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1) HE’S TERRIFIED OF CATS.
2) HE WENT TO SCHOOL
WITH MICK HUCKNALL.
3) HE REALLY VALUES
CORPORATE EYECARE
BENEFITS.

Corporate eyecare is an important employee beneﬁt, as well as a legal responsibility. So it shouldn’t surprise you
that in a recent survey the majority of employees considered it a valuable addition to their health care package.
With Specsavers, it’ll cost you only £17 per employee to offer your staff the most comprehensive corporate eyecare
package on the market – a full eye test, a pair of VDU glasses (if required speciﬁcally and solely for VDU use)
worth up to £45, and retinal screening for the over-40s or when recommended by your optometrist.
Not only that, but your staff can save £20 on their own glasses purchases too.

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

Source: Research carried out among 137 employers in September 2014. ©2015 Specsavers. All rights reserved.
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Mental wellbeing moves
up corporate agenda
Some of the statistics around mental ill-health issues are quite alarming.
One in four people in the UK will experience a mental health problem
each year, with depression affecting around three in every 100 people
and anxiety approximately ﬁve in every 100 people.
This means that, at any one time, most employers will have members of their workforce
suffering from mental ill-health issues. But, given the stigma that all too often still surrounds such
conditions, I wonder how many employers are aware that this is the case in their organisation?
Of course, in many cases, this will not be due to a lack of awareness. Deep-rooted cultural
fears about the potential ramiﬁcations of disclosing details of their condition to their employer
may deter many employees from doing so, even if their perceived concerns would never come
to fruition.
Thankfully, times have started to change and employees’
Emotional
mental wellbeing is currently top of the corporate agenda in
resilience is the
many organisations.
Recognition of the need for mental wellbeing support in the
capacity with
workplace has prompted a number of employers to take a fresh
which an employee
look at the support they offer. As a result, many now discuss the
is able to bounce
issue in terms of emotional resilience; that is the capacity with
back following
which an employee is able to bounce back following adversity
and properly adapt to stress.
adversity
Forward-thinking employers have also taken this a step
further, including spiritual resilience support in their employee wellbeing strategies (read more in
Building emotional resilience, page 14).
Last month, workplace mental health was the subject of the inaugural Employee Beneﬁts
Wired webinar, held in association with Legal and General and mental health charity Mind. In
this live debate, a panel of experts discussed key issues, such as the steps employers can take
to reduce the stigma attached to mental ill health; how employers can support psychological
rehabilitation; and some of the best practice that can be seen around mental health management
in the workplace.
If you missed it, the webinar session is available to view on demand at: www.employeebeneﬁts.
co.uk/eb-tv/
Debbie Lovewell-Tuck, Editor
Follow on Twitter: @DebbieLovewell
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BIGGER than you think.
With a headcount of over 700 at the ﬁrm, our industry-leading actuaries,
deﬁned contribution specialists and wellbeing experts aim to tackle any
challenge that you can throw at us.

CONSULTING ACROSS: RISK | PENSIONS | INVESTMENT | INSURANCE

barnett-waddingham.co.uk/underthesea
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BRIEFING
PAY AND BONUS

Living wage gains momentum
Robert Crawford
Luton Football Club, OCS Group,
Santander and Sundial Group are
among the growing number of
employers that committed to pay
the living wage for staff in April
2015. And on 26 March 2015, all
Premier League football clubs
agreed to commit to paying their
full-time staff the living wage by
the start of the 2016–17 season.
At present, only Chelsea
Football Club is an accredited
living wage employer.
Currently, the UK living wage
stands at £7.85 an hour, while in
London it is set at £9.15 an hour.
The 1,300 employers that have
so far signed up to pay the living
wage recognise that doing so
makes good business sense.
Donald Hirsch, director of the
Centre for Research in Social
Policy at Loughborough University,
said: “The idea of a living wage
highlights the fact that about one
in ﬁve UK workers are earning less
than the wage needed to reach
a basic minimum living standard.

“Many employers are taking
the moral position that all wages
should be at least at this level.”
With only 20 of the FTSE 100
currently accredited as living wage
employers, more could still be done
to get organisations on board.
Brent Council and the Royal
Borough of Greenwich Council
have gone some way to help by
offering local ﬁrms a discount on
business rates if they pay staff the
London living wage.
Employers that pay the living
wage may also ﬁnd it results in

ROB’S REWARD
Should more
employers be
encouraged to
commit to
paying living
wage?

Robert Crawford
There is no doubt about
it: pay rises and higher
salaries motivate
many employees.
And wages are
contining to grow even
if this is at a slower pace
than many may like. In
the three months to
February 2015, the Ofﬁce
for National Statistics

reduced absenteeism and staff
turnover and better productivity.
Guy Stallard, a member of the
Living Wage Foundation board and
head of facilities at KPMG, said: “It
is a fact that if we pay people fairly,
they are more engaged.
“The facilities sector has proven
it, with client engagement and
productivity higher on living
wage accounts. It is the ethics
of business.”
@ Read a longer version of this
story at bit.ly/1uLvwzt

TOP 15 MOST VISITED
STORIES ON THE WEB

1

New exemptions
introduced for autoenrolment bit.ly/1CBVLdF

2

Employee Beneﬁts
Awards 2015 shortlist
announced bit.ly/1GGwAgn
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Legislation and tax
changes that took effect
from 6 April 2015
bit.ly/1y0ztGV

4

Meet the Employee
Beneﬁts Awards 2015
judges bit.ly/18SHkL8

5

Commission must be
included in holiday pay
bit.ly/1OCIv26
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Government to extend
pension freedoms
bit.ly/1BoKGMd
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spends birthday in style
bit.ly/1HsUlcf

9

Naked rebrand boosts
bosses’ wellbeing
bit.ly/1CctoYj

10

Mills and Reeve to launch
new beneﬁts portal
bit.ly/1MUcqz2

11

Can employee beneﬁts
really drive employee
engagement?
bit.ly/1xBSe3t
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Government to increase
tax threshold for
higher-rate taxpayers
bit.ly/1AFIMaS
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engagement via
recognition bit.ly/1FuZCyT
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Employers will have to
reveal gender pay gap
bit.ly/1b4l4PE

15

Key Budget changes
to employee beneﬁts
bit.ly/1F8tOB3

Follow Robert Crawford on Twitter: @RCrawford_EB

found pay excluding
bonuses to be 1.8%
higher than a year earlier.
But pay can be an
emotive issue, especially
if staff feel they are
being unfairly treated.
Over the past year,
we have seen NHS
employees, ﬁreﬁghters,
ITV employees and
Jaguar Land Rover staff,
to name a few, either
taking, or being balloted
on, strike action over
pay. These are tell-tale
signs of what can arise
if staff do not feel that
they are being paid fairly,

particularly at the lower
end of the pay spectrum.
But what if employers
committed to offering
more than just aboveaverage increases and
setting their lowest
hourly wage above the
national minimum level?
What if they committed
to pay the living wage,
and, once this has rolled
out across their
workforce, became an
accredited living wage
employer by the Living
Wage Foundation?
Premier League
football clubs will help to

bring much more
limelight on the living
wage when all start to
pay it from the start of
the 2016–17 season.
As living costs
continue to rise, putting
many lower-paid staff
under greater pressure
to make ends meet, I
wonder if we might
come to a time when
employers that do not
pay the living wage are
publicly named and
shamed, as is currently
the case for those that
fail to meet minimumwage obligations.

Ranked by number of page impressions
from 13 March to 14 April.
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TAX AND LEGISLATION
The latest information on legislation and tax issues affecting employee beneﬁts, including new rules on
holiday pay, measures to increase gender pay transparency and developments affecting beneﬁts in April
TRIBUNAL

New rules on holiday pay

WHAT TO CONSIDER WHEN
CALCULATING HOLIDAY PAY:
 A worker who dies with outstanding holiday
pay should be paid this after their death.
 Commission payments must be taken into
account when calculating holiday pay.
 Overtime, including guaranteed, compulsory
and non-guaranteed overtime, should also
be included in holiday pay calculations.
 Potential bonus payments could be included
in holiday pay calculations.
 However, past claims will be limited to two
years following the launch of a cap to protect
employers from the impact of backdated
claims and give staff certainty on their rights.

