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Advancing employee
benefits every day.
We live in a world today where the pace of everything is accelerating. And keeping pace increasingly
means you can’t do it all yourself. Even when it means how you support the people you serve –
your employees.
Conduent HR Services help align employee needs to corporate goals; all while increasing employee
engagement, cost-effectiveness and mitigation of risk. Whether providing administration, consulting
or technology solutions our clients have trusted us and our full suite of services to effectively manage
their HR programmes in the UK and around the world for decades.
In a world where modern, digital and personalised interactions are expected every day, businesses turn
to Conduent.

0800 066 5433
hrservicesuk@conduent.com | conduent.co.uk/hrservices

Conduent HR Services is a trading name in the UK for Buck Consultants Limited (registered number 1615055).
©2017 Conduent Business Services, LLC. All Rights Reserved. Conduent™ is a trademark of Conduent Business
Services, LLC in the United States and/or other countries.
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Starting a new chapter
for Employee Benefits
This issue marks the start of a new chapter for
Employee Benefits. Nearly 20 years after it first
launched back in 1997, we have made the decision
to cease publication of our print magazine and focus
solely on digital content and our live events. As a
journalist and someone who has spent the past 14
years contributing to and shaping Employee Benefits,
this means quite a change, akin to saying goodbye
to an old friend. However, I can’t help but feel excited about the future.
Since we announced the news a few weeks ago, I have been asked
several times what this means for the future of the brand. The honest
answer is that it is simply a change in how we deliver content to our
readers to better reflect how people now consume media. I’m sure I’m not
alone in reading an increasing number of articles via my iPhone or iPad.
When I sat down to write this editor’s letter for our final print edition,
I did consider looking back at the industry and how it has changed over
the past two decades. However, as I began to write, that didn’t feel like
the message I really wanted to give. This isn’t a time for reflection but for
looking to the future and to the opportunities this holds. Going forward,
not being constrained by print deadlines will mean we will be able to invest
more time in developing new initiatives over the next few months, as well
as providing all of the news, analysis, case studies and industry opinion
you have come to expect from us at www.employeebenefits.co.uk.
Our cover story this month is perfectly aligned with the theme of
change. Over the past
couple of years, we have
witnessed the rise of
the gig economy. One
of the most contentious
issues to come out of
this is the debate around
the employment status
of individuals working
for organisations such
as Uber, and what
this means for their
employment rights.
New patterns on page 14
explores what the rise of
the gig economy means for employee benefits. It just goes to show that
evolution is continual and necessary in order to best meet an audience’s
needs and expectations.
So, while this issue may be a farewell to print for Employee Benefits,
it’s also a hello to our new digital future. This is just the start of a new,
exciting journey for us and we really hope you will join us on it.
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Financial wellbeing
The missing piece of wellbeing strategies
Wellbeing at work is fundamental to unlocking employee engagement, retention, recruitment
and productivity. A key element of a holistic wellbeing strategy is to focus on improving the
ﬁnancial wellbeing of employees immediately and for their future.
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Close Brothers has been inspiring the employees of some of the UK’s best known organisations to make a
positive change to their ﬁnancial wellbeing for over 45 years. We believe great ﬁnancial education shouldn’t just
increase knowledge, but should drive a shift in behaviour, making a difference for both individual employees
and the business.

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

0800 028 0208

events@closebrothers.com ¾www.closebrothersam.com

Financial education from hire, to retire
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briefing

Different takes
on paid leave

10 the top 10 most read stories
1 BrewDog introduces paid puppy leave
US and UK employees at craft beer
organisation BrewDog can take a
week of paid leave to settle a new
dog into their home. bit.ly/2lKpRzn

Katie Scott | Reporter
Employee Benefits

2 Court rules against Pimlico Plumbers
The Court of Appeal has dismissed an
appeal by Pimlico Plumbers on a decision
that plumber Gary Smith is a worker rather
than a self-employed contractor. bit.ly/2mRJmGW
w o r k- l i f e b a l a n c e

3 Admiral, EE and McDonald’s on the list
Admiral Group, EE, McDonald’s Restaurants
and Sytner Group are among the firms
recognised in the Sunday Times’ 30 Best Big
Companies To Work For 2017 list. bit.ly/2lXUBcA
4 Asda, Novartis and PepsiCo among
the UK’s Top Employers for 2017
A total of 78 organisations have been
recognised in the Top Employers Institute’s
2017 Top Employers UK list. bit.ly/2kOTIn6

Organisations continue to seek creative ways
to support their workforce, especially when
it comes to fine-tuning the balance between
an employee’s home and working life.
In April, Pets at Home will introduce
one additional day’s leave for employees
to use when they move house; to help
their child move out of home for the
first time; and to settle a new pet into
their home.
Meanwhile, in February 2017 social
media organisation Facebook introduced a
suite of alternative leave arrangements in
order to provide staff with greater flexibility
to manage these commitments. This includes
a paid bereavement leave policy that enables
employees to take up to 20 days of leave
to grieve for an immediate family member,
and up to 10 days of leave to grieve for an
extended family member.
In addition, Facebook has launched
a new paid family sick time benefit, giving
employees three days of leave in order to
care for a family member with a short-term
illness, such as a child with the flu. Staff
can also take up to six weeks of paid
leave to care for a sick relative.
On a lighter note, craft beer organisation
BrewDog introduced paid puppy leave for
all UK and US employees in February 2017.
This allows staff to take a week of paid leave
to help them settle either a puppy or an
older rescue dog into their new home.
Alternative leave arrangements can have

a wider effect on employee engagement
and wellbeing.
These kinds of alternative leave
arrangements not only support the values
and atmosphere that the employer wishes to
promote, but they also help to shape the
culture an organisation may be striving for,
said Ksenia Zheltoukhova, research adviser
at the Chartered Institute of Personnel
and Development (CIPD). For example,
puppy leave could be utilised to create
a more informal working environment.
“This provides an opportunity for an
organisation to have a more tailored
[connection] with its workforce, to have
something that people can really relate
to in terms of what matters to them, not
just in their work life but in their domestic
life,” added Zheltoukhova.
Employers looking to implement an
alternative leave arrangement should
consider what market practice is in their
sector; the type of individual they are aiming
to recruit and the type of flexibility they are
likely to require; what the current culture of
the organisation is or the culture that the
organisation wants to achieve, said Michael
Rose, director at Rewards Consulting.
However, with more personalised leave
policies, employers should be mindful
about whether the policy will appeal to the
majority of the workforce, added Rose. If the
arrangement is not universally appreciated,
it could lead to potential claims of unfairness.

5 Employee Benefits Connect 2017
speaker slides
A selection of slides for the conference
presentations at Employee Benefits
Connect 2017 are available at bit.ly/2mwKbUs
6 Argos to provide back pay to employees
Argos is paying around 37,000 staff back
pay of £64 per employee after staff were
paid below the national living wage rate
prior to December 2016. bit.ly/2mwGNZT
7 Facebook extends paid bereavement
Facebook employees can now take up to 20
days’ paid leave to grieve for an immediate
family member. bit.ly/2naeVaT
8 38% offer flexible benefits online
Research by Aon Employee Benefits found
that 85% of employer respondents offer an
online flexible benefits platform to increase
employee engagement. bit.ly/2n0UXQr
9 Pension ruling for co-habiting partner
The Supreme Court ruled that an unmarried
woman is entitled to receive payments from
her co-habiting partner’s workplace pension
scheme following his death. bit.ly/2meugId
10 Big Bang Theory actors offer pay cut

Five actors from the TV show reportedly
offered to take a $100,000 pay cut to boost
the pay of female co-stars. bit.ly/2lS9uw9

Most-read stories online between 7 February and 6 March 2017
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tax &
legislation

The latest information on legislation and tax issues
affecting benefits, including a round-up of the key
announcements in March’s Spring Budget and a
Supreme Court ruling on holiday pay calculations

Expert advice

Spring Budget’s impact
upon pay and benefits

spring budget 2017

Katie Scott | Reporter
Employee Benefits

Chancellor Philip Hammond delivered his
first and last Spring Budget speech to the
House of Commons on Wednesday 8
March 2017. Below is a summary of the
key announcements that could impact
employers’ pay and benefits strategies:
• The government’s tax-free childcare policy
will be rolled out to parents with children
under the age of 12 from April 2017. The
scheme will enable these parents to receive
up to £2,000 a year per child to contribute
towards the costs of childcare.
• From April 2017, the money purchase
annual allowance (MPAA) will decrease
from £10,000 to £4,000.
• The government will publish a call for
evidence on exemptions and valuation

methodology for the income tax and
employer national insurance contribution
(NIC) treatment of benefits in kind (BIK), as
announced in the Autumn Statement 2016.
• The tax registration process for master trust
pension schemes will be amended to further
align with The Pensions Regulator’s (TPR)
authorisation and supervision regime.
• The government will publish a call for
evidence around the use of income tax
relief for employees’ expenses, including
employees’ expenses that are not
reimbursed by their employer, to
increase understanding of this topic.
• A consultation on proposals to bring
the tax treatment of employer-provided
accommodation, board and lodgings up to
date is to be launched by the government.
It will also consider when accommodation
should be exempt from tax and when to
support taxpayers during a transition.
• HM Revenue and Customs (HMRC) is
actively monitoring national insurance (NI)
employment allowance compliance after
reports of some organisations using
avoidance schemes.
• The government has committed to investing
in developing, designing and manufacturing
batteries to power electric vehicles as part
of a £270 million investment through the
Industrial Strategy Challenge Fund.

case law

Court rules on holiday pay calculation
In February 2017, the Supreme Court refused British Gas’ request to appeal in the British
Gas v Lock case.
This decision follows a Court of Appeal ruling in October 2016, which found that holiday
pay calculations should include a representative amount of commission-based pay.
Lock, who had previously worked as a sales consultant at British Gas, argued that he was
underpaid holiday pay because it was calculated using his basic salary without factoring in
the additional money he would have earned through the organisation’s commission scheme.
The European Court of Justice (ECJ) determined that under Working Time Regulations, Lock
would be entitled to have his holiday pay calculated based on his normal remuneration, which
would include taking into account the commission payments he would ordinarily earn. This ruling
was upheld by the Employment Appeal Tribunal in February 2016 and the Court of Appeal in
October 2016.

