Health and Wellbeing
Benefits Guide 2017
A guide for HR professionals to help navigate the
health and wellbeing benefits landscape using
new insights from over 500 employee benefits
experts and more than 2,300 employees.
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Introduction

The evolution
of health and
wellbeing

Why wellbeing is being
driven by consumers,
government and business

Over recent years, supporting and encouraging employees to
improve and maintain good health and wellbeing has emerged as
the oil in the machine that keeps a business ticking over efficiently.

We are seeing a tremendous upsurge in the number of employers embracing
wellbeing strategies in the workplace. Simplyhealth’s research has found that
most employers are engaged in the concept of wellbeing, over 80% now have a
health and wellbeing strategy in place, whereas just three quarters (75%) did in
the 2016 research.

But what does health and wellbeing in the workplace really mean?
That is a question we are often asked. As people, we know that if we
feel good about ourselves, we’re likely to perform better. And the
same goes for your workforce.
We’ve found that just over 80% of businesses have a strategy in
place to support their employees’ health and wellbeing. Yet more
than half of those businesses struggled to say what they believe
their employees’ health and wellbeing priorities are. Surely, without
knowing this, you can’t have a successful strategy?
To help you mould yours, we have spoken to over 500 employers
and more than 2,300 employees to really grasp what it is about
health and wellbeing benefits that matters to them. We have
looked at what benefits are currently on offer and how likely
employees are to take up these benefits, whilst exploring how
businesses make their strategies a success.
If you don’t take anything else away from this guide, please
remember this: communication is key.
There isn’t a ‘one size fits all’ answer to health and wellbeing.
Each business has its own unique workforce, with employees all
wanting and needing different things to support their health and
wellbeing at different stages of their life. To understand exactly
what this might add up to in your business, you need to increase the
appropriate channels of communication and truly engage with
your staff.
In this Health and Wellbeing Benefits Guide 2017, we have used
our latest research to create an easy to read and use guidance
document. It aims to shed some light on the health and wellbeing
benefits landscape and help you shape and implement your own
successful health and wellbeing workplace strategy.

Pam Whelan

About Pam
Pam Whelan joined the
employee benefits sector
in 2000 and has driven
innovation through market
leading propositions
that encourage a healthy
workforce and a preventive
approach to healthcare.
Pam regularly shares market
insight and trends to promote
everyday health to the benefit
of the UK workforce.

Just to show how quick this shift has been, REBA’s Employee Wellbeing Research
2017, conducted in association with Punter Southall Health & Protection, found
that almost half (45%) of wellbeing strategies have been put in place within the
past three years. And this speed of change will continue – 45.7% of those without
a strategy in place plan to put one in during 2017.
There are several reasons for this relatively new phenomenon.
Firstly, we have seen a huge global consumer trend in wellbeing. Anyone worth
their chia seeds is working hard to get to their 10,000 steps a day. While Strava
aficionados have taken their competitive streaks to new, sometimes frightening
levels. This obsession with our personal health has moved from being just for the
enthusiastic few into the mainstream.

Debi O’Donovan

Secondly, the UK government also needs us each to take more responsibility for
our own health. All the sums show that the NHS simply cannot afford to care for
a population that is ageing, and which has increasing rates of diabetes and other
chronic diseases.
Thirdly, and hugely importantly, employers can see the business benefits of
ensuring staff feel truly ‘well’, both physically and emotionally at work.
Surprisingly, the drivers of this are not simply about getting absence rates down.
We are increasingly seeing businesses say the aim of their wellbeing strategy is to
“improve our organisational culture”, or to “increase employee engagement”.
Wellbeing is becoming an embedded strategy that makes a difference to the
organisation. Offering a positive, good place to work where your employer shows
they truly care for you has become crucial when trying to attract and retain talent.
The type of initiatives employers are using within their wellbeing strategies varies
a great deal, because each organisation’s workforce is so very different. As we see
from the Simplyhealth research, initiatives can range from bicycles and health
cash plans to financial advice and annual holidays.
The Simplyhealth research also shows that employers are trying hard to listen to
staff in order to get their strategies right. A third (33%) say they choose benefits
based on what staff will regularly use, over a third (36%) say they base decisions
on employee requests, while a third (37%) say they go for something which will
enhance employee engagement.

Pam Whelan,
Director of Corporate for Simplyhealth
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Debi O’Donovan,
Director for Reward & Employee Benefits Association
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Health and wellbeing strategies

The connection
between health,
wellbeing and the
workplace
The world of work is changing. Over recent
years, health and wellbeing initiatives have
become a fast growing priority and it’s a
concept which is certainly here to stay.
Employers are increasingly recognising the wealth of business benefits
that implementing a sound health and wellbeing strategy can bring.
Similarly, employees are beginning to expect more benefits from their
employment than just their salary and having job satisfaction.
As the media and government place more emphasis on healthy lifestyles
and addressing mental health issues, HR is feeling the pressure to rollout more proactive and flexible health and wellbeing strategies across
their business.