Gender pay disparity
to be more transparent

must receive their normal pay during periods of
holiday in a manner that is consistent with the way
they are paid during working hours.
This ruling follows three other cases that the
Employment Appeal Tribunal ruled on last year. It
means employers need to consider commission
and overtime when calculating holiday pay.
The change in legislation is likely to affect future
claims and can be brought on backdated claims.
Jean Lovett, employment partner at Linklaters,
said: “The courts have decided that some overtime
and commission should, in principle, be included in
holiday pay calculations, but until we have more
detail as to the precise types of payments covered
and how this applies in practice, it is difﬁcult for
employers to make any changes to holiday pay.
”On the plus side, employers can take comfort
that extensive backdated claims of holiday pay
should not be possible.”
@ Read a longer version of this story at bit.ly/1mkqTaj

COMPLIANCE

Developments impacting beneﬁts in April

iSTOCK

Exceptions meaning employers
will not be not required to autoenrol individuals who are leaving
employment, staff who cancel
membership of a pension scheme
before auto-enrolment and those
with tax-protected status for
existing pension savings have
been proposed under government
draft legislation: bit.ly/1CBVLdF

David Ludlow
is head of
employment at law
ﬁrm Barlow Robbins

Robert Crawford
Commission must now be included when
employers calculate holiday pay for staff following
a ruling by an employment tribunal.
In the case of Lock v British Gas, the tribunal
ruled that the Working Time Regulations should
be read to ensure commission is brought into the
calculation for holiday pay in line with the Working
Time Directive.
This could potentially push up pay bills for
employers that use commission schemes as
a regular part of how they remunerate staff.
The ruling follows last year’s judgement by the
Court of Justice of the European Union in the
aforementioned case, which ruled that employees

ADVICE FROM THE EXPERTS

The Employment Appeal Tribunal
ruled that type-two diabetes
does not amount to disability
discrimination: bit.ly/1FgZjWW

of the exemption, employers will
need to continue to rely on informal
agreements with HM Revenue
and Customs: bit.ly/1Bs7A6K

Proposals to introduce a
statutory tax exemption for trivial
beneﬁts in kind on spends up to
£50 have been dropped from the
Finance Bill 2015. With the deferral

A number of changes came
into effect, including pensions
ﬂexibilities, shared parental leave
and a higher personal tax
threshold: bit.ly/1y0ztGV

In March, the Small Business, Enterprise
and Employment Act was granted Royal
Assent. This means that in the next 12
months, large ﬁrms with more than 250
employees will have to publish the average
salaries of both genders.
The measure will increase transparency
and is likely to lead to an accelerated
eradication of the gender pay difference,
which currently stands at 20%, as employers
seek to pre-empt legal challenges.
The Equal Pay Act 1970 pre-dated the Sex
Discrimination Act 1975, both of which are
now consolidated in the Equality Act 2010.
The Equal Pay Act was the ﬁrst
legislation aimed at addressing inequality
in the workplace post war and, since then,
most equal pay claims have been brought
by women employed in the public sector.
Another development came on 1 October
2014, when employment tribunals were
given the power to order employers to carry
out equal pay audits if they lose a claim.
There have also been signiﬁcant
developments in equal pay law relating to
claimants’ ability to bring back pay claims,
which increases the stakes signiﬁcantly.
The combined effect of these changes
could well be a tidal change and result in a
lot more actions in the private sector.
It is foreseeable that the number of equal
pay claims will increase in the ﬁnancial
services industry and the City is particularly
likely to see an increase in such claims.
In many City businesses, bonuses make
up a large part of the overall remuneration
so thought will have to be given to
designing mechanisms such as objective
criteria to justify bonus payments.
@ To read more advice from legal experts, go to:
bit.ly/RYrvb6
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Putting the latest technology into
the hands of your employees
iPad • Tablets •3&V• Apple Macs •6PDUW79V• Smartphones and more...
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EVENTS
June sees the return of the Employee Beneﬁts Awards and the launch of the Employee
Beneﬁts Post-Election Special, followed by Employee Beneﬁts Live in September

Book your table for the
Employee Beneﬁts Awards

The Employee Beneﬁts Awards
2015 is rapidly approaching and
spaces are ﬁlling up fast, so
don’t forget to book your table.
The awards ceremony and
summer party will take place
on 12 June at the Artillery
Garden at the HAC in London.
The event is also a great
opportunity to network, learn
and celebrate with your
compensation, HR and beneﬁts
colleagues in a professional yet
relaxed environment.
The ﬁnalists were
announced in March 2015,
and with 22 categories, as
well as the coveted Grand Prix
award, there is something for
everyone, as employers are
recognised for the outstanding

work they have undertaken
over the last year.
Employers on the
shortlist include McDonald’s
Restaurants, Santander, BT
Group, Penguin Random House,
Southern Water and Asda.
I See the full shortlist and
book your table at www.
employeebeneﬁtsawards.
co.uk

Save the date for Employee Beneﬁts Live 2015 Employee Beneﬁts launches
Post-Election Special

Employee Beneﬁts Live
2015 will take place on
21 and 22 September
2015 at Olympia National
in London.
Now in its 17th year,
Employee Beneﬁts Live
is the largest dedicated
reward and beneﬁts
event in Europe, providing

a platform for
compensation,
reward,
beneﬁts and
HR professionals to
come together and
network and to share
ideas and best practice.
It is also a chance to
meet with suppliers, as
well as source the latest
solutions and learn new
techniques to attract and
retain the best talent.

Delegates will be
able to attend an
extensive range of
conference sessions on
topics such as pensions,
ﬁnancial wellbeing,
ﬂexible beneﬁts, health
and wellbeing and
communications.
I For more information
and to register your
interest in the event,
visit: www.employee
beneﬁtslive.co.uk

Employee Beneﬁts will
host a brand-new event
covering everything
employers need to know
about the impact of the
election and the new
government’s policies
on beneﬁts.
The half-day event,
which will take place at
the Millennium Mayfair in

London on Monday 15
June, will comprise a
series of panel
discussions from industry
experts on key policy
areas such as pensions,
healthcare and pay.
I Further details will
be announced soon at:
www.employeebeneﬁts.
co.uk/election2015

@www.employeebeneﬁts.co.uk/events
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Follow us on Twitter: @EmployeeBeneﬁt

INTERACTIVE
@ email us at eb.editorial@centaur.co.uk with your views

PEOPLE
MOVES

Sally-Anne Borrill joins Morrison’s
WM Morrison Supermarkets
has appointed Sally-Anne
Borill head of reward. She
joins from T Systems, where
she held the role of head of
human resources management, reward
and human resources shared services
between 2010 and 2014.

Turner joins Lloyd’s Banking Group
Lloyd’s Banking Group has
appointed Ralph Turner
senior pensions manager,
trustee support (interim).
He joins from pensions
communications ﬁrm Pension Geeks!
where he held the title executive geek.
Turner’s other previous roles include
pensions and beneﬁts director at Mars.

Financial Ombudsman Service
promotes Karen Smith
The Financial Ombudsman
Service has promoted
Karen Smith to
organisational wellbeing
manager from her previous
role of reward and wellbeing manager.
She has worked at the service since
May 2007, and has held roles such as
beneﬁts and wellbeing consultant and
HR ofﬁcer, reward.

McGoff and Byrne hires Andy Dodd
Construction ﬁrm McGoff
and Byrne has appointed
Andy Dodd to the newly
created role of group HR
manager. Dodd previously
worked at Trafford Council in roles
including HR adviser, project and
business support lead and special
educational needs case work ofﬁcer.

Rabson moves up at Linklaters
Nicola Rabson has been
promoted to global head of
the employment and
incentives practice at law
ﬁrm Linklaters. Rabson
joined Linklaters in 2000 before
becoming a partner in 2012.

MOST TALKED
ABOUT
ONLINE

Employers typically aim to reduce sickness absence
levels, boost staff engagement and keep their workforce
healthy and happy through workplace health schemes.
There are a number of ways for organisations to track the
progress of health and wellbeing beneﬁts. bit.ly/1JqmrmT

“I think there is an important issue missing here. Employers should understand what the key drivers are that determine a
healthy workforce, e.g. nutrition, mindset, ﬁtness, sleep, working environment etc. Then the wellbeing proposition should
be holistic and integrated, extending well beyond beneﬁts.
“And, contrary to some of the expert advice given, it is possible to demonstrate a correlation between wellbeing and
productivity. For instance, Arup’s proprietary business user survey, which is based on a proven well-building standard, is
able to show, inter alia, a correlation between a building environment, e.g. clean air, space, nutrition, light, water, facilities
[and so on] and engagement/productivity.
“I also think that one of the commentators does a disservice to HR by stating that
we do not tend to be ‘that analytical’.
“I’m not sure what exposure they have with the market but certainly in our case HR
undertakes quite considerable workforce analytics in terms of demonstrating the value
of a wellbeing programme to the business.”
Evan Davidge, head of reward, Arup

TOP TWEETS ABOUT
THE EMPLOYEE
BENEFITS AWARDS
SHORTLIST
The Pension Quality Mark
@PQM: Congrats @PeelPorts and
National Housebuilding Council
PQM Plus schemes nominated in
@EmployeeBeneﬁt awards. Good
luck! @NAPFnews

Deborah Rees
@Deborah_Rees: Congratulations
to team at Penguin Random House
on being shortlisted for Employee
Beneﬁts award @PenguinUKBooks
@neilmorrison @EB__Awards

Darren Childs
@DarrenMChilds: @UKTV wins two
nominations @EmployeeBeneﬁt Awards
bit.ly/1FgTNDI recognising our beneﬁts
package and ﬁnancial education.