Mark Smith is
partner at law firm
Taylor Wessing

Survivors’ pension rights
present a conundrum
The course of true love never did run smooth and nor, it
seems, does the law on the pension rights of survivors.
Three recent cases show the limits of how far the courts
will go in filling the gaps left by Parliament as it struggles
to keep up with the range of relationships accepted by
society in 2017.
Twenty years ago it was simple; if you were married
to a pension scheme member of the opposite sex and
out-lived them, you would be likely to be paid a pension
when they died.
We now have pension rights for the survivors of
same-sex marriages and those in civil partnerships, but
often only for comparatively recent years of a member’s
service, unlike for opposite-sex married couples. A
challenge to that limitation is being heard by the
Supreme Court in the case of Walker v Innospec.
In February 2017, the Court of Appeal decided that it
is not (yet) unlawful discrimination to deny opposite-sex
couples the right to enter into civil partnerships, and
thereby gain survivor’s pension rights, among other
things (in the case of Steinfeld v Secretary of State for
Education). The government was given more time to
consider whether civil partnerships should be extended
to opposite-sex couples.
Also in February 2017, the Supreme Court struck
down a procedural requirement in the Northern Ireland
Local Government Pension Scheme that denied an
unmarried partner survivor’s pension rights. A deceased
member did not nominate his partner, Denise Brewster,
to receive a pension on his death, so none was payable,
despite them having been in a long-term, stable
relationship and having just got engaged. The partner
relied on human rights laws to claim that the nomination
requirement was a disproportionate procedural bar to
her receiving a pension and the Supreme Court agreed.
The ruling is of limited direct impact because a similar
requirement had been removed from most other public
sector schemes, and private sector schemes tend either
not to provide such benefits or only do so on a
discretionary basis.

@ Read also
More advice from
tax and legal experts
bit.ly/218Molw
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The real benefit:

Vision care that sets a new standard.
Why is quality vision care so important? Through
comprehensive eye exams, we can identify signs of serious
conditions like diabetes, hypertension, and cholesterol before
damaging symptoms emerge. For employers, early detection
can lead to a healthier workforce, reduced absenteeism, and
higher productivity.
Over the past 60 years, VSP® has earned the trust of clients
and members alike by delivering high-quality, personalised
eye care. Find out how VSP can help you provide a
high-value employee health benefit that offers proven
return-on-investment and employee satisfaction.
Contact us at emeadev@vsp.com for more information.

© 2016 Vision Service Plan. All rights reserved. VSP is a registered trademark of Vision Service Plan. VSP Vision Care UK Limited registered office at The Broadgate
Tower, 20 Primrose Street, London EC2A 2RS. Registered company number: 07000582. Regulated by the Financial Conduct Authority, Ref No: 583144. Underwritten by
CBL Insurance Europe Limited, 13 Fitzwilliam Street Upper, Dublin 2, Ireland. CBL Insurance Europe Limited is an Irish-domiciled insurance company, registered number
218234, and is regulated by the Central Bank of Ireland. CBL Insurance Europe Limited is authorised by the Financial Conduct Authority, Ref. No. 203120.
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events

The shortlist for the Employee Benefits Awards 2017 is now complete, while readers have
a chance to catch up with what they may have missed at Employee Benefits Connect

Moving on to
the shortlist
All the highlights
from Employee
Benefits Connect
Employee Benefits Connect 2017, which
took place on Wednesday 1 March 2017 at
Park Plaza, London, provided delegates with
the latest thinking on a range of topics, from
data analytics and augmented reality to
strategic workforce planning and driving
long-term engagement through reward.
The conference sessions ran across six
key areas: holistic wellbeing; technology and
innovation; employee engagement;
driving performance; talent management;
and data analytics. Where speakers have
given permission, the slides from the
sessions are available to download
at www.employeebenefits.co.uk.
The slides from 2017’s keynote
speakers are also available to download.
These comprised Adam Kingl, executive
director of thought leadership at the London
Business School, who discussed why
continuous innovation will be key to the
attraction of future leaders from generation
Y, and Mark Brill, senior lecturer and
consultant in digital media, innovation,
Internet of Things (IoT) and futurology at the
University of Birmingham, who considered
the importance of humans in the workplace
as further advances are made in technology.
Download the speaker slides at
bit.ly/ZmwKbUs

Winners will be announced at
the Employee Benefits Awards
BNP Paribas, Goodman Masson, Hays, Sandwell
Metropolitan Borough Council, Skanska UK, and
Warner Music are among the organisations that
have been shortlisted for the Employee Benefits
Awards 2017.

The winners will be announced at the Employee
Benefits Awards and Summer Party on Friday 9 June
2017, at the Artillery Garden at the HAC, London.
Thank you to all of the organisations that entered
this year’s awards and congratulations to those
that have been shortlisted. A special
thank you also goes to our expert
judging panel.
The highly anticipated event will
see HR, reward and benefits
professionals celebrate the industry’s
achievements over the past year. As
well as the lunchtime award ceremony,
the event will also include a summer
party, complete with fairground rides
and games.
The full shortlist can be viewed at
www.employeebenefitsawards.co.uk

Party and awards ceremony is a definite
reason to look forward to summertime
Excitement is building for the Employee Benefits
Awards and Summer Party 2017, which will take place
on Friday 9 June at the Artillery Garden at the HAC,
London. The annual event, now in its 15th year, enables
HR, reward, benefits and compensation professionals

to come together and recognise best practice across
the industry, applauding the hard work undertaken
by both organisations and individuals over the course
of the year.
Attendees will have the chance to celebrate
success in a sociable and
relaxed environment, with
plenty of opportunity to network
with peers, colleagues
and industry leaders.
After a welcome drinks
reception, the 2017 Employee
Benefits Awards winners will
be announced over a gourmet
three-course lunch. The
celebrations will then continue
during the annual summer party,
featuring fairground rides and
games for guests to enjoy.

To book a table or find out more, visit www.employeebenefitsawards.co.uk
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the hub

The hub...
Louise’s lowdown

People moves

Benefits start finding their future voice
to further employee engagement levels

Blackshire
moves up at
McDonald’s
McDonald’s
Restaurants has
promoted Neal
Blackshire to
director,
non-executive
compensation.
Blackshire’s new
role, which has
a focus on
compensation,
will see him
join up with
McDonald’s
global rewards
and mobility
team.

Shire hires Fitch
for international
benefits
Lisa Fitch has
joined up with
biotechnology
organisation
Shire as associate
director,
international
benefits. Fitch
previously worked
as strategic
relationships
manager,
corporate life
and pensions
UK and
international at
Zurich Insurance.

McDonald’s
promotes
McGregor
McDonald’s
Restaurants has
promoted Angela
McGregor to
reward manager.
Previously,
McGregor
worked as senior
benefits and
compensation
consultant at
McDonald’s. She
has experience in
performance
management,
and employee
benefits.

Zeratzion has
new role at
Grayling
Communications
organisation
Grayling has
promoted Joseph
Zeratzion to
people and
development
director, UK and
Ireland. He will
lead Grayling’s
talent strategy
and learning and
development,
and build a
competency and
progression
framework.

OKI Europe
appoints
Chapman
Printing technology
organisation OKI
Europe has hired
Keren Chapman
as vice-president,
human resources.
Chapman will
develop and
implement HR
strategy, as well
as compensation
and benefits,
employee
communication,
talent management,
and performance
management.

Blaney joins
Euromonitor
International
Emma Blaney
has joined
market research
organisation
Euromonitor
International
as global HR
director.
In this role,
Blaney is
responsible for
managing all
elements of
human resources,
including the
organisation’s
benefits.

The need to keep
abreast of consumer
behaviours and
recognise the ways
in which employees
prefer to seek
information, engage
with others, and
conduct transactions in their personal
lives has been much discussed in the
employee benefits industry in recent
years, particularly when it comes to
technology. It is perhaps no surprise then
that more than half of employees want
mobile (54%) and single sign-on (52%)
access to their benefits, according to
Thomsons Online Benefits’ UK employee
benefits watch: 2016/17 report, published
in March 2017. However, just 28% of
employer respondents currently enable
mobile access, and only 27% offer single
sign-on access.
Some organisations are exploring
innovative ways to engage staff with their
benefits package by using technologies
with a developing foothold in the
consumer space. Packaging organisation
DS Smith, for example, has partnered with
Equiniti to communicate its share scheme
to staff through augmented reality (AR), a
technology that hit the headlines during
2016’s gaming sensation Pokémon Go.
For DS Smith staff, a mobile app uses
triggers to activate AR animations,
prompting employees to find out more
about the share scheme via videos and
other content. The app also takes
advantage of GPS to deliver content
in the user’s local language.
Employee benefits are now also
moving into the voice-first market. In
March 2017, Virgin Pulse announced
plans to launch a wellbeing skill for
Alexa, Amazon’s artificial intelligence
(AI) personal assistant. The Alexa skill,

which is similar to an app but for
voice-first devices such as the Amazon
Echo, will enable employees to make use
of voice commands to engage with their
wellbeing programme. This aims to
allow staff to integrate the wellbeing
programme into their daily routine and
help them to track their progress outside
of the workplace. Examples of voice
commands include: ‘Alexa, tell Virgin
Pulse I took the stairs today’ or ‘Alexa,
ask Virgin Pulse how I’m doing today’.
But it is not just in the employee
wellbeing space that voice assistants are
being utilised; employee engagement
organisation Reward Gateway, for
example, has developed a skill for
Amazon’s Alexa that is designed to
give HR professionals insight into how
staff are engaging with their benefits.
It is still relatively early days for Alexa,
yet, according to Amazon, sales of devices
from the Amazon Echo family were up
nine-fold over the 2016 festive period
compared to 2015. As the virtual
presence of AI personal assistants, such
as Alexa, increases, along with their level
of sophistication and range of uses, it
will be interesting to see whether
consumer demand will lead to further
developments in the corporate space.
What opportunities, or potential
challenges, could this bring for employers
looking at new ways to engage, support,
and communicate with staff?

Social media
@employeebenefit
search EmployeeBenefits
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month
in numbers

The month in numbers
Katie Scott rounds up some
of March’s key facts and figures
relating to employee benefits

31%

of employee respondents believe their
employer takes a greater interest in
their physical health than their financial
health (Source: Wealth Wizards)
bit.ly/2mXrR89

137.3 million

working days in the UK were lost due
to sickness or injury in 2016 (Source:
Office for National Statistics)
bit.ly/2n7lgIi

62%

of employee
respondents are
worried about not
having enough
money when they
retire (Source:
Wealth Wizards)
bit.ly/2mXrR89

51%

of employee
respondents would
like to have access
to a wellness pot or
allowance to support a
personal approach to
staying mentally and
physically well (Source:
Thomsons Online
Benefits)
bit.ly/2mj7ora

40%

of employee respondents
receive eyecare benefits
from their employer
(Source: Specsavers
Corporate Eyecare)
bit.ly/2mFFkk5
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big
question

This month’s big quesঞon...