What is health and wellbeing at work?
We define good workplace health and wellbeing as having employees
who are fit, healthy and happy, enabling each individual – and business –
to get the most out of their working day, every day.
Just as you protect your employees from
physical harm through health and
safety measures, supporting your
employees’ overall health and
wellbeing helps you to meet
your duty of care obligations,
improves employee
engagement and builds a
more positive workplace
Having a health and wellbeing
environment.

“In any event, employees
should not be allowed to
suffer on health based
matters and therefore we
yearn to help them.”
Employee benefits
decision maker

Why does it matter?
Growing burdens placed on employers
and employees – such as squeezed
budgets, the unknown impact of Brexit
and the prevalence of workplace stress –
mean it’s never been more important for
us to take care of our employees.
A fit, healthy and happy workforce
is frequently linked to a range of
advantages for your business. It drives
better employee engagement,
increased productivity and a
reduction in staff absence.
Not only this, but a strategy which
promotes strong health and wellbeing
across the workforce will help your
HR department to meet your board or
company objectives.
Put simply, having a good health and
wellbeing strategy makes good
business sense.

Pam’s viewpoint

strategy in place within your
business is essential. It not only
shows your employees that you
care but also boosts morale and
creates a healthier workplace
culture. Fit, healthy and happy
employees are more likely to turn
up to work and create an infectious
positive environment to work in.

6 Health and Wellbeing Benefits Guide

Health and wellbeing
business benefits
Having a health and wellbeing strategy
in place gives you increased:
employee engagement
workplace morale
staff attendance
fit for work employees
talent retention and loyalty
job satisfaction
productivity and motivation
quality of work
profit
advocacy
Health and Wellbeing Benefits Guide 7
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Health and wellbeing strategies

Introducing health
and wellbeing to
your business
81% of organisations claim to have a

health and wellbeing strategy in place, an
increase from 75%* last year, showing that
health and wellbeing is firmly on the agenda
of UK employers.

56%

of employee benefits professionals say they
‘don’t know’ what the top health and wellbeing priorities
are for their employees. This means the difficulty faced by
employers to introduce a strategy which meets the needs of
their entire workforce is evident.

What to include in a
health and wellbeing
strategy
First and foremost, your health and
wellbeing initiative needs buy-in from
senior management to help you to
implement your strategy. Once achieved,
the most important factor is that your
business has a tailored strategy which is
easy to understand and well communicated,
which will help you to effectively implement
it across the company.
Measuring the current state of your
employees’ health, wellbeing and attitudes
towards you as an employer before
introducing your strategy is key. This will
allow you to benchmark before you start,
enabling you to understand the value
an emphasis on employee health and
wellbeing brings to your business.
The finer details of a health and wellbeing
initiative will vary depending on the needs
of each organisation; typically, these will
reflect your business’ corporate objectives.
However, the core principles will remain
broadly the same.

Physical wellbeing
Supporting your employees’ physical
wellbeing will help to keep them free from
long-term illness, maintain a good level of
fitness and lead a healthy lifestyle.

100%

of employers believe that
physical wellbeing should play a part in
your overall health and wellbeing
strategy, and 94% have already introduced
employee support.
Ensuring your workforce is physically fit and
healthy will help to reduce the amount of
time they take off sick. The CIPD Absence
Management Survey 2016, in partnership
with Simplyhealth, revealed absence costs
businesses £522 per employee per year.
Having a healthy workforce will also reduce
the number of unwell employees coming
into work who will be less productive, less
motivated and more likely to spread their
illness or their low mood.

Mental wellbeing

Financial wellbeing

Mental wellbeing doesn’t just apply to those
with mental health problems. It promotes
good mental health for all in day-to-day life.
The mental wellbeing of your employees
should be of great importance within your
health and wellbeing strategy, as agreed by
98% of employers.

Although historically not considered a
workplace issue, employees facing financial
problems are increasingly becoming a
cause for concern. These financial worries
can have a large impact on employees’
mental and physical health, resulting
in 90% of employers saying financial
wellbeing should form part of a business’
health and wellbeing strategy.

80%

of companies have a focus
on mental wellbeing in their strategy.
This creates a positive workplace culture,
supporting employees to perform to their
best ability.

55%

of employers have a financial
wellbeing strategy. This doesn’t have to
mean increasing your employees’ salary.
Employee support can include access to
financial advice, or by introducing a benefit
which removes some everyday financial
burden, such as childcare vouchers or a
health cash plan.