Capita Employee Beneﬁts
@Capita_EB: @UMG has also been
shortlisted for ‘Best ﬂexible beneﬁts
plan – small employer’ at @EB__Awards
http://ow.ly/L1Fhn
Richmond Towers
@RichmondTowers: Delighted to be
shortlisted for the Employee Beneﬁts
Awards 2015 @EB__Awards
bit.ly/19nXV9Q
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THE BIG QUESTION
This month’s big question:

What does the future hold
for dependants’ pensions?
From April 2015, workers
are able to access their
pension savings more
ﬂexibly. Gone are the days
of being railroaded into
an annuity at retirement.
Employees are now
free to withdraw their
savings as a one-off
lump sum, or as a
series of lump sums, and use the money
for anything they wish: to repay debt, fund
home improvements or pay for a holiday.
The government has even announced that
those who have already bought an annuity
are now able to resell it in exchange for a
lump sum.
However, amid the excitement of this new
and radically different pensions landscape,
there is one important issue that could easily
be overlooked: the dependant’s pension.
When workers bought an annuity, they
could choose a joint life annuity. Their starting
pension was a little lower, but when they died,
pension instalments at their chosen rate would
continue to be paid to their spouse for the rest
of their life.
But what if the member dies, having taken
their entire pension as a lump sum and spent it?
This could leave their spouse with no income.
After 2016, new state pension rules will
curtail the use of a spouse’s record to increase
state pension entitlement, so a bereaved
person might not even get a full state pension.
The important message is that people
should make sure that their spouse will have
enough to live on. A little time spent getting
this set up will allow them to relax and enjoy
their retirement, conﬁdent that their spouse
will have a good quality of life after their death.

The change in the way
that pensions are being
provided now means
that there is no future
for dependants’ pensions.
Dependants’ pensions
are a legacy feature,
which is more closely
associated with a bygone
era of pension beneﬁts
provided under ﬁnal salary schemes that
included generous provisions for dependants,
and escalation of pensions once in payment.
In the past, pension schemes were designed
around a traditional family and working-life model
comprising mainly married couples where one
party worked and the other worked part time or
not at all. In this scenario, dependants’ pensions
were a key feature of retirement planning.
Historically, employees would have worked
for only a handful of employers during their
working life, building up substantial pension
beneﬁts where the risk and costs for providing
the pension were borne by their employers.
However, modern working, and the evolution
of family life, means that this model is now
outdated. Most employees now will be members
of deﬁned contribution schemes and, upon
retirement, will take their pension savings under
the ﬂexibilities introduced from April 2015.
Some of these individuals may choose to use
their pension savings to buy an annuity to provide
a guaranteed income for life. However, given the
cost of annuities, it is unlikely that even those
who purchase one in the future will choose to
purchase additional features such as dependants’
pensions as part of it. Additionally, there is no sign
that annuity providers are looking to lower costs.
It seems likely, therefore, dependants’ pensions
will go the way of ﬁnal salary pension schemes.

The dependant’s pension
used to be part of our
deﬁned beneﬁt (DB)
scheme, and met the
needs of our employees.
However, as the
traditional family and work
models have become
more ﬂexible, family
ﬁnances have changed
too, and we have closed the DB scheme in
favour of a deﬁned contribution (DC) plan.
Thirty years ago, if an employee died
during active service, there may well have
been a dependent wife who needed the
pension to raise the children.
Retiring after 40 years in the workplace,
a pensioner would most likely have paid off
the mortgage some years before, the children
would be ﬁnancially independent and only his
wife would be likely to need access to his
income in retirement. So it made sense to
offer a pension that would protect her after
the employee’s potentially early death.
Today, people are less likely to die in service.
When they reach traditional retirement age,
they may choose to mix some earning with
taking some pension. They may still be paying
off a mortgage or have grown-up children at
home. They may also have equal earning power.
As an employer, we want to provide
employees with a ﬂexible long-term savings
product and a reasonable level of life assurance.
Not everyone wants a dependant’s pension,
but they do want the freedom to choose the
ﬁnancial product that is right for them.
Therefore, I think a dependant’s pension may
have a future for some, but it is an expensive
beneﬁt and we need to educate employees
to make the right choices for themselves.

Tracey Dawson is policy and assessment
manager at The Pension Quality Mark

Gail Khan is personnel manager at Young and
Co’s Brewery

Jacqueline Moore is head of human resources
at NHBC

Do you agree with these views? Join the discussion by searching for the EmployeeBeneﬁts group on
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SHARE SCHEMES
IN NUMBERS
Robert Crawford rounds up
the latest facts and ﬁgures
on employee share schemes

£240m:
Sharesave schemes accounted for
£240m in income tax relief, while
national insurance contribution (NIC)
relief was estimated to be in the
region of £190m during 2012–13,
according to industry body IFS Proshare.

7,000
100%:
Architectural
visualisation studio
organisation Hayes
Davidson is now
100% owned by
its employees:
bit.ly/1DTjGdc

Admiral employees will each
receive £3,000 wor
worth of free
shares into the insu
insurance
provider’s share inc
incentive
plan (Sip): bit.ly/18uD
bit.ly/18uDCXu

£500:
The share incentive plan’s
savings limit: bit.ly/JyZkhr

70,000
employees at Inditex, the retail group
that owns brands including Zara, Pull
and Bear and Massimo Dutti will share
a bonus payout of the organisation’s
year-on-year proﬁt under a new proﬁt
share scheme: bit.ly/1CwLlkr

875:
Aldermore has granted each of its 875
employees up to £1,000 in free shares
following its initial public offering on the
London Stock Exchange: bit.ly/1EGxp92

74%:
The amount TalkTalk has
increased take-up of its
employee share plans for 2014
to from 55%: bit.ly/1zu2qt8

£10m:
the value of shares Whitbread employees
are to share following the maturity of the
organisation’s three-year and ﬁve-year
sharesave schemes on 2 February:
bit.ly/1CuXG9i

17:
Hundreds of Roadchef
employees are to receive
a payout after settling a
17-year dispute over lost
share options:
bit.ly/1McpvpO

300
Sports Direct employees were not
eligible to participate in its bonus
scheme because they were on
zero-hours contracts: bit.ly/1xfpk2h
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BUILDING
EMOTIONAL
RESILIENCE

Employers should focus on supporting the emotional
and spiritual wellbeing of staff, says Tynan Barton
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M

ental wellbeing is currently the talk of the
corporate town, with mindfulness having
become one of the latest tools with which
employers are striving to help staff manage
their stress levels.
The technique, which uses meditation and breathing
exercises to help focus users’ attention on the present
and relieve stress-inducing thought processes, is proving
useful for employers keen to reduce mental ill health
among their workforce, as well as sickness absence rates.
But despite employers’ increasing use of, and
acceptance of, the need for workplace mental wellbeing
support, many organisations now discuss the subject in
terms of emotional resilience.
Emotional resilience is the capacity with which an
employee is able to bounce back after adversity and
properly adapt to stress. It differs from mental resilience,
which focuses on cognitive thinking and how an individual
processes information.
Dr Wolfgang Siedl, head of health management
consulting at Mercer, says: “If [an individual] has a value
system, they generally feel more centred in themselves
and better able to be tolerant of other peoples’ beliefs.”
Key elements of emotional resilience can include:
emotional ﬂexibility that allows an employee to respond
to change; the ability to foster good relationships; to
feel a sense of control over one’s own workﬂow; and
the ability to establish a sense of community at work..
Siedl says: “An employer should be very interested in
[community], because if [employees] have a release they
have an opportunity to get rid of some of the tension..
There’s nothing wrong with water-cooler conversations
ns
to let off steam.”

IF YOU READ NOTHING ELSE,
READ THIS. . .
> Emotional resilience is the ability with which an
individual is able to bounce back after periods
of stress and adversity.
> Emotional resilience can be taught and the
workplace is an ideal setting to support
employees’ mental health.
> Employers can build and support employees’
emotional resilience to manage stress levels
and reduce sickness absence.