How can employers support
older staﬀ in the workplace?

do you agree?
Join the discussion by searching for the
EmployeeBenefits group on:

The government’s
Fuller working lives
strategy identifies
the need for
employers to
support older
workers, not just to
stay in work, but to
continue developing,
learning, and changing jobs and careers.
The issues it raises are myriad, but the
trap is in assuming that as employers we
can somehow consider our older workers
a defined group who all want and need the
same things. The underlying premise that
older workers want and need to keep
developing through to the end of their
careers renders distinction between them
and the rest of the workforce almost
meaningless. The trick has to be for
employers to create flexible packages and
ways of working that support everyone to
thrive at every stage of their life and career.
One in eight adults are unpaid carers
for family or friends, according to Carers
UK, and it estimates that within our
lifetime nine million of us will have caring
responsibilities. Older workers are likely
to be caring for children, elderly parents
or both, and are increasingly taking
on caring responsibilities for
their grandchildren.
It is easy to assume that supporting
carers is simply about time off, but a
day’s leave, under even the most creative
flexible-working policy, is not always the
solution to a work-life balance problem.
Work is challenging and rewarding, so
carers need the ability to keep doing their
jobs for the fulfilment that offers, as well as
needing to manage other responsibilities.
Employers must, therefore, embrace
flexible-working arrangements that enable
people to balance those demands. So many
millions of people need to work flexibly that
the ability to do so is no longer a nice perk
of the job, but a necessity. Employers which
do not recognise that will inevitably lose
out on the knowledge and skills those
millions have to offer.

By 2022, it is
estimated that there
will be a skills gap
of 7.5 million jobs,
according to the
Chartered Institute
of Personnel and
Development’s
March 2012 report
Managing a healthy ageing workforce: a
national business imperative. To address
this, businesses need to encourage older
people to continue working later in life.
Business in the Community’s Age in
the workplace: retain, retrain, recruit report,
published in September 2016, contains
a number of recommendations.
This includes: carrying out age and
skills audits to assess which operational
areas will be under greatest pressure, and
starting the conversation with employees
now to help with planning for the future;
giving employees the support they need
for robust financial planning for later
life; enabling remote working or flexible
hours to support people working longer
and manage health issues or caring
responsibilities; understanding and tackling
age bias in the context of the organisation,
such as including age in unconscious bias
training; supporting people through later
life transitions, such as becoming a carer;
ensuring all line managers receive training
and guidance to manage people at all ages
and stages of their careers; and monitoring
access to training by age to identify and
address under-representation.
Employers should also consider how
they can help older people who are
currently unemployed and would like to
return to work. In February 2017, Business
in the Community as government business
champion for older workers, led by Andy
Briggs, called for employers to hire a million
more older workers by 2022. We published
a how-to guide for employers to support
them in taking action to achieve that target.
Employers need to recognise the
opportunity that supporting their older
workers can bring to organisations.

The need to identify
policies to retain
older workers will
grow ever more
crucial into the
future as the age
profile of the labour
market changes.
The missing million:
recommendations for action research,
published in April 2015, by the International
Longevity Centre – UK (ILC-UK) in our
Missing Million series, supported by
Business in the Community, highlighted
approaches businesses could adopt to
enhance retention of older workers.
Two themes intersect many of these
recommendations: planning and flexibility.
Planning is important for the employer
as well as the employee. Businesses that
develop an understanding of the age
structure of their workforce can more
readily recognise impending skills gaps as
staff exit into retirement. This would
enhance recruitment, but would also allow
a business to engage in knowledge transfer
so it can retain the expertise of
its older employees. An efficient way to
promote planning across the board would
be to implement mid-life career reviews,
which engage employees and managers in
discussions around retirement planning
and skills development.
Flexibility is also a key theme. A number
of changes in work and society serve as
drivers for enhanced workplace flexibility,
and successful employers of the future
are likely to be those that adapt beyond
traditional career and employment models.
Home-based working, for example, can
enhance wellbeing and work-life balance.
Employers can also introduce flexibility into
the retirement process to offer transitional
or phased exits from work.
Perhaps the most crucial area for
increased flexibility relates to ever-growing
informal care needs; employers must strive
to develop initiatives that support carers
and enable employees to effectively
combine work and care responsibilities.

Andrew West
is human resources manager, reward and
systems at the Royal College of Nursing

Rachael Saunders
is age at work director at
Business in the Community

Dr Brian Beach
is research fellow at the International
Longevity Centre – UK (ILC-UK)
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Special care needs to be
taken when offering gig
workers benefits

Need to know
• Gig workers are revolutionising the service
economy. Employers must tread carefully when
offering them benefits or risk legal action.
• Arm’s-length benefits arrangements are
evolving, where employers act as facilitators,
rather than directly contributing financially.
• The government is currently investigating how
the law treats gig workers, and experts expect
‘third way’ benefits models to evolve over time.

@

Is there a place for personalisation
in a benefits strategy?
bit.ly/2nvupHu

Louise Farrand |
Freelance journalist

It is Monday morning. The trains are up the creek
(quelle surprise), so you hastily request an Uber to
take you to work. Lunch is spent in meetings, so
someone orders pizza, which arrives on a Deliveroo
bicycle. You hurry home because a handyman from
TaskRabbit is coming to fix that pesky leaky radiator.
Thanks to smartphones and the fast-evolving
technology that connects people with services, our
daily lives will never be the same. It is all thanks to
the gig workers that make up a fast-growing sector
of the workforce.
Gig workers are on the rise. In its October 2016
report, Independent work: choice, necessity and the
gig economy, consultancy McKinsey estimates that
20-30% of the working-age population in the US
and the UK, Germany, Sweden, France and Spain
are engaged in independent work.
Yet underneath the seamless service provision
that businesses like Deliveroo provide, some knotty
legal issues remain unsolved. High-profile court
cases such as Uber’s recent battle (see box, p18)
have highlighted the fact that grey areas exist in
employment law when it comes to gig workers.
Not only is it very difficult to provide self-employed
gig workers with benefits but, arguably, the status
quo leaves them open to exploitation.
What the law says
There are many reasons organisations might want
to engage with gig workers. Employers recognise
work patterns are changing, says Iain Thomson,
director of incentives and recognition at Sodexo
Benefits and Rewards Services. “They see their role
as an employer in securing the right talent at the
right time; attitudes have changed,” he adds.
There is also a question of fairness, says
Thomson. He adds that a number of employers are
keen to incentivise gig workers. They can become
tomorrow’s full-time workers, making it important
to attract talent in the first place, he explains.

Read also

However, employers should tread carefully. The
law discourages employers that use self-employed
gig workers from offering them benefits.
Legally, there are three categories of worker:
self-employed, worker, and employee. Employers
do not need to provide self-employed people
with any benefits other than payment in cash.
At the other end of the spectrum are employees,
who receive the normal suite of employment
rights and benefits.
Workers fall into the middle ground. They receive
three main benefits: the national minimum wage,
paid holiday of 5.6 weeks per year for a full-time
worker, and the right to be auto-enrolled into a
workplace pension scheme (see column, p17).
Some organisations have fallen foul of the law in
recent months by blurring the line between
self-employed contractors and workers.
Nick Willis, employment tax partner at
PricewaterhouseCoopers (PWC), says: “If
[employers] are using self-employed people, really
[they] can’t go beyond giving them all of their pay
in cash. Because if [they] go further, that is going to
be taken as an indication of worker or employment
status. The big question is, should somebody
working with people in the gig economy go

“EMPLOYERS USING
SELF҃EMPLOYED
PEOPLE CAN’T GO
BEYOND GIVING
THEM ALL THEIR
PAY IN CASH”

further than just giving them their pay? At the
moment, if [employers] are maintaining [their] gig
workers are genuinely self-employed, [they] don’t
have the flexibility to go beyond paying them in
cash or that will increase [their] risk.”
An industry in flux
The gig economy is booming. Both to protect
workers from exploitation and to help employers
which are keen to offer them benefits, a change
in the law seems inevitable. The government is
considering how employment models need to
change to keep pace with modern business
models: a key consideration of the Taylor review
of employment practices in the modern economy,
commissioned in October 2016, is the implications
of the gig economy on workers’ rights.
Right now, some employers that use gig workers
in the UK and US are finding ways to provide some
benefits to workers.
In the UK, Uber announced in February that a
series of benefits would be rolled out to staff.
Drivers will be given access to advice sessions
on how to maximise their earnings, flexible pay
so that they can cash out their earnings before
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their weekly payments, free skills courses in financial planning and languages, and help saving for the
future via a partnership with online investment provider MoneyFarm, among a suite of other benefits.
Uber’s benefits package treads a very careful line. The suite is closely in accordance with experts’
advice. Rather than taking on the risk of paying for benefits such as pensions or private medical
Employeremployers
view – Talent
Employee educators
view – Global
study
insurance,
that management
use gig workers can act as facilitators,
and workforce
sign-posters.
Mark Ramsook, director at Willis Towers Watson, says: “Consistently, the one thing [we] see
1 Base
pay/salary
Base schemes
pay/salaryand discounts. It’s employers
more
in the
gig economy is much more voluntary [benefits]
being able to negotiate preferential access for [contractors].”
2 Career advancement opportunities
Career advancement opportunities

iStock

The view from across the pond
Relationship
supervisor/manager
senior leadership
In3the
US, the lawwith
sounds
as onerous, if not even moreTrust/confidence
so, thanks to theincomplicating
factor of federal
and state laws using varying tests to determine whether gig workers are employees or contractors. Marla
4 Manage/limit
work-related
Job securitythat advises startups such as Uber and
Kanemitsu,
managing
director atstress
Tusk Ventures, a US consultancy
the residential cleaning services platform Handy on regulatory issues, says: “It creates this patchwork
5 Learning
Length
of commute
system,
whereand
[andevelopment
organisation] opportunities
that is operating nationally
faces
a lot of challenges trying to make
sure that the way [it] classifies workers is correct across the country, both at state and federal levels.”

Statistics
Proportions
ofincome
independent
Individuals
not earning

and traditional workers in UK workforce

(Source: McKinsey Global Institute’s Independent work: choice, necessity and the gig economy report, October 2016)
% of total working-age population; million (m)

14%
(8m)

Independent
workers

Individuals not
earning income
32%
(17m)

11%
(6m)

Traditional workers
Primary independent
workers
Supplemental
independent
workers

42%
(22m)

Similarly to the UK, employers are hesitant to
stray into territory that could end up with gig
workers classed as employees. That includes giving
benefits to workers. This does not mean there is
not appetite to do so, however.
Some US employers are finding ways to offer
benefits to gig workers, regardless. For instance,

Viewpoint
Ferdinand Lovett is senior
associate at Sackers
Classifying an individual
as a worker instead of a
self-employed contractor,
as in the recent Uber and
Citysprint tribunal cases,
really matters from a pensions perspective.
This is because the definition of ‘worker’
in the pensions auto-enrolment legislation
is almost identical to the one used in
employment rights legislation, with little
scope to argue that being a worker for the
purposes of employment rights generally
should not cross over into the world of
workplace pensions.
The two recent cases feel like very new
territory. But the question of whether
someone is engaged under a short-term
worker’s contract or is genuinely selfemployed, is a classic legal issue that has
become much more relevant since the
introduction of the automatic-enrolment
duties in 2012, which attribute workplace
pension rights to anyone who is a worker.
A sensible starting point for employers
involved in the gig economy would be to not
duck pensions or assume they are eligible for
a carve-out from the law. Having individuals
with worker status means employers need to
think about pensions. The extent of the
obligations the employers then owe to a
worker will depend upon age and earnings.
There are only limited exemptions in the
auto-enrolment legislation and, in fact, one
of the only times an employer is allowed not
to auto-enrol a worker otherwise eligible for
a pension is where he or she is a member of
a limited liability partnership (LLP). This
exemption was introduced following the
2014 Supreme Court case of Clyde and Co.,
which decided that members of an LLP could
be workers for employment law purposes.
But gig economy cases are different and
the chances of an exemption in this area
are highly unlikely. Arguably, the type
of individuals covered by the Uber and
Citysprint cases are within the sights of the
government, in terms of the segment of
the population intended to benefit from
barrier-free access to workplace savings. It is
very likely The Pensions Regulator will take
an interest in how this area of law develops.

