decade

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

Statistics

of respondents currently 
offer tax-efficient cars via 
a salary sacrifice arrangement

18%

of the 82% that do not, plan 
to but have yet to decide 
when they will introduce 
a scheme (Employee Benefits/

Alphabet Fleet research, July 2015)

30%

Despite worries over the future of salary sacrifice 
arrangements after the government announced it intended to 
monitor such arrangements in its July 2015 Budget, car salary 
sacrifice schemes remain a popular choice with businesses 
and their employees.

Analysis by consultancy firm OC&C in 2014 predicted car 
salary sacrifice could account for 10% of new car sales in the 
UK by 2025. Given that the Society of Motor Manufacturers 
and Traders calculated in January 2015 that new car 
registrations last year hit a 10-year high, with nearly 2.5 million 
new cars registered, this means car salary sacrifice could see 
significant growth over the next decade.

As well as the potential tax savings, the fact the employer 
retains ownership of the car means it is treated for tax 
purposes as a company car and deemed a benefit in kind (BIK).

As BIK is primarily calculated based on a car’s carbon-dioxide 
(CO2) emissions, salary sacrifice is most tax-efficient for more 
environmentally-friendly, lower CO2-emitting cars. This can be 
an attractive sell for an organisation that is keen to promote 
its environmental credentials.

The car is regularly maintained and serviced under the 
contract, so providing a vehicle in this way contributes to 
fulfilling the employer’s duty of care for staff who have to drive 
for work, as well as offering a degree of protection under the 
Corporate Manslaughter and Corporate Homicide Act 2007.

But what are the 
downsides? The main issue 
is early termination: what 
happens if someone leaves 
the organisation or goes on 
long-term sick leave?

The most common ways to 
mitigate against this risk are 
by adding early termination 
insurance to the premium 
or setting up a contingency 
fund that can be built up 
through an addition to the 
premium paid.

Another option is novated 
leasing, although at present 
this is only offered in the UK 
by provider SG Fleet through 
its NovaLease brand. Under 
this model, the contract is 
between the employee and 
the provider, not the 
employer. If the employee 
leaves, they take the car, and 
the contract, with them.

What are car salary 
sacrifice schemes?
A car salary sacrifice 
scheme is where an 
employee gives up 
a portion of their gross 
salary in exchange for 
a car for a contracted 
period of time. This 
‘sacrificed’ salary is not 
subject to income tax or 
national insurance (NI), 
resulting in less tax and 
NI being paid overall 
by the employee. The 
employer also pays 
lower NI contributions 
as a result of taking 
part in the scheme. 

Where can employers 
get more information?
The Association of 
Car Fleet Operators 
(ACFO) at www.acfo.org 
or read more at www.
employeebenefits.co.uk/
company-cars.

Who are the main 
providers?
ALD Automotive, 
Alphabet, Fleet 
Evolution, Fleet Hire 
(including Car Salary 
Exchange), Hitachi 
Capital Vehicle Solutions, 
Inchcape Fleet Solutions, 
Lex Autolease, LeasePlan, 
Ogilvie Fleet, Pendragon 
Vehicle Management, 
SG Fleet (including 
NovaLease), TCH 
Leasing, Tusker, Venson 
Automotive Solutions, 
Zenith (including 
Leasedrive).

The facts

The employee needs 
to be aware that they are 
making a substantial 
financial commitment, while 
employers must ensure they 
do not sacrifice so much 
salary that they fall beneath 
the national minimum wage.

To this end, employers 
may also need to review any 
salary sacrifice arrangements 
for employees aged 25 or 
over when the national living 
wage comes into force from 
April 2016.

Finally, employers need to 
consider the possibility that 
running the scheme may 
result in extra administration. 
For example, scheme details 
and administration may need 
to be updated whenever tax 
changes occur. However, 
providers can help with these 
administrative details
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confessions 
of a benefits 

manager  

It has been a few years since we looked at our 
benefits system, so it’s time for a review. I have 
wanted to change it since we first signed up 
because I never wanted the wretched thing in the 
first place. Big Bad Boss overruled my judgement 
and went with the one with the biggest client 
entertainment budget. Now there are a lot of 
new systems on the market and I might have 
the chance to get one that actually works.

Big Bad Boss, having long forgotten the nice 
lunches and the golf day, is now open to looking 
around at other suppliers. Together we draw up 
a shopping list. Big Bad Boss wants a nice interface 
for our users. Our employees are not the brightest 
sparks and the Higher Beings are positively 
doddering when it comes to anything online.

Naturally, cost is crucial because we can’t really 
afford to spend any more. In fact, we need to 
demonstrate some sort of administrative savings 
to justify any additional cost. 