Employers can use claims data for existing beneﬁts,
such as private medical insurance (PMI) policies, to keep
track of employees’ mental-ill-health-related claims.

Acknowledging stress
Greg Levine, director of corporate and intermediated
business at VitalityHealth, says: “When [staff] actually
go for support, [stress] is one of the bigger costs of
overall PMI spend. There are a lot of people who never
acknowledge the fact they are stressed and acknowledge
that stress is impacting their presenteeism. It’s probably
one of the most damaging
g
elements of wellbeing
in the workplace
right now.”

There are a lot of people who
never acknowledge the fact theyy
are stressed. It’s probably one of
the most damaging elements of
workplace wellbeing right now

JACKO

Greg Levine, VitalityHealth

While resilience is not something an employee is
born with, it is something that they can learn. However,
employers may feel torn between wanting to be seen
as a caring employer, yet not being perceived to be
too interventionist, but the workplace can be crucial
to building employees’ resilience. Fujitsu, for example,
piloted an emotional resilience programme after
identifying issues that were impacting employees.
Employers can start by creating a health proﬁle of
their workforce to ascertain if, and where, staff need
support, because ignoring cases of mental ill health can
be costly in the form of, say, staff presenteeism, whereby
staff turn up for work but do not perform at their best.

As partt of an
wellbeing
emotionall we
well
llbe
bein
ing
g st
strategy,
beneﬁ
organisations should highlight the ben
e eﬁ
e ts thatt can
an
help to build employee wellbeing, such as employee
assistance programmes, which can offer therapeutic
support to staff.
Beneﬁts providers can also help to communicate and
promote an organisation’s beneﬁts support, for example
wellbeing days and fairs at which they showcase the
support and programmes on offer.
Larger organisations may also consider allocating
space for classes such as meditation and yoga.
But structured resilience training and mindfulness
programmes, rather than ad-hoc beneﬁts support, can
teach employees techniques and tips on how to deal
www.employeebeneﬁts.co.uk I May 2015 I 15
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with pressure and recognise signs of
stress in themselves.
Charles Alberts, a senior consultant
at Aon Employee Beneﬁts, says: “The
vital part is not only personal resilience,
but also organisational culture.
“If [an employee] gets to work and
there’s an environment that is trusting,
one in which they can speak their mind,
one where they’re supported and they
feel empowered in the work that they
do, that environment is so key to their
resilience in the workplace.”

Line manager training
Line manager resilience training is an
equally important part of a workplace
resilience strategy. An emotionally
resilient manager can hold teams
together under pressure.
Kate Nowlan, chief executive ofﬁcer
at employee assistance programme
provider CIC, says: “A really good
manager, who is in touch with their
inner resilience or values, will be able
to support teams.”
Starting resilience training at
the top of an organisation, with
business leaders, is key to building an
organisational culture that incorporates
an open and trusting environment.
Aon’s Alberts says: “Where I’ve
seen resilience programmes work
well is when [employers] start at the
top. If there is a ﬁrm with partners or
directors, you start with them because
they, more than
anybody else,
need to be
absolutely

COVER STORY

CASE STUDY BROWNE JACOBSON

Law ﬁrm offers mindfulness and resilience support
Mindfulness and emotional
resilience are hot topics for
Browne Jacobson. The law ﬁrm
communicates the importance
of workplace wellbeing through
its induction programme.
It also runs workshops on
how to build personal resilience
as part of its learning and
development programme.
Yana Belmega, learning and
development project manager,
says: “[The focus] is around

increasing resilience, so looking
at what [resilience] is and the
difference between pressure
and stress, and so on.”
The organisation extended
these workshops to create a
programme for supervisors.
In partnership with insurer
Aviva, the organisation has also
held a talk for employees with
a mindfulness professor.
In addition, Browne Jacobson
runs an annual wellbeing fair
across its UK ofﬁces,
which promote the
health and wellbeing
beneﬁts available to
staff, including the
resilience workshops,
as well as putting staff
in touch with beneﬁts
providers that can give

resilient. They probably are to a large
extent, but everyone can learn, no
matter what amount of experience
they have.”
Emotionally resilient staff can help
to boost performance and, therefore, an
organisation’s bottom line. Nowlan says:
“Those are staff who not only work very
hard, but also know when they need
to take their holidays, be with their
family or have social support
outside work. That will help
performance at work.”
But beneﬁts professionals
need to be able to clearly
demonstrate these
positive

them more information on any
support that they require.
Staff also have access to a
local chaplain and a wellbeing
and faith room that can be
used during their working day.
A sports and social
committee runs a variety
of activities for staff, and a
community action committee
supports employees with two
days out of work to take part
in a community project.
Helen Whitt, HR adviser, says:
“We have our targets to meet,
and having well-engaged people
here is critical to our business.
We recognise that stress and
issues arise internally from
work, and externally from
outside work, and we do this
to support people in work.”

KEY STATISTICS

39%

the total cases of work-related stress,
depression or anxiety in 2013–14 for all
work-related illnesses. (Source: The labour force survey, Ofﬁce for

National Statistics, updated October 2014)

11.3m

the total working days lost due to stress,
depression or anxiety in 2013–14, an
average of 23 days per case of stress, depression or anxiety.

(Source: The labour force survey, Ofﬁce for National Statistics, updated October 2014)

46%

the number of respondents that
cited unrealistic time pressures as
a signiﬁcant type of stress. (Source: Britain’s healthiest company,

VitalityHealth [previously PruHealth] and Mercer, July 2014)

26%

the proportion of respondents that
cited ﬁnancial concerns as a major type

of stress. (Source: Britain’s healthiest company, VitalityHealth [previously
PPruHealth] and Mercer, July 2014)
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COVER STORY
outcomes to their business leaders
to help secure their buy-in and future
investment in their strategy.
“One could back up the business
case by showing how many [staff] are
stressed in the workplace, and therefore
reducing
stress and underpinning it with
ucing str
research that shows how
res
re
much
h impact
imp
mpac
actt resilience
training
t aining
tr
g has
has on that
th could

quantify the reason why a board should
buy into it,” says Mercer’s Seidl.
Positioning their strategy within their
organisation’s risk strategy is one way
for beneﬁts professionals to win the
attention of their leaders.
Once their strategy is in place,
employers may consider addressing
workplace spiritual resilience, but some
might consider this to be a stretch too
far, with some assuming the subject
refers solely to metaphysical beliefs.

Purpose in life
But spiritual resilience can be deﬁned
as having meaning or a purpose in life,
which can help to further support
employees’ sense of wellbeing.
CIC’s Nowlan says: “The spiritual bit is
really the holding of values; somebody
working for a non-governmental
probably has a very strong
organisation pro
set of values as to why they are working
in that sector, aand that really supports
emotional
resilience.”
emot
em
otio
iona
nal resi
Overall,
employers that take an
Ovveral
all, em
interest
intere
rest in the emotional resilience of
staff will ﬁnd that their support
will contribute
to a more
c
motivated workforce, and one that
motiv
more engaged with the business
is mo
goals of the organisation
Tynan Barton
is features editor
at Employee Beneﬁts
@tynanbarton
@ Read also What to consider when setting up
a crisis management strategy at bit.ly/1JaHY2I

Viewpoint

Emma Mamo
is head of workplace
wellbeing at Mind

Employers have many options of
how to support staff wellbeing
Prolonged stress can both cause and worsen
mental health problems, which can result in sleep
and concentration issues. Tackling the sources of
stress in the workplace can prevent issues spiralling.
Employers should prioritise the wellbeing of all staff.
Organisations that promote staff wellbeing are
rewarded in terms of increased staff morale and
productivity and decreased sickness absence.
Small, inexpensive changes such as offering ﬂexibleworking hours, buddy systems and regular catch-ups
with managers can make a huge difference.
Despite some progress, most employees still don’t
feel comfortable talking about their mental health at
work. According to a poll we conducted, published in
November 2014, 95% of employees who took time off
sick because of stress gave their boss another reason
for their absence, such as a headache. Similarly, an
Axa PPP Healthcare survey, published in April 2015,
found that 69% of managers didn’t feel mental ill
health was a valid reason for time off sick.
Under the Equality Act 2010, an employer has a
duty to make adjustments for an employee with a
disability, including a mental health problem. But
supporting staff is more than a legal obligation; it
is part of being a responsible employer.