17

|April 2017|

employeebenefits.co.uk/total-reward

EB_010417 17

17/03/2017 15:17

cover story

Statistics
Satisfaction levels among traditional and independent workers
(Source: McKinsey Global Institute’s Independent work: choice, necessity and the gig economy report, October 2016)

By Choice (primary work only)
4.6

Traditional

Uber has partnered with robo-adviser Betterment
to help drivers reach their savings goals. The
arrangement is very much at arm’s length: drivers
can access Betterment through the Uber platform,
but Uber will not contribute to their savings pots.
However, their first year with Betterment is free.

4.9

Independents

Out of necessity
Peer-to-peer benefits
Traditional
Care.com, a site that links caregivers, from
babysitters and dog walkers to carers, with people
who need its services, has created what it calls a
peer-to-peer benefits platform to fund up to $500
per year of benefits. Staff are given the money via
Independents
pre-paid debit cards. Instead of Care.com acting as
the employer, families who employ the caregivers
will contribute to the benefits.
Yet for paternalistic organisations, these
measures may not go far enough. Benefits
providers could play a key role in finding a ‘third
way’ for engaged employers in the gig economy,
says Ramsook.
“I think we need to find a middle ground but that will probably be driven by the evolution of a lot of
the individual products and insurances out there. The challenge at the moment is the benefits that
corporates provide to employees are significantly cheaper than the products that you or I could buy
as a consumer on the high street. Ultimately, due to the fact the risk is greater: you can’t leverage
the bulk you have with employees.”

4.4

Scale from 1
(completely
dissatisfied) to
6 (completely
satisfied)

4.5

PWC’s Willis adds: “If [we] look at the workforce
as a whole in the UK, [we] have to suspect that
more benefits are going to come from individual
arrangements and benefits providers than
employer-based schemes, integrating the
trend of more portable benefits.”

Case study | Uber
Court ruling puts ‘self-employed’ status in the spotlight
Uber drivers are workers, not self-employed
contractors, a UK employment court found in
October 2016. The ruling in the case Aslam and
Farra v Uber means the app could have to pay
its drivers holiday pay, the minimum wage,
and pensions, among other benefits.
The employment tribunal decision found
that the drivers were employed as workers
within the meaning of the Employment Rights
Act, National Minimum Wage Act, and the
Working Time Regulations.
It found that the claimants were engaged in
‘unmeasured work’ for the purposes of the
National Minimum Wage Regulations, and that
their working time should be calculated in step
with the Working Time Regulations.
Uber immediately announced it would
appeal. Jo Bertram, regional general manager at
Uber UK, says: “The reason why we’re appealing

the tribunal’s preliminary decision is because the
vast majority of drivers tell us they want to remain
self-employed. An ORB International poll of 1,000
drivers [conducted in September and October
2016] also found that 92% said that Uber is a
good [organisation] to work with.”
However, the verdict is no surprise, says
Dominic Holmes, employment partner at law firm
Taylor Vinters. “The law will generally look at the
reality of the relationship between the worker
and the business for which they are working,”
he says. “It depends on who works for who.
“Uber is a great case. It said, ‘All we are doing is
acting as a matchmaker between people who
drive their cars and want to be taxi drivers in
their spare time and passengers who want to be
taken places.’ If that were the reality of the
situation, they would be simply self-employed.
Where it gets messy is when platforms like Uber

try to have a high degree of control over what
work is done and how it is done.”
If Uber were simply linking passengers with
drivers, it would not manage the initial
interaction between driver and passenger,
control the route the driver takes, collect the
money at the end of the journey or manage the
complaints procedure if something goes wrong,
says Holmes. The difference is that in the Uber
model, the driver has very little say and is not
running their own business, he explains.
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voluntar y
benefits

A package for
all seasons

Need to know
• Certain voluntary benefits may be more relevant
to staff at specific times of year.
• Linking voluntary benefits to the seasons could
help to increase engagement and take-up.

Focusing voluntary benefits on the time of
year can make for an effective offering

• Using marketing techniques can help to promote
relevant voluntary benefits to employees.

@

Read also

Is it time for an image overhaul for voluntary
benefits schemes?
bit.ly/2dOS5na

Katie Scott | Reporter
Employee Benefits

The clocks have ticked over into British Summer Time and Easter paraphernalia is filling the
shops; both sure signs that spring has sprung.
Focusing a voluntary benefits package around a particular time of year, such as spring, could
aid take-up and engagement with benefits. If considering this approach, there are several key
points employers should bear in mind.

iStock

1. Consider benefits seasonality
Seasonal activity and even the weather can have a bearing on the benefits taken up at different
times of the year. For example, once the weather turns warmer and drier in the spring months,
bikes-for-work schemes become more popular, while, in the summer months, gym membership
and holiday promotions are more sought after, says David Walker, chief commercial officer at
Personal Group.
“A lot of people don’t cycle
in the winter months; when
it comes to the clocks
changing, that’s a brilliant
time to promote bikes for
work,” he explains. “Then we
get into summer, and that’s
all about entertainment and
promotion of holiday offers.
Most voluntary benefits
programmes have holiday
offers in them.”
Aligning a voluntary
benefits communication
strategy with the seasons
could, therefore, aid
engagement with benefits.
This approach would give
employees targeted
information about benefits
that will be useful to them at a particular time of year, providing staff with a greater
opportunity to proactively plan which benefits they would like to purchase.
2. Employ marketing techniques
A targeted marketing strategy devised at the beginning of the year, which considers seasonal
influences on employees, can also enable employers to be more tactical. Using the seasons as
a base could help give a framework for a year-round approach to promoting voluntary benefits.
Chris Andrew, client partner director at Caburn Hope, says: “Organisations that have
communicated benefits to really good effect are the ones that think about it at the start of the
year. Everything is based around a theme, a series of themes or key messages that they want to
focus on for that year, and that gives them a framework from which to communicate on a more
tactical basis.”

Benefits can be pitched in a similar manner to consumer
products, says Manesh Patel, senior benefits consultant at Aon
Employee Benefits. Using marketing terminology similar to that
used on television and that employees are familiar with, can
further engage employees, adds Patel. “Terminology that’s
specific to the way [employees] consume [information] outside
of work should be brought in to the employer space,” he says.
3. Mix the communication channels
A range of communication channels can be employed to
link voluntary benefits to the seasons, and highlight their
availability in a memorable way. This could include, for
example, having Father
Christmas walk around
the office in November to
promote retail offers and
discounts available through
an organisation’s voluntary
benefits programme.
Andrew says: “[Employees]
expect to be spoken to in a
way that is timely and
relevant to them when
they’re in particular frames
of mind, whether it’s time of
day, time of season, using the
channel that is most effective
or indeed the kind of media
that communicates to
[employees] in the most
effective way.”
4. Be mindful of external events
It is worth highlighting the savings that employees can
make through voluntary benefits, whether that be on gifts
and experiences ahead of calendar events such as Mother’s
Day, or on everyday items when money might be tighter.
However, against the backdrop of Brexit, benefits that
support employees’ financial wellbeing are likely to become
increasingly relevant, says Patel. Meanwhile, the devaluation
of the pound could see more employees holidaying in the
UK, adds Walker. Organisations could therefore, help
employees to make savings through discounts on UK
leisure activities
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health &
wellbeing

Need to know
• Encourage staff to adopt healthy behaviours
to help reduce the risk factors associated
with cardiovascular disease.
• Raise awareness of heart health and ensure
staff feel able to engage with the health
interventions available to them.
• Support for employees returning to work
after a cardiac event should take into account
both their physical and mental health.

@

Read also

Top tips for providing healthcare
initiatives on a budget
bit.ly/2nuUjLh

Winning hearts
and minds
A number of positive steps can be taken to
support heart health in the workplace

Louise Fordham | Deputy editor
Employee Benefits

Heart, blood pressure, and circulation problems accounted for 3.1 million of the 137.3 million
working days lost due to sickness or injury in the UK in 2016, according to the latest Sickness
absence in the labour market report, published by the Office for National Statistics in March
2017. With this in mind, what steps can employers take to support the heart and circulatory
health of their workforce?
Organisations can take a proactive approach to supporting employees’ cardiovascular health
by helping them to reduce risk factors such as smoking, obesity, and physical inactivity.
Discounted gym membership and on-site exercise classes are among the benefits that employers
can offer to encourage staff to stay active, but smaller changes to everyday behaviours can also
make a difference.
Dr Steve Iley, medical director at Bupa UK, says: “We know that sedentary behaviour is one of
the risk factors for cardiovascular disease and it is very easy in certain environments in an office

to be very sedentary; driving to work and sitting down all
day can mean that [employees] are not getting anywhere
near what [their] recommended daily activity should be.”
To address this, employers could promote the use of
the stairs rather than the lift, hold walking meetings or run
campaigns that motivate staff to go outside or take part
in an activity during their lunch break.
Enabling staff to make healthy food choices and maintain a
balanced diet can also play a role in reducing risk factors for
cardiovascular disease, such as high cholesterol and being
overweight. This could range from introducing healthy
options into workplace vending machines and canteens, to
publishing healthy recipe cards or running a cooking course
for staff, says Mike Blake, compliance director at PMI Health
Group, part of Willis Towers Watson. “Everything may not
have to be a healthy option, but [employers] could at least
signpost it so that [employees] have got a choice and they
know what’s at the healthy end of the spectrum and they
know what’s less healthy,” he adds.
Raising awareness about cardiovascular disease and the
changes individuals can make to their lifestyles to reduce
risk factors can encourage staff to engage with employerfacilitated health and wellbeing initiatives. Organisations
could take advantage of calendar events such as February’s
Healthy Heart Month and Valentine’s Day to run campaigns
around heart health, says Vicki Leslie, client relationship
manager at EC Insurance Services (ECIS). Ensuring that senior
leaders highlight the campaign in their interactions with staff
can add further weight to the topic, and increase buy-in
across the business. “When senior management are engaged
and practising what’s being preached, that does feed down
[to other employees],” adds Leslie.
Developing a broad dialogue across an organisation about
the benefits of adopting healthy behaviours and giving staff
the confidence to engage with the health interventions
available to them could also encourage at-risk employees to
seek support, says Dr Chris Tomkins, head of proactive health
at Axa PPP Healthcare. “People don’t want to be singled out,
so what [organisations] need to do is go out there with
positive messages that open up the opportunity for
[employees] to step up and engage,” he says.