* Denplan Corporate Decision Makers Survey 2016
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Health and wellbeing strategies

Health and
wellbeing
priorities

40% of the UK’s
long-term absence
is caused by stress
and mental health
problems*

To help you shape your own
health and wellbeing strategy,
we spoke to over 500 HR
professionals who influence their
business’ employee benefits
strategy and more than 2,300
employees to find out how they
view health and wellbeing in
their organisations.

Pam’s viewpoint
Preventative or corrective strategy?

42% of employers’ health and wellbeing strategies
include a mix of preventative and corrective initiatives.

Focusing on a dual strategy is favoured as it helps mitigate the
soaring employment costs associated with chronic conditions
and long-term absence. However, in some cases it’s necessary
to provide corrective support to employees who already have
long-term conditions.

Top priorities for your employees

56% of HR professionals ‘don’t know’ what their top
three health and wellbeing priorities are for their employees.
This highlights the importance of communication between
employees, managers and leadership teams.

Understanding the wants and needs of your workforce and
having leadership backup means you can tailor your strategy
to suit your specific business objectives and as a result, will be
more successful.

Employers’ top health
and wellbeing priorities
for their employees

56%

don’t know

46%

reducing absence

40%

increasing the number
of employee benefits
offered to staff

35%

making sure all
aspects of wellbeing
are covered

33%

employee health and
wellbeing is not a
priority

Employers’ priorities
While considering your employees’ health and
wellbeing in monetary terms isn’t the best driver
for engagement with your strategy, reducing
sickness absence levels is a priority for 46% of
HR professionals.
This is unsurprising as the CIPD Absence
Management Survey 2016, in partnership with
Simplyhealth, found that in the last year the average
annual cost of absence per employee is £522 with
employee absence sitting at 6.3 days per employee
per year.
This showcases the need to introduce a robust, preventative
health and wellbeing strategy. The perceived cost or the time
taken to invest in a business-wide strategy is far outweighed
by how much absence will be costing your business – and how
much it can financially save your business long-term.

40%

of employers want to increase the number of
employee benefits they offer their staff. This may be because
once one or two employee benefits are introduced, it becomes
easier to add to the benefits package offered. Provisions such
as flexible benefits platforms and communication channels
will already be set up and ready to go.
Employee benefits can have a hugely positive impact on the
business, from their ability to improve employee retention and
increase engagement, through to a huge reduction in staff
absence which is represented by HR’s desire to offer more.

10 Health and Wellbeing Benefits Guide

At Simplyhealth, we strongly believe
in a prevention over cure approach,
currently supported by 30% of
employers. If you can prevent
employee problems, whether
mental or physical, you avoid the
costs associated with a corrective
approach, which can include
sickness absence or increased
management intervention.

*CIPD Absence Management
Survey 2016
Health and Wellbeing Benefits Guide 11
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Health and wellbeing strategies

Your legal obligations
As an employer, there are legal
obligations you must meet to ensure
your employees are working in a safe
environment, mitigating risks to their
health and wellbeing.

If employees work with display screen equipment, such as computers,
laptops or tablets, on a regular basis, then their work areas should be
assessed for risks and training must be provided.
An ideal workstation ensures employees can sit comfortably with their
forearms in a horizontal position, eyes level with the top of the screen,
and sufficient light to see their screens properly.

Time to relax

Work related stress

Government regulations state that employees over the age
of 18 have three types of break entitlement. A 20 minute
rest break after six hours of work, 11 hours of daily rest
between working days and an uninterrupted 24 hour weekly
rest break each week or 48 hours every fortnight.

Employers have a legal obligation to protect their
employees from work related stress. Employers
have a duty to assess the risk of stress-related
illnesses in the workplace and take reasonable
measures to control it.

The UK Government states workers on a five day week
should receive a minimum 28 days paid annual leave per
year. This is equivalent to the number of days an employee
works per week, multiplied by 5.6.

According to the CIPD Absence Management
Survey 2016, in partnership with Simplyhealth,
stress is currently the largest cause of long-term
absence. Stress can impact both the emotional
and physical wellbeing of an employee, so putting
measures in place to support staff in time of stress,
such as access to a counselling or advice service,
helps you to meet your duty of care requirements.

Rest is important to reduce stress and tiredness within your
workforce and provides much needed relaxation away from
the pressures of work. An overworked employee can lose
motivation, be more susceptible to illness, and won’t be able
to perform to their optimum ability.

Screens and your employees

Employees are entitled to request the full cost for an eye test and a basic
pair of prescription glasses as regularly as an optician recommends. A
health cash plan employee benefit will include coverage for this as part
of its provision.