EMPLOYEE BENEFITS.
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Products and services are offered by MetLife Europe Limited which is an afﬁliate of MetLife, Inc. and operates under the “MetLife” brand.
MetLife Europe Limited is authorised by the Central Bank of Ireland and subject to limited regulation by the Financial Conduct Authority.
Details about the extent of our regulation by the Financial Conduct Authority are available from us on request. Registered address: 20 on
Hatch, Lower Hatch Street, Dublin 2, Ireland. Registration number 415123. UK branch address: One Canada Square, Canary Wharf, London
E14 5AA. Branch registration number BR008866. www.metlife.co.uk ©2015PNTS COMP 1791.1.APR2015
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DESIGN STATEMENTS

A dull statement of ﬁnancial information will not engage staff for long. Use
illustrations and technology to get the message across, says Robert Crawford
tool to remind employees to look at it, and if it
is online they could interact with their beneﬁts.”

3) Include captivating content
The content is just as important as the design
in driving engagement. While it is obvious to
detail ﬁnancial beneﬁts, forward-thinking
employers such as News UK and John Lewis
Partnership include beneﬁts such as learning
and development.
Richard McKinley-Price, head of beneﬁts
management at Jelf Employee Beneﬁts, says:
“It is important not just to focus on the ﬁnancial
rewards for employees.”
Personal Group’s Mason adds that content
should be personalised. “A statement will be more
engaging if it includes beneﬁts that [an employee]
actually receives,” he says. “They would not want
share scheme information if they are not in it.”

4) Consider the timing of delivery

I

t can be very easy for employees to fail to
attribute a fair value to all elements of their
beneﬁts package, and too often employers
ﬁnd that staff have a lack of appreciation or
understanding of the beneﬁts they provide.
Employers can use total reward statements
(TRSs) as a way of helping employees gain an
insight into the full value of their reward
package. And there are some top ways in
which to gain maximum interest from staff.

IF YOU READ NOTHING
ELSE, READ THIS. . .
> Employers should choose a suitable
method of accessibility of total reward
statement (TRS) to engage employees.

iSTOCK

> Personalised content can help make
a TRS engaging.
> Line managers can help communicate
details in the statement.

1) Create an engaging design
A spreadsheet detailing the ﬁnancial values
of beneﬁts could fail to engage staff, so
employers could use illustrations and graphs.
Steve Mason, business development
director at Personal Group, says: “Employers
could use a pie chart to show what part of their
package makes up pension contributions.
Things like this can be powerful to view.”

2) Optimise accessibility to TRS
TRS can be online or paper based, but the best
method will depend on the workforce’s size and
nature, as well as the employer’s budget.
Employers need to consider how staff will
access online statements; an obvious choice is
to add a TRS to an online hub such as a ﬂexible
beneﬁts portal.
Mark Carmen, director of communication
services at Edenred, says: “In an ideal world,
employers should do both online and ofﬂine.
[They] could also use a beneﬁts management

Most total reward statements reward annually,
but now the technology is available to produce
statements in real time.
Matthew Gregson, consulting director at
Thomsons Online Beneﬁts, says: “It should be
frequent and timed for when an employee has
selected a new beneﬁt or received an award.”

5) Communicate the news
As well as sending out emails and putting
up posters to let employees know a TRS is
coming, line managers could go through
statements during one-to-ones.
Edenred’s Carmen says: “Managers need
to take time to sit down and go through
statements. Have managers discuss face-toface what the organisation has done to help
create greater understanding and value of the
beneﬁts package.”
Robert Crawford
is a reporter
at Employee Beneﬁts
@RCrawford_EB
@ Read also Buyer’s guide to total reward
statements at bit.ly/Mjv7EB
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Excepted group life policies:
the devil is in the detail

Supplied by:

Employers should be prepared to undertake a series of regular reviews
to protect themselves and their employees, says Graham Yearsley
Chancellor George Osborne used his last
Budget of this Parliament to announce the
third reduction to the lifetime allowance in
four years, slashing the limit to £1m, a drastic
cut from its peak of £1.8m just four years ago.
Introduced under the so-called Pension
Simpliﬁcation of 2006, the lifetime allowance
limits the total amount of beneﬁts that can be
accrued and paid without triggering a punitive
tax charge of 55%. But it does not just apply
to registered pension savings; it ensnares the
value of lump-sum death beneﬁts from any
registered group life assurance arrangements.
Because employers typically use these to
provide four-times salary as a death-inservice beneﬁt, many more employees
will be caught by the latest reduction.
“But all is not lost,” I hear you say. “Because
2006 also saw the introduction of excepted
group life policies, the beneﬁts from which
do not count towards the lifetime allowance.”

KEY POINTS
G From April 2016, the lifetime allowance

limit will reduce to £1m, meaning more
employees will exceed the allowance and
become liable to a potential 55% tax
G Employers may be considering excepted
group life policies to mitigate the effects
of the reduction
G With the 10-year anniversary
approaching, it is critical employers
review existing excepted group life
policy trust arrangements now
G Unless structured correctly and

iSTOCK

monitored meticulously, trustees
can unwittingly create tax liabilities

And you would be right:
structured correctly,
these can have the
same tax advantages
as registered trusts
without gobbling up
the lifetime allowance.
Many employers
have chosen to write
their death-in-service
arrangements under
excepted trusts for this
reason and, given the
latest reductions, we can expect a further
exodus from registered arrangements to
excepted ones.

Tough lessons
But do employers really know what they
are signing up for with excepted group life
arrangements? Do they trust what it says on
the tin? Experience tells us many employers
are not being advised in sufﬁcient detail when
it comes to the setup and maintenance of the
trusts underpinning these arrangements.
If someone recently joined a business,
they may ﬁnd they have inherited such an
arrangement within the beneﬁt programme
they are responsible for running. Do they
know the location of the trust deeds and
rules? When did they last check them?
The ﬁrst thing to know is that anyone
saying excepted group life is ‘broadly similar’
to registered group life is wrong. There are tax
and timing implications to consider and review
regularly, so do not be caught out by sloppy
advice. Know the facts, do not suffer the tax.
Next, employers should know the pitfalls.
For example, are they aware of the 10-year
periodic charge on undistributed beneﬁts?

Can they or their adviser identify the
instances that can create a deemed value
on the trust? There are many excepted
arrangements implemented without full
consideration of inheritance tax and ‘relevant
property’ issues, which can expose trustees
to unexpected liabilities.
Finally, excepted arrangements cannot
be termed as ‘set and forget’: trustees should
be prepared to embark on a series of regular
reviews to protect themselves and employees.
Employers and trustees are not responsible
for managing employees’ tax affairs, but the
risks of failing to implement and monitor
excepted arrangements correctly are as bad
as the very outcomes they are seeking to
avoid by setting them up in the ﬁrst place.
Trusts and taxation are not easy matters
to deal with, but can be made easier with
effective beneﬁt consultancy and quality
legal counsel. It pays to plan ahead. After
all, excepted life has many twists and turns.
Graham Yearsley
is commercial director
at Arthur J Gallagher
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PICKING UP THE PIECES
Rehabilitation beneﬁts have a key role to play in a group risk
strategy to help staff return to work, says Marianne Calnan
IF YOU READ NOTHING ELSE,
READ THIS. . .
> Employees need to be made aware of the
rehabilitation beneﬁts that can assist
their recovery and return to work.
> Employers should treat each case on an
individual basis.
> Occupational health services, counselling
and cancer support can help an employee
return to work.

R

ehabilitation beneﬁts can help
an organisation’s productivity and
employee engagement levels and
aid an employee’s recovery, but they
should be clearly built into a group
risk strategy.
A survey, published by Bupa in January
2015, of adults who returned to work after
completing cancer treatment found that
22% felt pressured to return to work straight
after ﬁnishing treatment. There needs to be a
balance between encouraging employees to
return to work at a reasonable pace and not
pressuring them to do so. They also need to
be made aware of the beneﬁts their employer
offers and how they can access them.
According to Britain’s healthiest
company report published by VitalityHealth
(previously PruHealth) in February 2014,
unhealthy employees at work are 53% more
likely to suffer presenteeism, and 55% more
likely to have poorer productivity compared

iSTOCK

with their healthier counterparts. This highlights
the importance of how rehabilitation beneﬁts
that are clearly integrated in a group risk
strategy can help employers and staff better
manage incidences of illness or injury that
require the individual to take time off work.