22

|April 2017|

employeebenefits.co.uk/healthcare-and-wellbeing

EB_010417 22

17/03/2017 14:36

health &
wellbeing

This could begin with know your numbers-style health screenings to monitor metrics such as
blood pressure and body mass index (BMI), and then progress to more targeted interventions
for those who require them.
The dedicated services offered through
benefits such as private medical insurance
(PMI) can also help employees with
cardiovascular disease to manage the condition;
telephone-based coaching programmes can
provide individuals with support from specialists
such as dieticians, says Bupa’s Iley.
An employee who has been absent from
work following a cardiac event or treatment
may need additional support upon their return
to work. Seeking medical advice is key in
assessing when it is appropriate for the affected
individual to return to work and whether any
adjustments are required. “Ensure that there
is a joined-up approach between the proactive
health and wellbeing piece, and the
occupational health piece,” says Tomkins.
In some cases, a phased return to work may be appropriate. Leslie says: “Some people,
depending on the issue they have, may be able to come back to work fairly quickly [but] others
may require a more flexible return where they maybe start off doing part-time or morning hours.”
A cardiac event, diagnosis, or a long-term absence from work may also have an adverse effect
on an employee’s self-confidence and mental health. “It’s not just about supporting them from a
physical perspective, it becomes important to support [the employee] from an emotional and
mental health perspective as well, and not to lose track of that,” says Leslie.
Employers can highlight services such as employee assistance programmes (EAP) to make
staff aware of both the physical and mental health support systems available to them.
Helping staff to manage stress, such as taking steps to support their work-life balance or
offering mental health resilience training, may also reduce their cardiovascular risk level. Iley
says: “Cardiovascular health is just one part of being a total person and there is evidence that
how we manage our stress
has a direct link to
cardiovascular health, so
concentrating on just the
physical and not looking
at how [employees] feel
more generally and
how [their] mental health
and stress levels are being
managed would be missing
part of the piece.”

“EVERYTHING MAY
NOT HAVE TO BE
HEALTHY OPTIONS
BUT EMPLOYERS
COULD AT LEAST
SIGNPOST THEM”

Case study | RSK

Viewpoint
Michael Jenkins is chairman of the
Circulation Foundation Committee
In a world where we are exposed to
longer working hours, reduced time for
exercise, an increased sugar intake and
weight gain, focusing on workplace
health could not be more important.
The Circulation Foundation, the charity affiliated to
the Vascular Society of Great Britain and Ireland, is
committed to promoting cardiovascular health in all
aspects of modern day life.
Within the workplace, staff should be encouraged to
adopt a healthy lifestyle by being empowered to both
eat and work in a healthy way. Simple measures such as
the availability of food and snacks to include healthy
options and low-sugar drinks can encourage individuals
away from the habit of craving sugar between meals.
Allowing enough time for proper meal breaks is more
conducive to eating a healthy meal than condoning
snacking while continuing to work at a computer.
Access to drinking water is also vital. While most
commuters grab a coffee on the way to work, many do
not keep well hydrated throughout the day. This is
exacerbated by the dry air associated with airconditioned offices and the diuretic effect of caffeine.
Dehydration combined with immobility in some
higher-risk groups can be an additional risk factor
for the development of a deep vein thrombosis.
Thankfully, it is now impossible to smoke in most UK
working environments. However, smoking remains a
way of life for some. Exposure to smoking cessation
advice at work can capitalise on the added advantage
of peer pressure to help this group stop where other
methods have failed. Regular health-check sessions can
also help, whether run via a local GP practice nurse or
an in-house occupational health department.
Finally, advertising health literature and appropriate
screening programmes on noticeboards can be a way
of targeting workers who do not often visit their GP.

RSK supports employees’ heart health and wider wellbeing through pedometer challenges
In February 2015, environmental consultancy
RSK launched an employee pedometer challenge
to encourage staff to stay active as part of
Healthy Heart Month. The challenge, which saw
50 teams of five employees achieve a total step
count of 62,624,561 over the course of the

month, ran alongside a range of activities to
promote health and wellbeing.
The organisation runs wellbeing initiatives
on a quarterly basis to support the health of
its 1,600-strong global workforce. In May
2015, it launched a Let’s Do Lunch healthyeating campaign to encourage staff to take
their lunch break away from their desks
and to interact with colleagues.
This was followed by Give a Thought to Sport
Day in October 2015, which looked to highlight
the link between sedentary behaviour and
health conditions such as heart disease.
In October 2016, RSK introduced its second
pedometer challenge, which saw an increase in
participation. Over four weeks, 63 teams

globally took a total of 89,434,971 steps. RSK
promotes the challenge through its intranet
and social media. The aim was to encourage
everyone to get involved, irrespective of their
usual activity level. To do this, the organisation
celebrated best improvers and the mostimproved individual was recognised with
a Fitbit Charge HR.
Zoe Brunswick, HR director, says: “The key
for us is around having fun, raising awareness
and social interaction. We are such a diverse
business and we’ve got various teams, they
could be sat in the same office and never
interact with each other, so these sorts
of [initiatives] are about bringing the business
together and breaking down those barriers.”
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global
reward

Worldwide
protection

Need to know
• Prior to assignment, an employer can tailor its
private medical insurance (PMI) plan to suit
budgets or local markets.

Expats require tailored PMI packages
and a good medical care network

• Employers need to make sure that they work
with a provider or broker that has knowledge
of global markets.
• Employers should also make sure that the
provider offers expatriates access to a good
medical care network.

@

Read also

What is included in a global
wellbeing strategy?
bit.ly/2m3WubC

Ty n a n B a r t o n | F e a t u r e s e d i t o r
Employee Benefits

Prior to sending employees abroad on expatriate assignments, employers must first ensure
that their private medical insurance (PMI) policies are sufficient to protect the health and
wellbeing of their mobile staff. So what are the key things employers should consider
before an employee embarks on assignment?
Understand global rules
When providing insurance for expats, an employer must ensure that it chooses a PMI provider
that has an understanding of the local rules and regulations that can affect cover. While
employers may want all expatriates to have the same cover wherever they are in the world,
this simply is not possible due to complex legislation that sits behind PMI in different locations.
Paul Winstanley, head of business development at Generali Global Health, says: “If [employers]
want to provide insurance that is more locally based, they need to consider things such as
international sanctions. [For example], UK-based insurers would have to adhere to the EU
sanctions list; countries on there [include] Sudan, Somalia, the Congo, Ukraine and Russia.”
This means that while the insurer will insure employees, it may not be allowed to pay claims
directly in that country because it will not be permitted to take money in or out of the country. In
these cases, the employee would have to pay for the treatment, which can be very expensive in
some instances, and claim it back. This can be done either in their home country or through the
insurer’s e-claims portal, as long as the employee’s bank account is outside of the sanctioned
country in which they are based.

Wellbeing add-ons
The expat PMI market has seen a change in demand for
additional services that are available through insurance
policies and look after employees’ wellbeing. “For example, a
product that provides expat assistance, such as an [employee
assistance programme] EAP but specifically with expats in
mind [covering] issues such as leaving family and friends
behind, is often [included] in a package with financial and
legal advice tailored specifically for expats,” says White.
Other pre-assignment services are also in demand, such as
knowing where an employee can get a prescription fulfilled, or
the ability, through virtual health services, to have a
consultation with a GP over Skype, says Damian Lenihan,
executive director of distribution at Aetna

iStock

Ta i l o r t h e p l a n
As with UK plans, PMI for expatriates can be a costly benefit, but there are steps employers can
take to counter this. Working with their insurer they can determine the best product or model
for their expatriates; which could, for example, include introducing co-insurance or an excess so
that employees can claim what they want but have to pay for a
certain amount themselves.
“For the employer, it means their expats have some ‘skin in the
game’, [so] they are on the side of the employer knowing that
this benefit costs quite a lot,” says Winstanley.
Employers might also want to consider offering expats
certain products tailored to a location. Rebecca White, head
of proposition, accident and health at insurer Collinson
Group, says: “For example, if the employee’s assignment is
in Singapore where there are very good medical facilities, it
may be in that case the employer decides to put that assignee
on a local product, but then also buys them evacuation and
repatriation cover just in case they have a medical emergency
for which they’d rather be treated at home.”
Wherever they are sending an employee, employers need
to ensure that the individual has access to a good network of
hospitals, clinics and doctors. If an insurer has a good network,
typically it will have negotiated good rates with hospitals,

which will then make the insurance cheaper for the employer.
Joe Barber, senior consultant at Willis Towers Watson, says:
“It comes down to access to care and the prime locations that
employees will expect to go to receive care, whether that be a
medical clinic, a hospital, [or] pharmacies. Through engagement
with their PMI insurer they’ll have a programme where [they]
can download information about quality of care, access to care,
and then be provided with a list of facilities, maybe some with
English-speaking doctors and nurses, and what to expect from
that experience.”
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motivation

Knit it all
together

Need to know
• Corporate social responsibility (CSR) activities
can include payroll giving, charitable fundraising,
volunteering, and environmentally-friendly schemes.

Corporate social responsibility (CSR)
activities can be critical in motivating talent

• While large employers have a duty to report corporate
sustainability actions, employers can benefit from
promoting CSR through the attraction of key talent.
•Engaging employees in developing and leading CSR
activities will boost both the success of the scheme
and staff motivation.