R o b u s t  m a r k e t  d a t a
My concern is to get a proper database with robust 
market data so I can do a regular market review 
without spending hours on it. The system we have 
purports to do that, but in practice it simply loads 
all its reports as documents. The data is online all 
right, but it is no more useful for analysis than a 
printed report on my desk. I also want something 
that isn’t going to take a lifetime to implement in 
data conversion as I have much better things to do. 
Like shopping.

We will talk to our current supplier because I see 
it has a new, cloud-based version on the market, 
and we will ask Smarmy Consulting, which advises 
on our pensions, to show us what it has. We also 
select a couple of smaller, independent suppliers 
that seem to have a new slant on the technology.

Big Bad Boss wants me to put together a request 
for proposal (RFP) and I confess this fills me 
with dread. The truth is, I’m not really sure what 
questions to ask, and I don’t want to look like an 
idiot. I am quite confident about most of the things 
I do but I have a kind of irrational fear of RFPs. 
I think it is because I once heard the people 
from Smarmy Consulting sneering about the 
ridiculousness of the questions they are asked. 

Why do I worry so much about what they might 
think? I ring around some friends in the industry 
and someone is good enough to send me a 
template. If the RFP is good enough for her 
company, a household name, it is probably 
good enough for mine. Phew.

P o r t a l s  a n d  p l e a s u r e s  
After getting the RFP responses I schedule a beauty 
parade for the suppliers to demonstrate their portal. 
Now all benefit systems are called portals, which 
makes it sound quite sci-fi. I am looking forward to 
being beamed up to another planet as part of the 
demo. I book the conference room on the third 
floor so I can enjoy the special coffee machine the 
Higher Beings keep tucked away for themselves. 
It is important to build small pleasures into an 
otherwise dull day.

Beauty parade day arrives and the presenters 
from Smarmy Consulting, file in. One of the guys is 
extremely good-looking so he gets my special vote. 
I make a note to ask who would be working with us 
on implementation. Sadly, his, erm, tool is singularly 
unimpressive. The ‘portal’ hangs in the middle of 

the demo and I can see it has the same approach 
to market data as our current database.

The second presenter is from one of the smaller 
firms. I like their cool nonchalance but I know it 
won’t go down well with Big Bad Boss, who is 
decidedly old-school. 

In fact, the newbies’ technology is very slick. 
I love the interface, intuitive for even the dumbest 
of employees, but I am not convinced its hierarchy 
would cope with the complexity of our benefits. 

Finally, we see our current supplier, Mercenary 
Brokers. Its new portal is cloud-based and has a 
fancy new user interface. However, I can see it is 
the same toy in a different wrapper. It doesn’t really 
offer us anything more other than the fact that the 
screens look quite pretty.

Unfortunately, I can see Big Bad Boss is taken in. 
He doesn’t care how much time I have to spend on 
tasks as long as I get them done. But he does care 
what the Higher Beings think and, for sure, they will 
also be seduced by the fancy new interface.

The result, of course, is inevitable. Mercenary 
whisks Big Bad Boss out for a champagne cocktail 
after work and its pitch is won. The only good thing 
to come out of the whole process is that I don’t 
have to recapture any data, it will simply be 
migrated from the old system. Hurrah 
Next time…Candid segments the workforce. 

Beauty parade 
is a waste of time 

Candid is tasked with finding a new benefits system only 
for her boss to get seduced by the fancy wrapping

“ MERCENARY 
WHISKS BIG BAD 
BOSS OUT FOR 
A CHAMPAGNE 
COCKTAIL AFTER 
WORK AND THE 
PITCH IS WON”

@ Read also
Read more confessions
bit.ly/1N7kktu
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Enjoy a fresh perspective with our free
Employee Engagement Appraisal
Xexec is a leading supplier of Discounts, 
Reward and Recognition, Retail Vouchers, 
Concierge, Travel and Ticketing benefits into 
the corporate market.
We’ll review your strategy, benchmark you 
against the competition and provide 
personalised recommendations to improve 
employee engagement.
Our appraisals are informed by 15 years of 
experience delivering voluntary benefits for 
large, recognisable UK organisations.
Book your Employee Engagement Appraisal today.

o l n t y  e n e f i t s

Mountcliff House
145 Brent Street
London
NW4 2DR
T  0208 201 6483 
E  Jacqueline.benjamin@xexec.com 
W www.xexec.com 

T 08 5 2 66
E seet ebenefits@staffcare.net
W staffcare.net

ollow us:
@staffcare

 Staffcare
/Staffcare

 Staffcare

See t e benefits wit  market-leading
workplace tec nology
It’s a reality that most employees don’t see the
true value of their reward package. With Staffcare’s 
new user experience we can help your employees 
understand the investment you make in them.
Our latest workplace technology will help you
communicate, manage and administer:
• Total Reward  • Holidays and Absence
• Flexible Benefits  • Global Benefits
• Auto-Enrolment  • HR Self-Service
• Benefits Enrolment  • Workplace Savings
Request a copy of our latest research at
www.staffcare.net/seet ebenefits