Fit and healthy employees
Sharon Tebb, compensation and beneﬁts
manager at law ﬁrm Withers, says: “Fit and
healthy employees are more productive,
engaged and loyal. Most people who have
been away from work due to an illness or
accident are keen to bring some normality
and routine back to their lives as soon as

possible. Getting back to work is one of the
steps that helps accomplish this.”
Each incident and employee is different, and
may require different services or programmes.
Rehabilitation beneﬁts can include services such
as employee assistance programmes (EAPs),
24-hour GP helplines, occupational health
services, online assessments, dedicated cancer
support teams and physiotherapy services.
Further support can come from training
managers, for example with stress or depression
management training, ﬁrst-aid training and
resilience training. These can help a manager
recognise symptoms of mental health issues,
and can signpost the employee to the most
appropriate
treatment.
Tom Gaynor,
employee
beneﬁts director
at MetLife,
believes some
aspects need
to be included in
all rehabilitation
Word cloud created by Employee Beneﬁts
programmes.
“Vocational
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GROUP RISK
consultants, brieﬁngs with co-workers or home
visits can help employers work out how to best
treat the employee returning,” he says. ”It’s that
kind of approach that needs to be put into place.”
Working with staff face to face can also
have a powerful effect on their rehabilitation.
Katharine Moxham, spokesperson at Group
Risk Development (Grid), says: “It is important
for policies to include face-to-face elements,
such as counselling, for a more sustainable
return-to-work programme that identiﬁes and
assists employees’ individual requirements.
“Personalised aspects work well with
rehabilitating staff; people need to be treated
as individuals. There is no generalised one-sizeﬁts-all approach. What is vital to one employee
may be of absolutely no interest to another.”
Withers’ Tebb adds: “Each case needs
to be assessed individually. Any good HR
professional will be mindful that we are not
medical professionals, and will be fully aware
of the importance of working closely with such
professionals to ensure the best outcome.”

@ www.employeebeneﬁts.co.uk/beneﬁts/group-risk

CASE STUDY HERTFORDSHIRE COUNTY COUNCIL

Rehabilitation beneﬁts help control absence rates

Hertfordshire County Council aims to
improve employee absence rates by offering
rehabilitation beneﬁts to all 10,000 employees.
The council offers beneﬁts such as an
onsite occupational health unit and rapid
referrals from line managers, which also help
the organisation to understand underlying
issues or changes in an employee’s illness.
Each case is treated on an individual basis,
so the rapidity of the process will differ

according to each employee’s needs, says
Celeste Igolen-Robinson, HR manager at
Hertfordshire County Council. “Employees
requiring rehabilitation are always given
health review meetings and referrals, but it
is always dependent on their situation,” she
explains. ”However, issues such as stress
always have immediate referrals.”
The council’s rehabilitation beneﬁts also
include reduced working hours, phased
returns to work or working from home or a
different site.
The council has a clear strategy for helping
employees return to work. Igolen-Robinson
says: “We hold return-to-work meetings on
the employee’s ﬁrst day back, along with a risk
assessment to help manage the process of
their return through reasonable adjustments.”

Return-to-work programme
A structured return-to-work programme
will help an employee get back into working
life, with the aim of reducing any pressure they
might feel after being away for a period of time.
Around 960,000 workers take sick leave
lasting a month or more annually, according
to the Long-term sickness absence analysis,
published in February 2014 by the Department
for Work and Pensions. This further emphasises
the need for an employer to ensure staff are
aware of the rehabilitation beneﬁts that are
provided in a group risk strategy.
Early intervention, or diagnosis of a condition,
can be invaluable in aiding an employee’s
recovery and subsequent return to work.
Employers must also determine the

beneﬁts and services most suited to their
workforce to help with rehabilitation.
Taking a preventative approach can also help
when an individual might need rehabilitation
services. Peter Blencowe, managing director
of healthcare provider Bluecrest Wellness, says:
“Something like health screening can be used
as the basis for a better understanding of staff
needs. It’s not enough just to identify workers’
health problems; there needs to be tailored
advice and signposting to what comes next.”
Employers should also consider the effects
that an employee on long-term sick leave, or
one going through a return to work, can have
on colleagues. Gaynor says: “Rehabilitation
demonstrates to employees not involved in the

ENGAGE YOUR
EMPLOYEES,
STRENGTHEN
YOUR BUSINESS

absence that their workplace has a positive
culture. Good rehabilitation also results in
employees being off work for a shorter time
than expected, which saves on employers’ costs.
“Rehabilitation needs to be there if
employees need it, and to make them feel
valued if they don’t.” EB
Marianne Calnan
is a reporter
at Employee Beneﬁts
@mazsays
@ Read also How group risk insurances must adapt to
an ageing workforce at bit.ly/1m05LvV
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MOTIVATION

@ www.employeebeneﬁts.co.uk/beneﬁts/staff-motivation

PRESENT TRENDS
Pay rises are not everything when it comes to employee motivation;
and there are many low-cost options available, says Marianne Calnan
and beneﬁts such as discount vouchers and
healthcare, which are valued by employees
and provide good value for employers.”
Increasing motivation does not have to
be expensive if employers are creative. Bill
Alexander, chief executive ofﬁcer of experience
provider Red Letter Days, says: “The most
important thing is saying thank you; it is free
and very impactful. Other beneﬁts that work
well include giving staff extra holiday or coffee,
lunches, shopping vouchers or cinema tickets,
anything employees might like to do outside of
work. If employees’ pay is too low, it is going to
be difﬁcult for employers to engage them.”

c

“The most important thing
is saying thank you; it is
free and very impactful
Bill Alexander, Red Letter Days

A

number of employers have hit
the headlines in the past couple of
months for committing to pay staff
the living wage or, at the other end
of the spectrum, gravely failing to
pay the national minimum wage. Both place
the spotlight on the role salary has to play in
motivating staff and its impact on businesses.
Research by Canada Life Group, published
in December 2013, found that a lack of pay
increases can hinder motivation, with around
a third (32%) of employees claiming a higher
salary would boost their motivation.
Yves Duhaldeborde, director in Towers
Watson’s employee surveys practice, says:
“Regardless of average pay levels, motivating
employees is essential. Compared with less
motivated peers, engaged employees are more
likely to work safely, support team members,

suggest process improvement ideas and,
most importantly, look after internal and
external clients.”
Organisations have different approaches
to pay increases. So what can employers do
to engage staff and ensure that the business
runs as smoothly and productively as possible?

Going beyond base pay
“When it comes to motivating employees, pay
is only one of the elements [employers] need
to get right,” says Duhaldeborde. “In low-pay
environments, employers should craft an
employee value proposition that goes
beyond base pay.
“Elements to consider include: training
and development, ﬂexible working and
performance recognition; quality line
management and transparent communication;

The Employee outlook: Autumn 2014 survey
published in October 2014 by the Chartered
Institute of Personnel and Development (CIPD),
revealed that 62% of employees who reported
being engaged at work did not have a pay rise
in 2014 and 63% were satisﬁed with their job
despite not receiving a rise.
Gift and experience vouchers can be
effective in boosting motivation levels
while helping salaries to stretch further for
things such as groceries, experience days
and gifts.

IF YOU READ NOTHING ELSE,
READ THIS. . .
> A lack of pay increases can hinder
employee motivation.
> Employers that take steps to engage
their workforces are more likely to
be rewarded with loyalty.
> Gift or e-gift vouchers can be effective
motivation tools.
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CASE STUDY MARKS AND SPENCER

MOTIVATION
Viewpoint

Marks and Spencer has mixed approach to motivation
Marks and Spencer (M&S) uses a range of
methods to motivate its employees without
spending too much of its beneﬁts budget.
With 75,000 employees across more than
800 UK stores, it uses traditional cost-cutting
methods and technology to engage staff. For
example, its internal social media network
Yammer bring workers together and
congratulates them for hard work.
In February 2015, 15,000 M&S staff were
in conversation across the Yammer network,
15.7% more than in the previous month.
Sarah Findlater, head of employee
relations and employee engagement at

Clare Rutherford, business insight and
marketing manager at House of Fraser
for Business, says: “In a no or low pay rise
environment, treats become more noteworthy.
While employers recognise the importance of
pay rises, they have to balance this against
affordability, proﬁtability and growth. Along
with the emergence of alternatives to cash
awards, such as gift cards, this has impacted
employers’ ability to make pay increases a
regular feature of the reward strategy.”