@

Read also

Can employee involvement boost engagement
in a motivation strategy?
bit.ly/2nrBsUC

Good actions give strength to ourselves and inspire good actions in others; it is through no
great leap that Plato’s words could be applied to engaging an organisation’s workforce in its
corporate social responsibility (CSR) initiatives. And through these actions, the organisation will,
in turn, reap the benefits through the attraction and retention of talented employees. Deloitte’s
global Millennial survey, published in January 2017, found that 35% of millennials, those born
after 1982, that are offered the chance to support or contribute to charities or good causes
while at work are likely to stay with their employer for more than five years, compared to 24% of
those that are not offered such opportunities.
UK-listed organisations have a requirement to produce a strategic sustainability report, which
can be an opportunity for an employer to demonstrate the impact its actions have on society,
the environment and sustainability. Kiarna Tarr, senior communications consultant at Like Minds,
says: “[Employers] want to focus on doing the right thing, it’s something that needs to be in the
business strategy, and if it’s not, investors would ask questions about it too. [They] see it as a
really creative opportunity to strengthen their business, while contributing to society as well.”
CSR should not be an item on an employer’s agenda, it should be the agenda, says Karen
Sutton, founder and chief executive officer of the National CSR Awards. “[Employers] and
organisations that have CSR at their core ensure the sustainability of their business. True

39%

45%

of respondents agree that organisations
that support good causes make better
employers (Source: Charities Aid Foundation,

of respondents say that organisations
should support good causes by offering
staff time off to volunteer (Source:

December 2016)

Charities Aid Foundation, December 2016)

“EMPLOYERS WANT
TO FOCUS ON
DOING THE
RIGHT THING, IT
NEEDS TO BE IN A
BUSINESS PLAN”

CSR is not just a programme a business runs either, these
are not simply add-on activities to make a business look
good,” she says.
CSR initiatives take many different forms but each can play a
key role in boosting employee motivation. Initiatives can range

Images: iStock
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from schemes such as payroll giving, which require little involvement from the employer, to
volunteering projects that see employees build schools in a remote parts of the world, with
the employer giving individuals paid time off to participate.
According to Sutton, there has also been a growth in corporate community partnerships
where employers give employees time off to volunteer for projects in their communities.
Giving gracefully
This year sees the 30th anniversary of payroll giving, whereby employees can donate to a
charity of their choice tax free from their salary, and the scheme grows in popularity each year.
More than one million employees gave to charity directly through their employer’s payroll-giving
scheme in 2016, and the amount donated to charity via the schemes increased by £3.5 million
in the 2015/16 financial year, according to
figures from the Association of Payroll Giving
Organisations (APGO).
Mervi Slade, senior consultant and chair of
the Institute of Fundraising’s payroll giving
special interest group, says: “[Payroll giving]
can be a nice addition to CSR programmes; it’s
easy to set up, it doesn’t cost anything for the
employer to have in place, [and] it shows the
employer has [a] commitment to giving back. In
any workplace, [there will be] individuals who
are happy to give money but not necessarily
give time.”

“IT NEEDS TO BE
SOMETHING
THAT HAS
THAT SHARED
VALUE ACROSS
EVERYBODY”

Value added
Employers can use CSR to improve motivation
levels; employees are more likely to identify with an organisation that believes in values that
match their own. If employers involve employees in creating and running CSR initiatives, staff
will feel more engaged with the strategy and motivated to contribute to its success.

Tarr says: “It does need to be something that has that shared
value across everybody, whether that comes from giving
employees the option to choose what they want to
do, whether it’s money given to them, or a list of different
initiatives, rather than it being top-down.”
Employee CSR motivation strategies also include those
that aim to protect the environment, for example, by
encouraging employees to save water and energy.

Viewpoint
Andy Melia is head of community
investment at Business in the
Community (BITC)
Employee volunteering gives staff
the opportunity to connect with a
community, build their knowledge of
the needs and challenges in society and
deliver value through sharing skills and expertise. This
can help to generate trust in the business and help staff
to feel more involved in the towns, cities or countries
that the business operates in. It is an important tool
for making staff feel good about where they work,
whether they are befriending isolated older people
or sitting on a board of trustees.
But it is more than charity or corporate social
responsibility, it is also an opportunity for employees
to gain valuable skills and knowledge that improves
their productivity. It can help employees to create
products and services that are more relevant to the
customer base within a community.
Brigade is a social enterprise restaurant and
bar that offers homeless people or those at risk of
homelessness training in hospitality and catering,
and is a partnership between several charities and
PricewaterhouseCoopers (PWC). The accounting
firm provided marketing and legal support to help
support the restaurant and more than 100 employees
have volunteered and mentored apprentices. As well
as generating high levels of social value and return
on investment, PWC reported that its staff improved
their own skills, developed networks and social
awareness, and reported feeling more engaged
with their employer.
Examples like this are backed up by research. A May
2015 study by Circle Research, People or profits: why
not both? found that the business benefits of employee
volunteering included employee engagement (40%),
team building (21%), and even a positive impact on PR
and reputation (38%). And in an era where attracting
and retaining millennials is a hot topic for HR teams,
employee volunteering has also been shown to be an
important pull factor. Research by Business in the
Community in May 2016 showed that young people
aged 18 to 24 are using volunteering to further their
career aims (38%) and gain new skills (48%) to a greater
degree than any other age group.
As businesses increasingly fight to retain and
recruit talented staff, employee volunteering is a way
for employers to offer employees an exciting mix
of skills development, demonstrate their corporate
responsibility and offer social value to the community.
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Case study | RBS
Royal Bank of Scotland boosts employee
motivation and engagement through CSR

“IT’S GOOD TO
BE OUT IN THE
COMMUNITY
TO BE SEEN AS
AMBASSADORS
OF THE BUSINESS”

Involving employees in activities such as
volunteering, as well as demonstrating a
commitment to employee wellbeing and
the environment, is a significant benefit for
businesses, says Robin Farwell, business
development manager at Green Rewards.
“The obvious benefits are the costs savings,
reducing [the] environmental impact, saving
energy and reducing the amount of water
[they’re] using,” he says. “But also, a lot of our
[employer] clients encourage volunteering: it’s
good to be out in the community [and] to be
seen as ambassadors of the business, it’s good
for [an employer’s] reputation as well.”

As part of its aim to become more efficient and
environmentally responsible, Royal Bank of Scotland
(RBS) launched a reward scheme to engage employees
with its corporate social responsibility (CSR) goals.
Mike Lynch, sustainable workplace culture manager
in the workplace specialist services team at RBS, says:
“The bank is aiming to become number one for trust
and advocacy, and we believe that if we are a
responsible business taking care of the environment
then that’s going to help get us towards that goal.
“The other thing is that we want to become more
efficient. As a business, we have over 2,000 buildings
and the energy bills are significant, so there’s a cost
element in efficiency there.
“Then there’s employee engagement: getting people
interested, engaged and rewarded for taking part in
something that makes people feel good.”
In 2016, RBS ran a pilot of the Jump programme,
provided by Green Rewards, with 1,200 employees.
Employees participated in challenges to see how they
could save things such as energy, water, and waste
paper, and were rewarded for their efforts.
Teams were responsible for a last-person-out
checklist to take responsibility for ensuring everything
was switched off and no taps were left on at the end
of the day to save water and energy.
The rewards included wall socket timers so that
employees could install them on electrical appliances
that are usually left on standby in their own homes in
order to save money on their own bills.
As an incentive to join the scheme, employees had
the option of claiming a KeepCup reusable coffee cup
or water bottle. Over 1,000 KeepCups were
distributed, which led to the bank removing disposable
cups from one of its sites. Among employees that took
part in the pilot, 95% said that the scheme contributed
towards employee engagement, team building, and
environmental sustainability.
In March 2017, the scheme was extended to all
RBS employees in the UK and Ireland, through a
smartphone app whereby they can take part in
the sustainability challenges to earn points.

Feeling proud
Ultimately, employees will feel proud to work for an
organisation that is known for positively contributing to
society and will be much more likely to want to stay there.
Sutton says: “Putting CSR initiatives in place helps to
create this culture of shared values that encourages
engagement and a highly motivated workforce. Such an
environment boosts staff retention and acts as a catalyst
to attract talent too.”
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“
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pensions

Savings in
the right key

Need to know
• The Lifetime individual savings account should
be viewed as complementary to a pension, not
an alternative.

A Lifetime individual savings account should not
be seen as an alternative to a workplace pension

• Through a workplace pension, an employee
can benefit from both employer contributions
and tax relief.
• Employees should seek financial advice if they
are in any doubt over using a Lisa in place of a
workplace pension.

@
Mel Duffield is head of pension strategy and insight at the
Universities Superannuation Scheme and member of the Pension
and Lifetime Savings Association defined contribution council

The impending launch of the Lifetime individual saving account (Lisa) presents an attractive
new way for people to boost their savings for a deposit for a first home or their pension pot on
retirement, but it should not be seen as an alternative to paying into a workplace pension.
From April 2017, anyone aged under 40 will be able to open a Lisa and set aside up to £4,000
a year knowing that, as long as it stays untouched until they are 60, the government will match
25% of what has been saved. The £4,000 forms part of an individual’s £20,000 annual Isa limit
from April 2017.
On their 60th birthday, they will be able to take out all the savings as a tax-free lump sum.
Only first-time home buyers explicitly using it as a deposit will be able to touch it before then
and still keep the government bonus; other savers who make a withdrawal before this date may
lose the government bonus and any interest received on it, and face high exit charges of 5%.
So, for example, a 39-year-old saving the maximum £4,000 would get north of £100,000 in
today’s money: £80,000 in savings, and £20,000 from the government, plus whatever interest
or investment return has been earned on the £80,000.
That is a very valuable and attractive addition to the suite of products available to savers.

iStock

Complementary offering
For some people who do not have ready access to a workplace pension, for example the
self-employed, the Lisa is an easy-to-understand initiative to provide them with greater financial
security in their retirement.
But there are a number of reasons why both the Financial Conduct Authority (FCA) and the
government have recognised that Lisas should not be seen as an alternative to a workplace
pension but complementary. And it
is really important for people to
appreciate why.
While the 25% bonus offered by
the government might, on the face
of it, seem attractive, member
contributions into workplace
pension schemes receive matching
contributions from employers, and
the benefit of basic or higher-rate
tax relief.
Many employers also offer more
generous matching structures
above the minimum employer
contributions required for
auto-enrolment.
Those contributions are then
typically invested in a default
strategy that has been designed

Read also

What role do individual savings accounts
play in a workplace savings strategy?
bit.ly/2jZkVl3

to suit the risk profile of a long-term saver with the charges
on those investments capped and closely monitored to
ensure value for money for savers. With the Universities
Superannuation Scheme (USS), for example, members pay in
8% of their pay and employers pay in 18% of salary, which
covers the accrual of defined benefits and a guaranteed
income in retirement, branded the USS Retirement Income
Builder, for the first £55,000 of annual earnings, and a 20%
total contribution from member and employer to the defined
contribution section of the scheme, known as the USS
Investment Builder, in respect of salary above that level. Even
for schemes less generous than the USS, the combined impact
of the employer contribution and tax relief will often be greater
than that offered by a Lisa.
And while the Lisa is tax-free at the end, employees will
have paid tax on it before it goes in: through their payslip. The
amount of tax an employee pays on their salary is likely to be
higher than what they will pay on a pension in retirement.
In a Lisa, employees will only be able to access their savings
and benefit from the government bonus without a penalty
after they have turned 60. For those saving into a workplace
pension, they can currently start to access it from 55 years old,
but for younger people that is set to rise
to age 57 from 2028 and is intended to
be 10 years before the state pension
age at any given time.
If any employee is giving serious
consideration to using a Lisa instead of
paying into a workplace scheme, they
should consider the substantial benefits
they might be missing out on. If an
employee is in any doubt, they can get
independent financial advice. To help
members make informed decisions, USS
will be providing a simple compare and
contrast between key features of the
Lisa and saving with USS. Hopefully, for
those of our members that can afford
it, we can encourage more saving for
a property and for retirement, rather
than one or the other
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employer
profile

Travel-centric
focus

At a glance | Holiday Extras

Holiday Extras relaunches benefits strategy to
align with new brand and five-year growth plan

Holiday Extras is a travel and leisure business that provides
airport add-ons, such as airport parking, hotels, lounges,
and insurance. The organisaঞon’s headquarters is located
near Ashford, Kent. It has 650 employees across the Holiday
Extras brand and short-breaks division, with a 65% to 35%
female-to-male raঞo. The average age of employees is 34,
and the average length of service is seven to eight years. All
facets of the business are delivered in-house. This includes
technology, markeঞng and web opঞmisaঞon, partnerships
and commercial, its call centre, and HR.