Flexible working
Any employee with 26 weeks of continuous employment
can request flexible working from their employer. This
can be for reasons such as looking after a child or being
an adult carer. There are a small number of reasons
why an employer can refuse to grant this request in the
Employment Rights Act 1996.
Providing your employees with flexible working
opportunities to coincide with their responsibilities outside
of work reduces the level of emotional pressure or strain
placed upon them. This in turn promotes good emotional
wellbeing, whilst also showing your workforce that you are
an employer who cares.

Training your team
Under The Health and Safety at Work etc. Act 1974,
employers must provide the necessary information, training,
instruction and supervision to ensure the health and safety of
their employees when carrying out day-to-day duties.
As an employer, you need to ensure your employees are
educated adequately to protect their physical and, where
relevant, emotional wellbeing in the workplace. This can
vary per business type, but could include training to lift
heavy objects correctly, or support to deal with difficult
workplace conversations.
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Pam’s viewpoint

Although there are minimum legal
obligations, it is recommended that
employers go above and beyond
this by introducing an employee
benefits package. Not only can
health and wellbeing employee
benefits help your workforce to be
fit, healthy and happy; they also
provide benefits to the business.

Health and Wellbeing Benefits Guide 13
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Employee benefits

Health and
wellbeing
employee
benefits
The rising popularity of health
and wellbeing benefits means
employers now have a large
selection of benefit types to
choose from.
You can tailor your benefits package to focus on
different outcomes based on the needs of your
workforce. For example, encouraging your employees
to be physically fit with a gym membership subsidy;
to be free of illness by providing access to a 24/7 GP
service; or with a benefit like a health cash plan, which
supports all aspects of health and wellbeing.

Listen to your employees
Before introducing health and wellbeing
benefits to your business, it’s essential to speak
to your employees.
Most businesses have employees of varying ages,
demographics and life stages working in their
company. This means a ‘one size fits all’ approach
to benefits doesn’t necessarily work. You need to
discover what your employees will find most useful
and valuable by speaking to them.
In addition, the introduction of flexible benefit
options provides employees with more choice.
Employees are able to pick and choose which
benefits offered by their employer will best suit
their needs. These flexible benefits can be offered
on a range of funding methods which helps to limit
budget implications for employers.

Employees think it is important
that their employer offers
these benefits to support
their wellbeing

41%

personal accident cover

40%

health cash plan

40%

private medical insurance

38%

healthy eating options

36%

dental plan

70% of employers
will review the
employee benefits
they offer staff
in 2017

Employees do NOT think it is
important that their employer
offers these benefits to support
their wellbeing

48%

cycle to work scheme

46%

gym subsidy

41%

childcare vouchers

36%

access to GP services

32%

financial advice

The right mix of benefits within your offering will
significantly boost employee engagement and take
up, allowing your business to truly benefit and reap
the rewards of the investment.

14 Health and Wellbeing Benefits Guide
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Employee benefits

Benefit spotlight:
health cash plan

Two-fifths of
organisations have
seen an increase in
reported mental
health problems
over the past
12 months*

Health cash plans, sometimes referred to
as just ‘cash plans’, have rapidly increased
in popularity over the last few years as
more employers are realising the value in
the benefits they have to offer for both the
employee and the business.
78% of employers
believe offering
a health cash
plan shows they
care about their
employees

What is a health cash plan?

Financial wellbeing benefits

Health cash plans provide employees with fast, efficient access to
everyday healthcare services.

Financially, employees benefit a great deal from a health cash plan. They
are able to claim back the cost of their everyday healthcare needs up to
benefit limits, such as prescription glasses or an osteopathy appointment.
This takes a financial burden off their shoulders as they know the money
will be back in their bank account within days.

They give employees the opportunity to speak to a GP on demand,
counselling sessions or financial advice. They also allow employees to
claim money back on healthcare bills, such as eye tests, dental treatment
or physiotherapy up to annual limits.

Physical wellbeing benefits
Health cash plans give employees the ability to keep on top of their
physical health by giving them quick and easy access to healthcare
services. This prevents perceived costs and long waiting lists stopping
employees from addressing a health issue.
If an employee knows they can speak to a GP the same day a problem
crops up, it may encourage them to be more proactive with their
everyday health; rather than ignoring the issue until it becomes chronic,
leading to lost work hours and low productivity.

Mental wellbeing benefits
A good health cash plan provider will include telephone or face to
face counselling and/or advice services for employees going through a
tough time.

Health cash plans typically include the option for employees, or employers,
to add additional family members to their cover. This enables employees to
cover the costs of their families’ everyday healthcare outgoings.