Motivation helps retention
Motivation strategies that include lowcost beneﬁts also aid staff retention.
Joanne Taylor, head of business
development at gift card provider Jordan
Media, says: “With vouchers, staff can choose
something aspirational or they can make
their salary go further by using the vouchers
for a food shop.
“These kind of cost-effective beneﬁts
make employees feel valued, acting as
a great retention tool. Vouchers also let
workforces know that despite not receiving

M&S, says: “Teams often use Yammer to
congratulate colleagues on great in-store
displays and it links to the M&S Living the
Values app.”
The retailer has an employee-of-themonth award on its internal communications
page, which recognises employees that
show innovation and inspiration. It also
acknowledges passion and commitment to
co-workers, and those who go the extra mile
for customers. The prize is chosen by the
winner’s department.
M&S also offers performance incentives.
When model Rosie Huntington-Whiteley
launched her fragrance in February, staff
were told that whichever store sold the most
bottles would get a visit from HuntingtonWhiteley. This generated engagement and
staff shared ideas on how to drive sales on
social media.
Findlater says: “Recognition is one of
the most important factors in inspiring
our teams to keep up the good work. With
innovative recognition methods, we can
acknowledge those who are displaying great
work and share this with the rest of the
M&S team.”

a [pay] rise, their employer still wants them
to feel appreciated.”
Offering a beneﬁt to motivate staff is
more than just about the monetary value.
“By distributing it in person and in the presence
of peers, an employer is making a public
statement about the importance of recognition
and the contribution the individual has made to
the business,” says Rutherford.
Ensuring staff feel valued even if they
receive no or a low pay rise can result in
dividends for employers. Investing in staff
motivation encourages them to get more out
of their role, aiding engagement and retention,
so identifying cost-effective ways to engage
employees is worth investing in
Marianne Calnan
is a reporter
at Employee Beneﬁts
@Mazsays
@ Read also How to motivate staff through the
January blues at bit.ly/1AjzpNp

Linda Holbeche
is director of
the Holbeche
Partnership

Are staff motivated through
anything other than pay?
When all around there is talk of Britain’s
economic recovery and low levels of
unemployment, it is easy to forget that,
after Spain, Britain has the highest
proportion of low-skilled jobs in the
Organisation for Economic Co-operation
and Development, according to Industrial
Strategy and the Future of UK Skills Policy,
produced for the Chartered Institute of
Personnel and Development by the Centre
on Skills, Knowledge and Organisational
Performance, in February 2014.
With so many jobs offering low pay
and little interest, security or progression
opportunities, it would be no surprise if
employee motivation and morale were
bumping along the bottom. How can
low-paid employees trust employers that
award themselves large bonuses when
their own pay is held down, or if there are
no other rewards on offer, such as training,
that will allow employees to progress to
more senior and better-paid roles?
Given the widely acknowledged
link between employee morale and
performance, employers that value
employees and want to retain them, as
well as improve productivity, must ﬁnd
other ways of motivating employees
without the promise of increased pay.
This is about communicating and
being straight with people. Managers
must manage their teams’ expectations
and discuss with them the beneﬁts of a
wider reward package, such as pensions or
investment in learning and development,
assuming that employers do invest in
upskilling their people. It is also about
designing richer roles in which employees
have a chance to grow.
When business results improve, good
employers share the rewards, such as JCB
and the John Lewis Partnership, which
continued to pay bonuses even during
the toughest part of the recession.
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HEALTHCARE

ALL SMILES
There are a number of ways employers
can maximise returns on dental
beneﬁts, says Tynan Barton

D

ental insurance is one of the most
common perks offered to staff
through a ﬂexible beneﬁts scheme,
with 22% of employers providing it
in this way, according to Employee
Beneﬁts’ Beneﬁts research 2014, published in
May 2014. But employers need to ensure that
the money they invest in making the beneﬁt
available to staff is generating a good return
on investment (ROI). Here are some top tips
to help employers optimise their ROI.

1. Highlight the importance
of good oral health
It may seem obvious, but employers need
to ensure staff are aware of how important it
is to look after their oral health. Pam Whelan,
head of corporate at dental healthcare provider
Denplan, says: “The product is almost a vehicle
to achieve it, but we have to start changing
behaviours and making people aware. It’s about
education and informing and making [staff]
aware of the importance of good oral health.”

2. Incorporate the beneﬁt into
a health and wellbeing strategy
A common driver for organisations to
implement dental beneﬁts is a focus on
employee health and wellbeing, so including
the perks as part of an overall strategy can
help employers to drive take-up of the beneﬁts.
“Forward-thinking employers recognise the
value of not just good oral health, but also

IF YOU READ NOTHING
ELSE, READ THIS. . .
> Employers can boost dental beneﬁts
take-up by highlighting the importance
of good oral health to staff.

SHUTTERSTOCK

> Regular communications should be
complemented by leaﬂets, posters,
webinars and beneﬁts fairs.
> Onsite or near-site dental treatment
can help to limit an employee’s time
out of the workplace.

improving general health and wellbeing,” says
Whelan. “A dental plan is absolutely vital in
achieving that.”
Visits to the dentist will not only identify
any dental health risks that an employee
may face, but also any general health risks.
Gum disease, for example, is believed to
be linked to cardiovascular problems, lung
disease, diabetes and bowel cancer.

3. Regularly communicate
the beneﬁt to staff
Andrew Morris, business development
director at National Dental Plan, says:
“Good communication is absolutely essential.
To ensure employees get the most out of
[a beneﬁt], they’ve got to know all about it.”
Employers must ensure that staff are
aware of what is included in their dental plan
through a variety of communication methods.
A ﬂexible beneﬁts scheme, for example,
can be used to promote the beneﬁt, as well
as engaging literature, posters, webinars
and beneﬁts fairs.
Employers can also partner with their
beneﬁts providers to use national campaigns
to highlight dental beneﬁts, such as National
Smile Month, which runs from 18 May to
18 June, October’s Stoptober and various
cancer awareness months.

4. Promote new
product development
Developments in the dental beneﬁts market
invariably come from developments in

dentistry. For example, implants are now
offered quite widely in organisations. National
Dental Plan is currently tracking the impact
the perk will have on future policy claims.
Providers are also focusing on the
technology involved in the claims process
to make it easier for employees to use, for
example, single sign-on through a ﬂexible
beneﬁts system to gain easy access to
dental beneﬁts via an online claims portal.

5. Bring dental services
into the workplace
Employees may ﬁnd it difﬁcult to visit
the dentist during working hours due to
pressures on their time, so many employers
are now working with their dental insurers
to provide services close to the workplace.
Patrick Watt, corporate director at health
insurer Bupa, says: ”When the dental
proposition is linked to near-site or even
onsite dental clinics, there’s an additional
return on investment, because staff are
away from their desks for less time.”
Onsite or near-site dental services can
include a hygienist as well as a dentist
Tynan Barton
is features editor
at Employee Beneﬁts
@tynanbarton
@ Read also Buyer’s guide to group dental plans
at bit.ly/1sLRzXo
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CHILDCARE & CARERS

@ www.employeebeneﬁts.co.uk/beneﬁts/childcare-and-carers

RELATIVELY
SPEAKING
With shared parental leave in force and eldercare
on many employers’ agendas, family-friendly
beneﬁts are evolving, says Clare Bettelley

F

amily-friendly beneﬁts tend to evolve
in line with how working parents’
needs and requirements change.
Flexible working, for example, has
become a normal way of life for many.
Now the landscape looks set to develop
further as family-friendly beneﬁts have been
thrust to the forefront of employers’ minds after
new shared parental leave (SPL) regulations
came into force on 1 December 2014.
Under the new rules, employees who are
expecting a baby or are adopting a child can
send their employer a notice of eligibility and
the intention to share parental leave with their
partner. This is driving many employers to
review their family-friendly beneﬁts policies.
Some organisations have incorporated the
new SPL rules into their existing policies. Law
ﬁrm Linklaters, for example, is offering parents
and adopters up to six months’ fully-paid leave,
subject to certain conditions, while Deloitte,
PricewaterhouseCoopers (PWC) and Shell are
offering their staff enhanced paternity packages.

Many employers are still considering
how best to implement SPL, and are
pondering how much to enhance
working fathers’ paternity rights in
addition to SPL. They are also considering
whether to match their existing
maternity beneﬁts, whether they have
the budget with which to do so and,
if not, whether they should reduce their
maternity package to enable them
to tweak their paternity package.
Ben Black, managing director of working
parent services provider My Family Care, says:
“If an employer is really going to embrace
SPL, it should give dads and mums exactly
the same packages. A brave employer would
give dads a bit more support and cut down
its maternity package, but I cannot see too
many organisations grasping that nettle.”
But take-up of SPL is expected to
be low, at least in the short term, as
employers and employees take time
to learn the new rules.

WHAT FAMILIES WANT

IF YOU READ NOTHING ELSE,
READ THIS. . .
> Some employers have integrated
shared parental leave regulations into
their family-friendly beneﬁts policy.
> The end of childcare vouchers
could cause a decline in workplace
support for working parents in
some organisations.