B e n e f i t s  t e c h n o l o g y

World’s leading provider, working with  
clients and  million employees globally

Employee Engagement Programmes
•  Take care of your employees with perks that 

matter to them
•  arket-leading discounts at over  high 

street retailers including  reloadable  
multi-store and instant shopping cards

• ntegrated Reward and Recognition platform
•  Built in management information and

content tools

Pricing: The programme can be entirely ero cost or 
we have a paid model with an annual fee structure

o l n t y  e n e f i t s

ont ct  Darryl or Miranda
99 Waterloo Road
London SE1 8UL
T  0800 690 6265 
E  ukinfo@nextjump.com 
W www.corporateperks.co.uk
     twitter.com/nextjump
      www.linkedin.com/company/

next-jump
     www.facebook.com/nextjump

MetLife employee benefits is building on its strong 
base among small and medium sized enterprises 
(SMEs), leveraging its global expertise to provide 
solutions for multi-nationals. We are committed to:
- Delivering on our insurance promise
- Providing excellent service
- Listening to our customers
- Making a positive difference in our communities
Partnering with advisers and employee benefits 
consultants, we help companies manage the risks 
of illness, injury and death during the working lives 
of their employees. Our parent company MetLife, 
Inc. is the number one employee benefits provider 
in America covering nearly 40 million employees.

o  i s

nvicta ouse 
rafalgar Place
rig ton

1 R
T  08 5 60  8899  
E  ebnewbusiness@metlife.uk.com 
W www.metlife.co.uk/atwork
 calls cost 5p per minute plus your 
provider’s access c arge

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

Convenient for employees  onsite and  
locations in   reland

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

FREE GUIDE  call    for your free 
guide to employee wellness

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

e l t h c e  n  e l l e i n g

ont ct  Katie Bright
Caravelle House
19 Goring Road
Goring-by-Sea
West Sussex
BN12 4AP
T  0800 652 2107 
E  kbright@bluecrestwellness.com 
W www.bluecrestwellness.com

Looking for a platform that’s built just for you, with 
all your employee benefits in one place?
Say “hi” to Salary Extras from Computershare! 
Salary Extras is the way we think an employee 
benefits platform should be: flexible, easy to 
customise, yours to do exactly what you want with.
As you’d expect, with Salary Extras you can choose 
from a complete range of salary sacrifice, voluntary 
and health & wellbeing benefits.
But it’s our nifty employee engagement and
employer admin tools that we think make the
difference between a solution that’s simply good
and a solution that’s easy for you, attractive to
your staff, and valuable all round.

E l o y e e  e n e f i t s

ont ct  Iain Williamson
The Pavilions
Bridgwater Road
Bristol BS13 8AE
T  0345 002 1111 
E salary-extras@computershare.co.uk
W  www.computershare-salaryextras.com
 Computershare Salary Extras

Whether youd like to encourage your employees to 
get healthier or decrease stress  at avid loyd 
eisure our team of experts are here to help  We 

offer cutting-edge gym equipment  match-quality 
tennis courts and hundreds of classes  Weve got 
enough family activities to keep children occupied 
and our icious cafebars are the perfect place for 
informal meetings  to relax or spend time with family
We offer a range of corporate gym membership 
packages - plus  •Health  wellbeing workshops
• Team-building events • The friendly rivalry of 
inter-company tennis tournaments • Back care 
courses  lunch times  postural checks and B  
testing within the workplace • Family fun days

e l t h c e  n  e l l e i n g

ind out more and co e into cl ,

ll 0  8 8 
 
E   corporate.members ip@

davidlloyd.co.uk

 isit
davidlloyd.co.uk/employeeoffer

ont ct  David D’souza
T 020 7970 4929
E david.dsouza@centaurmedia.com
W 
 

To fin  o e   enefits 
suppliers and consultants go 
to www.employeebenefits.
co.uk and go to the ‘find  
a supplier’ section 
 
 
To e tise your  
products and services,  
please contact David 
D’Souza on 020 7970 4929 
or email david.dsouza@
centaurmedia.com
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GENERAL ENQUIRIES
Ellie Long
Senior Events Co-ordinator
+44 (0)20 7970 4112
eleanor.long@centaurmedia.com

TABLE BOOKING ENQUIRIES
Katrina Ryan
Event Sales Manager
+44 (0)20 7970 4661
katrina.ryan@centaurmedia.com

SPONSORSHIP ENQUIRIES
David D’Souza
Commercial Manager
+44 (0)20 7970 4929
david.dsouza@centaurmedia.com

Barry Davidson
Sales Manager
+44 (0)20 7970 8065
barry.davidson@centaurmedia.com

Defend your title with a knockout blow against the competition, 
leaving them with no doubt as to who the reigning champion is.

OPEN FOR ENTRIES
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