Popularity
Health plans have soared in popularity over the past year, being offered
by just 23% of employers in 2016**, and 41% in 2017. This is in contrast
to those offering private medical insurance (PMI), whose popularity has
plummeted from being offered by 43% of employers in 2016**, to just
29% this year.
This switch in prevalence represents how employers have prevention
rather than cure in mind and are seeking a value for money healthcare
approach which can be used regularly by their employees. It also reflects
how PMI has been steeply increasing in price, whereas health cash plans
have remained stable in their cost.

This helps employees to address any emotional issues and get impartial
support to deal with them before they escalate to a more severe mental
health problem, such as anxiety or depression.
*CIPD Absence Management Survey 2016
** Denplan Corporate Decision Makers Survey 2016
16 Health and Wellbeing Benefits Guide
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Employee benefits

Employee benefits at a glance
With a spectrum of health and wellbeing benefits now on the market, it can
sometimes be difficult to determine which benefit will best suit your workforce.
To help, we asked employers which benefits they currently offer their staff to give
you an overview of the benefits landscape.

Cycle to Work Scheme
The government’s Cycle to Work Scheme promotes
healthier journeys to work by enabling employers to
loan bikes and cycle safety equipment to employees
as a tax free benefit.

Childcare vouchers
Employees can exchange a portion of their salary
towards childcare vouchers. These are a tax and
National Insurance exempt way for employees to
pay for childcare.

Health cash plans
A health cash plan provides employees with a pot of
money to spend on their everyday healthcare needs,
for example opticians’ appointments or physiotherapy.
Some health cash plans include additional benefits
such as EAP services or gym subsidies.

Dental plans
Dental plans allow employees to claim back
the cost of their routine, accidental and
emergency dental treatment.

Healthy eating options
Introducing healthy eating options enables
employers to offer healthy food and snacks in the
workplace either for free or to purchase, allowing
staff to make the right choices for their health.

Gym subsidy / membership
This benefit gives discounted or paid for access
to local gym facilities or use of an on-site
gym for employees.

Critical illness protection
Sometimes known as critical illness cover, this
benefit pays a tax-free lump sum if an employee is
diagnosed with a critical illness.

Employee Assistance
Programme (EAP)

Personal accident cover
Personal accident cover provides a financial pay out
in the event of an accidental injury to an employee,
whether at work or home.

Buy and sell annual leave
Employees are given the option to buy extra holiday
dates through salary sacrifice, or, if they desire, can
sell a portion of their annual leave entitlement back
to the business.

Private medical insurance
(PMI)
PMI provides employees with access to private
medical care in the event of an accident or illness.
This benefit doesn’t cover every medical condition
and employers are given the opportunity to decide
which, if any, pre-existing conditions are included.

Shopping and lifestyle
discounts
This benefit gives employees access to a diverse
range of discounts on their shopping or lifestyle
purchases, meaning your employees’ wages
can go further.

Financial advice
Financial worries are of increasing concern to
employees in the current economic climate. As a
result, employers are offering employees access to
providers of financial advice, who can educate and
advise them on a range of issues.

Access to GP services
Access to GP services provides employees
with fast access to private and/or NHS GP practices,
which can include video appointments and
telephone consultations.

Health and wellbeing
benefits employers
currently offer their staff

49%

cycle to work scheme

44%

childcare vouchers

41%

health cash plan

39%

dental plan

37%

healthy eating options

36%

gym subsidy

35%

critical illness cover

34%

employee assistance
programme

33%

personal accident
cover

31%

buy and sell
annual leave

29%

private medical
insurance

28%

shopping and lifestyle
discounts

27%

financial advice

23%

access to GP services

“I think employee
benefits are very
important when
it comes to staff
roles, you can’t
underestimate the
importance of them.”
Employee benefits
decision maker

EAP gives employees access to counselling and
helpline services, enabling them to deal with
personal or work related problems that could impact
their work, health and wellbeing.

18 Health and Wellbeing Benefits Guide
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Employee benefits

The advantages of
employee benefits
Employee benefits are often used as an integral component to build a
business’ health and wellbeing strategy. Benefits support employers to
meet their duty of care obligations, create a more engaged workforce
and provide a multitude of benefits to the business.

Managing absence

A fifth of HR professionals have identified access to GP services
as the top provision to help manage absence in their workplace.
This is likely linked to the speed and ease for employees to access
the service, rather than lengthy waits for NHS GP appointments.
Valuable health cash plans should include fast access to a GP as
part of their service.

A quarter of employers consider support towards gym costs
as the best benefit to enhance employee wellbeing. A gym
membership benefits an employee’s physical fitness, mental
health and saves them money.
Cycle to Work, healthy eating options and dental plans
are also highly valued by 23% of HR professionals.
Cycle to Work and healthy eating options both encourage
employees to lead a healthy and fit lifestyle; whilst dental
plans enable employees to keep on top of their oral health
and prevent future illness.