@

Read also

Countrywide aligns benefits and
rewards to help boost growth
bit.ly/2bRKOUV

Katie Scott | Reporter
Employee Benefits

Travel and leisure organisation Holiday Extras has introduced a new benefits strategy to align
reward and benefits with its new brand image and a five-year business growth plan.
Its new approach to benefits, which launched in March 2017, reflects new business branding
around adventure and exploring the world. It has a travel-centric focus and prompts employees
to own their benefits, with everything they need at their fingertips. This is demonstrated in a
holiday-brochure-style employee pack, which details the reorganised benefits offering.
Its new benefits strategy, which centres around its flexible benefits scheme, divides its
benefits into three key pillars: Plan Ahead; Road to Wellbeing; and Good for the Soul, to help

signpost the organisation’s 650 employees to the most
relevant and useful benefits for them.
Emma Tanton-Brown, reward executive at Holiday Extras,
says: “[We] can’t [categorise] people into certain benefits now.
[...] It’s really about offering flexibility and choice. Everybody
goes through a different path in life and they all want
something different, so that’s why we’ve introduced three
new categories for benefits.”
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profile

Business objectives
• Holiday Extras’ five-year growth strategy is to
expand the brand, data, technology, new products
and partnerships across Europe.

The first category, Plan Ahead, is aimed at helping
employees plan for their future. It features the workplace
pension options available and childcare vouchers, as well as
group risk benefits, such as life assurance, critical illness
insurance and group income protection.
The second category, Good for the Soul, is all about lifestyle
and activities that employees can enjoy outside of work. This
category promotes benefits such as charitable giving, a holiday
buy scheme, and restaurant dining discount cards, as well as
Holiday Extras’ own social club, which provides access to
discounts on day trips and event tickets.
The final category is the Road to Wellbeing, which highlights
the benefits staff can use to manage their health. This includes
healthcare- and fitness-related benefits such as a health cash
plan, dental insurance, private medical insurance (PMI), bikes
for work, and an employee assistance programme (EAP).
The new strategy is aimed at enhancing staff motivation and
retention, as well as attracting new talent to the business.
“We wanted to set ourselves up in the best possible position
for the next five years, so we had to really reflect on the
reward offering
and what we
currently had
in place,” says
Tanton-Brown.
“It goes back to
the attraction,
the reward and
the retaining
piece. [We]
want the best
possible people,
[and we] want
them to stay,
so [we] need
to have
a great offering in place in order to grow [the] business.”
Although Holiday Extras’ previous benefits strategy also
had these over-arching ambitions around staff motivation and
recruitment, the re-design was intended to help employees
re-engage with their benefits, says Tanton-Brown.

“WE CAN’T
CATEGORISE
PEOPLE INTO
BENEFITS.
IT’S ABOUT
OFFERING
FLEXIBILITY”

Attract, retain, motivate
“The strategy before was, and still is, around continuing to
attract, retain and motivate the very best, that is always our
over-arching strategy as a people team,” she explains. “Our
benefits played a role in doing that. It was and continues to be
a big draw for people and a reason they join us. The teams
were ready for a change, [and] a reason to engage with their
benefits again; we have teams who want things to be quick
and easy and now they will have it.”
Holiday Extras has also launched a new reward hub after
switching flexible benefits provider. The hub, provided and
administered by Benefex, will feature a consumer-style
shopping basket, as well as a monthly total reward statement
to enhance employees’ understanding of the value of their
total reward package.

Benefits
Pension
I Group personal pension
(GPP) plan, with 3%
employee contribution.
Employer contributes 3%
for the majority of staff
and 11% for directors
and associate directors.
I National Employment
Savings Trust (Nest) for
those not in the GPP with
1% staff contribution and
1% employer contribution.
Group risk
I Group income protection.
Employees who started
before January 2005
receive cover of 75% of
salary; staff with more
than four years’ service
receive cover of 35% of
salary for two years.
I Life assurance: two-times
salary as core.
I Employee-funded critical
illness insurance.
Healthcare and
wellbeing
I Private medical insurance,
available for employees
after four years’ service.
I Employee-funded dental
insurance.
I Health screening available
after four years.
I Discounts on on-site
exercise classes.
I Employee assistance
programme (EAP).
I Health cash plan.
I Bikes-for-work scheme.
Work-life balance
I Childcare vouchers.
I Holiday starts at 20 days
and increases up to 25
days with service.
I Holiday buy up to three
additional days.
I Birthday off.
I Flexible-working policy.
I Enhanced shared parental
leave of three months
at 100% pay, and three
months at 50% of pay.
Other benefits
I Dining cards.
I Social club.
I Monthly bonus for
call-centre staff.
I Voluntary benefits scheme.

Career history
Emma Tanton-Brown, reward
executive at Holiday Extras
Emma Tanton-Brown, reward
executive, joined Holiday Extras in
August 2002, initially in a weekend role
in its call centre. After studying HR at
university, Tanton-Brown became
people team administrator, before progressing into
an executive HR role and then the reward function in
2011, with a focus on pay and benefits.
“[I am most proud of] being part of a team that
has, for 10 years, won in The Sunday Times’ 100 Best
Companies to Work For,” she says. “[It’s] a great team
that genuinely [cares] about doing what’s right for the
people and for the business as well.”

The new system will also enable the organisation to better
measure which benefits employees are selecting and gauge
which are most valued by staff, adds Tanton-Brown.
Holiday Extras promotes its reward and benefits offering
through a communication strategy that targets employees as
soon as they are offered a position at the business. “From offer
and acceptance to when people start can be as [long] as three
months, so [we] want to keep people interested and excited
about joining,” says Tanton-Brown.

The organisation sends two emails to new joiners before
they start, with one of these emails detailing the benefits they
will have access to. With up to three months between an
accepted job offer and a candidate’s first day, the email is
designed to engage new employees, highlighting which
benefits they can utilise immediately, and which ones they
can access once they have passed their probation period.
The organisation reinforces this with face-to-face group
‘buzz sessions’, held approximately four to eight weeks after
an employee joins. An additional email is also sent after an
employee passes probation, containing log-in details to the
benefits platform. Holiday Extras also uses instant messaging
tool Slack for organisation-wide communications.
Although 2017 signals the start of a new benefits chapter
for Holiday Extras, its reward journey is still far from over as
Tanton-Brown and her team work to support the organisation
in achieving its five-year plan
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Did you know?
47% of employees rank
eyecare as one of their
top 3 preferred benefits
We are a partnership between ASE Corporate and Boots offering advice, expertise and a range of
products and services in the area of workplace healthcare, with a focus on corporate eyecare.
T: 0844 800 4028

E: sales@eyecareplans.co.uk

www.eyecareplans.co.uk

Smart Employee Eyecare (SEE) have helped alleviate the
bulk of the workload involved with issuing my colleagues
VDU and safety spectacles. I simply generate a voucher
for my colleague online and SEE do the rest. I would not
hesitate to recommend them to any company.
Mike Gauld
QHSE Manager, Archer
VDU | SAFETY | DRIVER
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The end
is in sight
Safeguarding employees’ eye health
should be a key consideration
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Read also

Read more buyer’s guides
bit.ly/1irTZcZ

Statistics

34% 42%

Katie Scott | Reporter
Employee Benefits

With just under half (48%) of employees now spending at least seven hours looking at a digital
screen for work purposes, it is perhaps unsurprising that 41% of employers are concerned about
employees’ eyesight as a result of display screen equipment (DSE) usage in their working role,
according to research by Specsavers Corporate Eyecare, published in March 2017. Safeguarding
employees’ eye health, therefore, is a key consideration for many organisations.
A routine eye test can not only check for vision-related problems, such as cataracts,
glaucoma or diabetes-related retinal issues, but it can also detect wider health complaints.
There are four main areas of corporate
eyecare. These include display screen
equipment (DSE) packages, designed
for employees who use screens for the
majority of their work; prescription safety
eyewear for staff in at-risk roles; driver
eyecare; and optical care, which can
be offered as a healthcare benefit.
Employers have a legal obligation
towards their staff when it comes to
eyecare. The Health and Safety (Display
Screen Equipment) Regulations 1992
dictate that employers have to fund an
eye and eyesight test for all employees
using computer screens, laptops, or similar
devices for work. If the test reveals that
an employee requires eyewear solely for
DSE work, then the employer must fund
the full cost of the glasses, including the
basic frame and lenses.
Employers also have an element of responsibility for employees who drive for business
purposes. Although the onus is on the employee to ensure they are fit to drive, a fatal accident
caused by an employee’s poor eyesight while driving for work can have legal implications for
employers under the Corporate Manslaughter and Corporate Homicide Act 2007.
Implementing eyecare benefits
Employers have a number of options available when it comes to offering eyecare benefits. One
of the most popular is via pre-paid paper or electronic vouchers from larger suppliers such as
Specsavers. The employer will purchase these vouchers for their workforce, then allocate them
to staff who request eye tests, enabling the employer to track voucher usage and take up.
The cost of corporate eyecare will vary depending on level of cover. For example, Specsavers’
DSE voucher costs £17 per employee, while its optical care voucher, which is available for all
employees regardless of the nature of their role, is £35 per employee. Employers should also
consider that they may need to purchase a minimum amount of vouchers.

of UK adults who have not
had a sight test in two years
would a end a free eye test

of UK adults are aware that a
rou ne sight test can detect
high blood pressure (Source:

(Source: RNIB and Specsavers, July 2016)

RNIB and Specsavers, July 2016)

The facts
What is corporate eyecare?
Corporate eyecare is an employee benefit that helps
employers to comply with health and safety obliga ons
for staﬀ who use visual display units (VDUs), or to
help those who drive on business. The most common
ways to provide corporate eyecare include e-vouchers,
through a health cash plan, or through an arrangement
with a local op cian.
Where can employers get more informaঞon on
corporate eyecare?
Employers can find out more informa on about their
eyecare responsibili es via the Health and Safety
Execu ve’s website: www.hse.gov.uk.
Who are the main providers?
Key providers of corporate eyecare include ASE Corporate Eyecare, Boots, Duncan and Todd, Edenred, Op cal
Express, Smart Employee Eyecare, Specsavers, Tesco
Op cians, Unum, Vision Express, and VSP Vision Care.