Employers are identifying health cash plans’
all-encompassing offering, providing a variety of
physical, mental and financial wellbeing support
to employees.

20 Health and Wellbeing Benefits Guide

87%

health cash plan

79%

private medical insurance

74%

dental plan

20%

access to a GP service

17%

none

16%

health cash plan

Enhancing employee wellbeing:

Enhancing employee wellbeing

Health cash plans are viewed by employers as one of the
top three benefits to help manage absence, enhance
employee engagement and recruit and retain
employees. This gives health cash plans a total
perceived value of a staggering 87%.

Total perceived value:

Managing absence:

Managing absence was earlier identified as a top health and
wellbeing priority by almost half of employers based on the
escalating costs associated with employee sickness.

Total perceived value

The most valuable health
and wellbeing benefits
to employers

25%

gym subsidy

23%

dental plan, cycle to work scheme
or healthy eating options

21%

health cash plan

Retaining existing staff:

Pam’s viewpoint

It’s not surprising that health cash
plans have such a highly perceived
value amongst employers. The
benefit provides fantastic support
across the health and wellbeing
spectrum, helping employees to take
care of their everyday physical health,
maintain good mental wellbeing and
support them financially.

26%

health cash plan

24%

childcare vouchers

23%

dental plan, private medical insurance,
or buy and sell annual leave

Recruiting new staff:

24%

health cash plan

23%

private medical insurance

21%

childcare vouchers
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Benefit spotlight:
dental plan

82% of employers
who offer a dental
plan agree that it
enhances employee
wellbeing

Dentistry is needed by people of all ages and
from all walks of life, making a dental plan a
perfect match to benefit the wellbeing of your
entire workforce.

84% of employers
who offer a dental
plan believe
it shows they
care about their
employees

What is a dental plan?

Financial wellbeing benefits

A dental plan is seen as an everyday, tangible benefit with advantages
for both employers and employees. Employees are able to claim back
the cost of their oral health care, which includes routine, restorative and
emergency dental treatment.

Offering your employees a dental plan is a cost effective way of facilitating
access for them to private or NHS dental care without them having to
worry about a large bill at the end of treatment.

Unlike most other forms of healthcare, your employees are expected to
visit their dentist for regular check-ups, even if they aren’t having any
visible dental problems. Some employees may be required to see their
dentist as frequently as once every three months to maintain good oral
health, so support for them to do this from their employer will remove
any burdens or worries they may have.

Physical wellbeing benefits
It’s now widely recognised that there are proven links between gum
disease and conditions such as diabetes, strokes and heart disease.
Dentists can diagnose gum disease and provide people with measures to
treat the condition and prevent it from reoccurring.
Offering a dental plan employee benefit helps to prevent long-term
illness from occurring, reducing absenteeism.

Dental plan cover can be extended to include employees’ dependants,
both young and old, which can be funded either by the employer or the
employee themselves. This can help to remove employees’ financial
burdens of supporting their families’ everyday dental needs.

Popularity
Dental plans have remained consistently popular amongst employers,
with around two-fifths of employers choosing to offer this benefit to
their workforce both this year and in 2016*. Employers are increasingly
aware of the importance of their employees’ oral health and its links to
the workplace.
Untreated dental issues can get progressively worse, leading to employees
having to take unplanned time off work for sickness and treatment.
Providing a dental plan helps give employees both financial reassurance
and encourages them to attend routine check-ups.

Mental wellbeing benefits
Dental problems can disturb how employees eat, sleep and work,
affecting their mental wellbeing. By enabling employees to stay on top of
their oral health, preventing dental problems before they occur can avert
any mental unrest or pain.
*Denplan Corporate Decision Makers Survey 2016
22 Health and Wellbeing Benefits Guide
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Employee benefits

Choosing your business’
health and wellbeing benefits

How employers choose what
benefits they offer staff

45%

value for money

43% of HR professionals currently base

40%

cost of benefit

37%

something that will enhance
employee wellbeing

36%

employee requests

33%

something that will be used
regularly by employees

The cost of benefits

their employee benefits research on simple
web searches.

The cost of health and wellbeing benefits is an
issue for 40% of HR professionals, who may be
working to strict budget constraints.

Many employee benefits providers tailor their service offering
to ensure it supports an employer’s workforce needs, such as
focusing on reducing staff absence. So it’s important to always
speak to a provider to gauge what they can offer your business.

There are four different funding methods available
for most employee benefits, making benefits
affordable to all employers:

Measuring return on investment
When choosing their employee benefits, the most important
consideration for almost half (45%) of employers is receiving
value for money from their scheme.
Measuring the return on your investment is the best way to
identify this. However, just 35% currently measure the financial
return on investment of their employee benefits package.
A good benefits provider will work with you to offer insight into
the performance of the benefit. This could include management
information (MI) on the number of employees signing up to
the benefit, the level of usage and more qualitative feedback
around their experience. Insight into industry averages will prove
particularly useful and help to highlight any gaps or areas of
notable success.
In addition, internal benchmarking is key. Put a stake in the
ground before the benefit is introduced and take a temperature
check around your objectives such as absence levels,
productivity or employee satisfaction.
You can then revisit these metrics at pre-determined intervals
to evaluate the change. Your provider may well be able to help
you link the difference to the introduction of the benefit by
highlighting the changes between those that have and haven’t
made use of it.
This will help to provide firm quantification of the return on
investment and overall ongoing success of your health and
wellbeing strategy, which can be fed back to your leadership
team. These figures can also help you to build further
business cases to introduce additional measures or extra
employee benefits.
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Company paid: This is a benefit or handful of
benefits which are paid for entirely by the employer.
Flexible benefits: Flexible benefits allow staff to
pick and choose the benefits they receive during a
‘benefits window’ period. You can choose whether
the benefits are paid for by the employer, employee,
or a combination of both.
Salary sacrifice: Employees can exchange part
of their salary in return for benefits that their
employer pays for on their behalf. These benefits
are traditionally tax free, however new laws are
coming into place which will change this for some
benefits. It’s best to check with your benefits
provider to see if their benefits will be impacted.
Voluntary benefits: Employers work with benefit
suppliers to offer their employees a discounted rate
on an employee benefit. Employees pay for the
voluntary benefit by direct debit eliminating
payroll involvement and resulting in less admin for
the employer.

Pam’s viewpoint

Speak to your employees! No
one knows better than your
employees when it comes to
what they would like to see in
their benefits package. You can
ask them to anonymously vote
on a potential list of benefits
through your intranet, email or
online survey.
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Your business

Getting expert
advice and
support

Building a
business case
85% of HR departments are responsible
for providing information, presenting
options and gathering proposals for a
business’ employee benefits package.

40% of employers choose to

hire an intermediary to assist with
the administration, research and/or
integration of their employee
benefits packages.

However, as just 32% of HR professionals have the
authority to approve or sign off their employee benefits
package, building a business case to convince your
leadership team to give you the nod is becoming
more common.

This may be because the business doesn’t have the
expertise to do so in house, or because they value
the services of using an intermediary.

Based on their professional knowledge,
intermediaries are viewed by employers as being
most important to help their organisation keep
abreast of market changes, negotiate top rates with
providers and impartially reviewing the employee
benefits market.

87% of employers
who use
intermediaries
believe the service
provided by them
represents value
for money
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45%

CEO / Managing Director

32%

HR Director / Manager

21%

Finance Director

Do your research
Most importantly, you need to be able to prove to your
leadership team that the employee benefits package
you’re presenting them with is wanted and needed by
your workforce.

On the other hand, some smaller businesses who
don’t have any experts within their business to
introduce employee benefits, may be nervous of
using an intermediary based on the perceived cost
of employing one.
An intermediary acts as a middle man between
you - the employer - and the employee benefits
supplier. They are typically experts within their
field and will be able to advise you about which
benefit or benefits will be most suitable for your
business’ workforce.

Responsibilty for approving
employee benefits packages
lies with

Run workshops with a selection of employees from
across the business to establish what they know about
the current benefits which are on offer. Ask them what
benefits they would value or would help them perform
better in their role.

Employer views on the most
important services provided
by intermediaries

This will point you in the direction of what is working and
what might need to change. You can also see where or
if money is being wasted on the current benefit offering,
allowing you to reassign the outgoing cost.

Involve your leadership team

31%

negotiating deals and
special rates

28%

keeping employers updated
on changes in the market

27%

impartial, comprehensive
market review

Highlight the business benefits

27%

provide expertise not
available inside business

21%

By introducing a health and wellbeing employee benefits
package, your business will see significant benefits, from
an increase in employee retention and recruitment, to a
reduction in staff absence.

support in communicating the
value of benefits to employees

17%

providing outsourced admin
and services

17%

access to technology solutions

Keep the decision makers involved in every step of the
process to engage them with the project early on. Make sure
you provide them with a vision for the future. They will be
more inclined to approve a strategy they’ve been part of
from the beginning and have a thorough understanding of
why it will be a successful and beneficial initiative.