Alternatively, employers can run schemes with local
opticians, for example, operating on the basis of employee
referrals or arranging on-site eye examinations.
Optical care can also be included as part of a health cash
plan. Rather than having the cost of items, such as sight tests,
fitting fees, prescription glasses or contact lenses, covered,
the employee will pay for their eye test and glasses then
claim it back from the health cash plan provider
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Tools of
the trade
Personalised tools and apps are
driving the take-up of flexible benefits
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Sam Barrett |
Freelance journalist

As the workforce becomes increasingly diverse, providing
a broad range of benefits is essential. This can present
challenges in terms of administration, communication and
cost, which is where flexible benefits technology can help.
This provides a platform on which to deliver a flexible
benefits scheme. As well as enabling employees to find
out more about the perks available, and select and manage
the ones they want, the employer also benefits from slicker
administration processes behind the scenes.
Just like other forms of technology, flexible benefits
technology is a market that is constantly evolving. This can
be seen in the way these systems are provided, with many
now cloud-based in keeping with the software-as-a-service
model, rather than being stored on employers’ servers.
Another key trend is a drive to make these systems as
user-friendly as possible. This is being reflected in two
different ways.
First, providers are now developing platforms that suit
employees’ desire to access their benefits from a wide range
of devices, at home and on the go, as well as in the workplace.
Subsequently, mobile-responsive websites and apps are fast
becoming the norm.
Platforms are also becoming increasingly intuitive and
interactive. Rather than wrap around a series of microsites
from different benefits providers, more and more systems are
using single sign-on technology to offer employees a much
more seamless experience.
Bigger benefits
The breadth of benefits is expanding too. While pensions and
auto-enrolment have been a driver in the take-up of flexible
benefits technology over the last few years, many platforms
also offer access to discounted shopping websites.
While exclusive offers can help employees stretch their
cash, education is also becoming a key part of the experience.
Flexible benefits platforms include guides and features such
as total reward statements (TRS) to help employees better
understand and engage with their benefits package.
Several providers are now taking this a step further and
using a range of personalised and interactive tools to enable
employees to make the most of their money.

For example, as well
as bringing an employee’s
benefits together in one
place, Mercer’s digital
platform Harmonise includes
a range of interactive tools
and nudges to help them
improve their health and
finances. These include a
price comparison site to
encourage employees to
save money by switching
utility providers and a health
module where, by connecting
a fitness tracker, they can
compare their health data
to medically accepted
norms and receive nudges
to make improvements.
Aon’s platform, Bigblue,
also encourages more
interaction. It allows
employees to add their
personal finances to the
platform, including credit
cards, mortgages and
property, to gain a deeper
understanding of their
financial position.
Developers are also taking
employers’ requirements into
account. As well as helping
to drive up employee
engagement with their
benefits package, providers
are also helping multinational organisations to
offer one common platform
to all employees, with each
country’s service tailored to
the local requirements.
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While platforms are becoming more intuitive, many expect to see them develop even further
over the next few years. One of the key developments will be even greater improvements in user
experience, making flexible benefits technology mirror consumer sites such as Amazon.
More personalisation
As well as simpler user interfaces and greater flexibility, this will also encompass a much higher
level of personalisation. By understanding more about the employee, which is becoming simpler
as they are encouraged to add more external financial and health data to these platforms, it will
be easier to tailor information towards them. This will ensure staff receive details of appropriate
products which, by leading to higher levels of engagement, will also benefit the employer.
With employees expecting to be able to access flexible benefits platforms via phones, many
also expect to see providers adopt more mobile technology. This could include using fingerprints
and other biometrics in place of passwords, as well as smart personal assistants akin to Apple’s
Siri and Amazon’s Alexa to help employees get more from their benefits.
Making platforms more engaging could also change the shape of flexible benefits plans. With
a broader range of benefits, it makes sense to break away from set annual enrolment and move
to a more flexible model where employees can take up benefits as and when they need them.
Given the range of developments that are likely to emerge in the flexible benefits technology
space, scale is essential. While providers have grown on the back of increased take-up of
platforms, consolidation is also a natural consequence.
For example, in December 2016, after working closely with Thomsons Online Benefits for
several years, Mercer announced it had agreed to acquire the organisation, giving it access
to Thomson’s Darwin technology.
Further consolidation, whether through acquisition or strategic partnerships, is likely to
shape the market further in the coming years

Statistics

65%
of employees expect their
employer to provide guidance on the employee
benefits available to them
(Source: Capita Employee Benefits,
October 2016)

68%
of employee respondents
want to access all of their
benefits from a single place
(Source: Thomsons Online Benefits,
March 2017)

The facts
What is flexible benefits technology?
This is a form of technology that enables employers to
deliver a flexible benefits scheme to employees. Systems
can operate in-house or through cloud-based servers and,
as well as providing access to benefits and reward, many
include interac ve tools to increase engagement.
What are the origins of flexible benefits technology?
The first systems were introduced more than 25 years
ago but, because technology was much less sophis cated
then, these were very basic.
Where can employers get more informaঞon and advice?
There is no industry body to represent technology
providers so employers should speak to providers, benefits consultants and other organisa ons to gain an insight
into what would be appropriate. More informa on is available at: www.employeebenefits.co.uk/benefits-technology/
What are the costs involved?
Costs depend on the number of employees and the level
of sophis ca on required. However, organisa ons can
expect to pay from £4 per employee for flex technology
only, rising to between £20 and £40 per employee if
administra on management is included. Implementa on
costs should also be considered. Although many providers
are prepared to oﬀer volume-based discounts, these costs
can run into hundreds of thousands of pounds.
What are the legal implicaঞons?
Systems must comply with data protec on regula ons.
What are the tax issues?
HM Revenue and Customs’ rules around salary sacrifice
arrangements apply to any flexible benefits oﬀered.
From April 2017, the government will significantly limit
the range of benefits that a ract tax and employer
na onal insurance (NI) advantages when oﬀered
through a salary sacrifice arrangement.
Which providers have the biggest market share?
Leading providers include Aon Employee Benefits,
Benefex, BHSF, Capita Employee Benefits, Co-opera ve
Flexible Benefits, Edenred, JLT, Mazars Employee Benefits,
Mercer, Personal Group, Staﬀcare, Vebnet and Willis
Towers Watson.
Which have increased their market share the most?
It is impossible to say but Mercer’s acquisi on of Thomsons Online Benefits will have boosted its market share.

54% 27% 85%
of employee respondents
want to access their benefits
from a mobile device (Source:

of employer respondents
provide employees with
single sign-on access (Source:

of employer respondents
oﬀer online flexible benefits
to boost engagement (Source:

Thomsons Online Benefits, March 2017)

Thomsons Online Benefits, March 2017)

Aon Employee Benefits, February 2017)
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No French
connection
Candid gets a somewhat frosty
reception over the water

Read also

More confessions
bit.ly/1OgAv5U

executives and another for a plan that might be
something to do with early retirement but really
it could be almost anything.
Madame D is not big on explanations, so I just
take a photocopy and hope I can work it out at
home. The savings plan isn’t a big deal as we have
similar plans elsewhere in France. I suppose I’m
really looking for any high-cost anomalies that will
create a stir in head office.
Madame D seems quite suspicious of me and
I do get that. Small companies should be very
suspicious of new corporate owners. Typically, we
go in and start messing about with everything. She
says I must speak to the workers council about
anything to do with insurance. Really? That seems
very odd. Furthermore, the workers council can’t
see me until next week and by then I will already
be back in England. I have a feeling this is
deliberate obscuration. No matter, I have gleaned
almost enough information to keep Big Bad Boss
quiet for a bit, and I will find a way to get the rest.
Pressing Madame D for more on the insurance
policies only results in her announcing it is
lunchtime. Everyone moves into a large meeting
room where salads have been delivered. No one

“I KNOW I CAN
GET ALL THE
DATA I NEED BY
STEALTH. RESULT”
asks me what I want, and I am handed a plastic box.
Madame D and the other department heads appear
to be lunching in another room. They probably have
proper meals and maybe even wine. Shoved in with
the workers. Huff.
I spend some time with Charlotte, who turns
out to be the administrator for HR, finance, IT
and procurement departments, as well as the
receptionist. It is quite a small company, but

Cameron Law

There was a time when I loved travelling on
business. It seemed exciting and glamorous then.
Thinking of an international flight meant attractive
flight attendants handing out trays of food with
several tiny, but tasty, courses. We’d be given a
glass topped up with something sparkling and a
glossy magazine to fill the time. Above all, there was
the thrill of visiting somewhere new at the end of it.
Now, at least on my ‘favourite’ airline, we have
to endure old ladies in polyester suits throwing
miniature inedible buns at us from across the cabin
with the carelessness of a toddler putting their
toys away. Even arriving in Paris no longer seems
exotic; I’ve been so often for work it has the tired
familiarity of my local supermarket.
Still, this time I am going to a different office in
the depths of the French countryside. This new
company has been bought out in the latest series of
pointless acquisitions driven by our Higher Beings.
There has been little attention to the profitability of
these companies, so at some point I feel sure I will
be helping prepare the due-diligence data to sell
them all off again. For now, I am off to see what
our new colleagues have in the way of benefits.
A chic young woman greets me at reception and
introduces herself as Charlotte. She decides I need
a coffee to revive me from my journey before I get
started. Perhaps this trip won’t be so bad after all.
But things all change when Charlotte takes me to
see Madame Duvant. I am not given her first name
but I am told Madame D is all things HR. She looks
like it too. She has that je ne sais quoi, a certain
unnerving superiority that says she has seen your
psychological profile and doesn’t like what she
has seen. When I explain my mission, she waves a
manicured hand at a set of files and leaves me to it.
I don’t know much French, and although I’ve
been around long enough to know my interessment
from my système de primes, I don’t know enough to
dive into the full nitty-gritty of insurance policies
in another language. Not that I’ve been given the
insurance policies. The majority of the files are
payroll reports merely showing headcount and
social security deductions. There is a file for
a corporate savings plan set up for the few

@

still this seems a very wide remit. It is a wonder
she is still fresh-faced and smiling, especially as no
one else is around here. Charlotte doesn’t have the
actual policies but she gives me the names of all
the relevant insurers and the policy numbers, and
because they are providers where we have group
contacts I know I can get all the data I need by
stealth. Result.
I find the whole place has an intensely serious
and frantically busy atmosphere; apart from
Charlotte, everyone has been rushing around all
day frowning and arguing irritably with each other.
And yet, the entire company seems to switch off
promptly at 4pm. Even Madame D has cleared her
desk and gone within 10 minutes. I wonder what I
will do with the rest of my day. Charlotte kindly
gives me directions to the local mall, telling me it is
open for another hour. Thanks to her, I won’t go
home empty-handed
Next time... Candid gets creativity training.
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Group Income Protection policies and be
amazed at what you’ll ﬁnd for FREE.*
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