Setting key objectives and targets that your strategy will
seek to address is essential to getting the buy-in from your
leadership team. By working in partnership with potential
benefit suppliers, they’ll help you to identify how, or if,
their product will be able to support your objectives.
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Your business

Promoting your health and
wellbeing strategy
Once you’ve begun to
implement your new health and
wellbeing benefits strategy and
employee benefits package,
the most important next step
is engaging your business.
Without employee buy-in, the
strategy simply won’t work.
The key to launching a successful health and
wellbeing strategy with employee benefits is
communicating widely and regularly.

Communication, communication,
communication
Having a launch day, week or month is the most effective
way to bring attention to your business’ exciting, new
strategy and employee benefits package. Make it engaging,
relatable and memorable.

56%
of organisations communicate with staff about
their employee benefits on less than a quarterly basis. For

your employee benefits to get off the ground, it is essential
that you keep communicating with everyone in your business
about your offering and how it can support your employees in
their everyday life.

Employee take up of the
benefits they’re offered

Pam’s viewpoint

Remember, you don’t have to
go it alone! Good employee
benefits suppliers will be able
to provide you with a multitude
of marketing materials to use
in your business. Often these
will be related to national
campaigns, allowing you to
really get some traction.

Regularly reminding employees will encourage them to sign up
to benefits, helping you to get the best value for money and, as an
employer, receive all the business related benefits associated with
your scheme.
Sharing ideas, tips and support will encourage employees
to take care of their health and wellbeing and will help to
hammer home the lifestyle benefits employees can enjoy by
looking after themselves.

79%

healthy eating options

65%

private medical insurance

63%

critical illness cover

58%

personal accident cover

55%

health cash plan

45%

dental plan

39%

access to GP services

37%

employee assistance
programme

37%

gym subsidy

37%

financial advice

37%

buy and sell annual leave

26%

childcare vouchers

17%

cycle to work scheme

Information on
intranet sites and
email campaigns
are the favoured
communication
methods by 45% and
44% of employers
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Conclusion

Insights from the expert

Methodology

For me, the information within this guide and
the research which underpins it, gives two
powerful pieces of insight.

All of the information contained within
this guide, unless otherwise stated, has
been compiled following the below
research studies:

Firstly, the burden of modern life is a shared, cyclical one between
employer and employee.
As an employer, the pressure is on to deliver more for less, to attract
and retain an increasingly diverse workforce with increasingly
complex needs and to become more involved in offering support
towards those needs.
This is because we now have a deeper understanding of the impact
personal life can have on professional life and vice versa, and that it
isn’t work/life but work and life.
As an employee, and as a person, there are also increasing financial and
social pressures to consider. Although a greater level of understanding
of the importance of good physical and mental health and wellbeing is
undoubtedly a good thing, it does mean a higher level of expectation.
It’s widely acknowledged that the state cannot continue to meet that
expectation and so, some of that responsibility falls to the employer.
It is therefore in everybody’s best interest to work together to find a
solution. This brings me to my second piece of insight.

Corporate Decision Makers survey
Figures from the employer survey, unless otherwise stated,
are from panel sample provider, ResearchNow on behalf of
Simplyhealth using a nationally representative sample. Total
sample size was 512 people responsible for, or involved in,
approving the employee benefits package within a company.
Fieldwork period 1 to 28 February 2017. This survey was
carried out online.

Employee survey
Figures from the employee survey, unless otherwise stated, are
from YouGov Plc on behalf of Simplyhealth using a nationally
representative sample. The survey received a total of 5,068
UK responses, of which 2,308 were employees and 1,269 had
access to employee benefits. Fieldwork period 24 January
2017 - 2 February 2017. The survey was carried out online.

Employees need to take a leading role in any decisions regarding
health and wellbeing that result in a change.
Any change should have a meaningful impact for both employers
and employees and that can only happen if both parties have their
voices heard.
You wouldn’t expect your employees to know or consider all of your
financial and legal business requirements, so why would you make a
decision that has a potential impact to your employees’ lives without
first understanding what that impact might be?
Ultimately impact is what should be most important. It’s a point of
reflection and a mark of success. Ask yourselves as employers what
impact your health and wellbeing strategy is having to you and to your
employees. Is it enough?

Louise Honeybun,
Insight and Research Manager
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About Simplyhealth
Simplyhealth helps thousands of organisations to
support the everyday health and wellbeing of their
employees through health and dental plans.
Because we only focus on everyday health, you
can rely on our specialist knowledge and expertise,
ensuring we deliver wellbeing strategies that help
our clients make the most of life.

Found this guide useful?
Hear more from Simplyhealth:

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.

INTR89-0617

Get the latest in HR and healthcare direct to your
inbox, email the team at team@simplyhealth.co.uk