Word cloud created by Employee Beneﬁts

> Employers should have open
conversations with staff to ﬁnd
out what beneﬁts would help to
support their family.
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The end of the current childcare voucher
system could also motivate some employers
to refresh and even enhance their familyfriendly beneﬁts packages and, in the process,
drive the cultural shift to make fathers more
comfortable with requesting SPL.
In his 2014 Budget, Chancellor George
Osborne conﬁrmed that the current voucher
system will be replaced in autumn 2015 by
a tax-free childcare scheme, worth up to
£2,000 of childcare costs a year.
My Family Care’s Black says: “I think
75% of employers would claim to be
family-friendly because they have
childcare vouchers, so once they can’t
say that, they will have to work out what
to do, because they won’t be able to
hide behind their childcare voucher
scheme any more.”
But there is a danger that removing
the existing voucher regime could
have the opposite effect, and result
in a decline in the number of employers
that offer family-friendly beneﬁts.
Employees that have taken up the
beneﬁt by the changeover date will
be able to continue in their existing
employer’s scheme, but new staff
will not be able to join.

Starting the conversation

“SPL is complicated enough that employers
have had to stand back to work out what their
organisation is going to do,” says Black.
Jo Dalby, ﬁnance director at beneﬁts
provider Busy Bees, adds: “I’m not sure it has
been that well advertised, so not a lot is known
about it.”
Low take-up could also be due to cultural
issues in an organisation. Dr Clare Kelliher,
professor of work and organisation at Cranﬁeld
School of Management, says: “I do not think it is
likely we will see mass applications in the ﬁrst
instance as there are still cultural issues, such
as fathers not being used to taking parental
leave, and the expectation that the mother
will take it.”

Julie McCarthy, head of policy, research
and communications at work-life balance
charity Working Families, says: “We have
lobbied [government] ministers and said
taking childcare vouchers away from
employers is moving them further away
from a discussion about childcare.
“We need them to be involved
in that discussion, because
good childcare is central
to economic stability and the
economic survival of the family.”
McCarthy believes yet more regulations
may be required to force employers to commit
to providing support for working families.
But shareholder pressure for employers
to meet their business objectives, such as
the desire to become an employer of choice,
a common objective for more progressive
family-friendly organisations, may be enough
to motivate some employers to enhance their
working family support. Increased pressure
from parents themselves may also persuade
some employers to review their approach.
Employers could start by talking to the
working parents they employ about the
support they need and want.

CHILDCARE & CARERS
Viewpoint

Jeremy Davies
is head of policy
at the Fatherhood
Institute

Get ready for shared
parental leave
Shared parental leave (SPL) is just around
the corner, so employers must get ready.
Under the rules, women will be able
to curtail their right to maternity leave
and enable their partner to take shared
parental leave. In this way, mums and
dads, including those who are adopting,
will for the ﬁrst time be able to share
up to 50 weeks’ leave and 37 weeks’
pay in their child’s ﬁrst year.
Employers should be geared up for
dealing with employees who want to
take advantage of the new rights. The
ﬁrst notices of curtailment of maternity
leave from women and of intention to
take SPL from men will have started
hitting desks around 8 February.
The government and Advisory,
Conciliation and Arbitration Service
(Acas) have issued guidance outlining
employers’ responsibilities, which
organisations should read, particularly
those that consider SPL just another
bureaucratic headache and feel
challenged by the new ﬂexibilities.
But employers should view the
rules as an opportunity to turn to their
advantage. Just as many employers use
enhanced maternity leave as a means
of holding on to female talent, blue-chip
employers, including the civil service,
PricewaterhouseCoopers and Citi, have
already pledged to enhance SPL for men
as well as women.
Employers need to understand that
parents’ attitudes about who should do
what when a baby arrives have changed
considerably over time, so if they are
serious about attracting and retaining
talent, they must ask themselves
whether they can afford not to review
and update their approach to working
family support.
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CHILDCARE & CARERS
“Too many employers assume they know
what their employees want, based on their own
preferences or on cost, or are scared of having
that conversation,” says McCarthy.
“We need to encourage an open dialogue,
because that is the only way we will move
things forward and see real cultural change.”
As part of this open dialogue, employers
must consider tangential support that extends,
for example, to parental networks, such as the
network at Citi bank, which is subsidised by the
ﬁrm but organised by staff (see box, right).
Organisations also need to consider
eldercare support, given that by 2018, the
number of older people needing care will
outstrip the number of adult offspring able to
provide it, according to the Institute of Public
Policy Research paper, The generation strain:
Collective solutions to care in an ageing society,
published in April 2014.
This requires employers to be mindful of the
legal requirements around staff with caring
responsibilities. Under the Equality Act 2010,
organisations must not discriminate against
staff who are caring for, and so ‘associated’
with, someone who is elderly or disabled.
A comprehensive family-friendly policy that
offers a wide range of support is an invaluable
tool in organisations’ employee value
propositions and talent management strategies,
so it is time for them to start reviewing how
best to develop their approach EB

Clare Bettelley
is associate editor
at Employee Beneﬁts
@Clarebeneﬁts
@ Read also What can employers do to meet
demand for eldercare? at bit.ly/1Bw6Lx2

@ www.employeebeneﬁts.co.uk/beneﬁts/childcare-and-carers

CASE STUDY CITI

Bank launches SPL policy
Global bank Citi has spent more than a year
devising its shared parental leave (SPL) policy
to add to its comprehensive family-friendly
beneﬁts package, which is designed
to help create an egalitarian workplace,
retain talent and boost its employer brand.
The result is a package that offers
up to 26 weeks’ fully-paid leave for each
working parent planning to share leave with
their partner.
Carolanne Minashi, head of diversity,
employee relations and employee
engagement at Citi, says: “We ended up with
a policy massively governed by our intention
and priority around equal treatment.”
The organisation conducted an extensive
staff survey of working parents who had
taken maternity, paternity or adoption leave
in the last three years in an effort to identify
potential SPL take-up in the future.
It found that 20% of the fathers who
had taken paternity leave would have been
interested in taking SPL, and that 80%
of women would have been interested
in sharing their leave with their partner.
The bank soft-launched its SPL policy
in December 2014 by uploading the policy
document on to its intranet site and running
campaigns on rolling advertising screens
next to its ofﬁce lifts to raise awareness
of the changes.
It has received 10 to 20 staff enquiries
about the new regulations, but as yet no
formal requests for leave.
Minashi says: “I think most people are
on a fact-ﬁnding mission right now.”

The bank, which sees 5% of its
8,000-strong UK workforce become new
parents each year, is offering SPL in addition
to its existing family-friendly beneﬁts, which
include up to 26 weeks’ maternity leave and
two weeks’ paternity leave, all on full pay.
The employer also offers staff ﬂexible
working, back-up childcare through working
family service provider My Family Care,
parent workshops provided by coaching
ﬁrm Talent Talks, and healthcare support,
such as phone-based health visitors,
provided by Bupa.
It also runs training courses for managers
with staff who are planning to take, are in the
midst of, or are returning from parental leave,
and funds a parent network, which runs
sessions on topics such as parenting skills,
for about 1,000 members.

Ghayan Briggs learnt cardiopulmonary resuscitation (CPR) at work.
He knew what to do when his son Jadyn collapsed at home aged six.
Give your workforce the skills to help save lives. In just 30 minutes your
employees can learn CPR in three simple steps, with our CALL PUSH RESCUE®
Training Kit.

ORDER YOUR KIT NOW
bhf.org.uk/cprwork

Ghayan Briggs saved his son Jadyn’s
life after he learnt CPR at work

©British Heart Foundation, a registered charity in England & Wales (225971) and Scotland (SC039426)

MAKE A LIFE SAVING
BUSINESS DECISION
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FLEXIBLE BENEFITS

SET OUT YOUR STALL
Employers should focus
on ROI when convincing
ﬁnance directors of the
merits of ﬂex, says
Robert Crawford

c

Sometimes a good
business case is not all
about cost. There are good
messages an HR director
can use to get buy-in
David Walker, Personal Group

CBCK / SHUTTERSTOCK.COM

F

lexible beneﬁts can be perceived as
costly schemes to implement, which is
why HR and beneﬁts professionals need
to learn how best to convince ﬁnance
directors of the merits of such a strategy.
Beneﬁts professionals must ﬁrst understand
what motivates ﬁnance directors, which, in most
cases, is the return on investment (ROI) that
can be gained from implementing a scheme.
Terry Gostelow, account director at
Staffcare, says: “When dealing with a ﬁnance
director, the ﬁrst and foremost thing is to know
the audience and what is going to motivate
them. They will, of course, be interested in the
numbers but knowing the individual will only
help to get buy-in for any introduction, change
or update to a ﬂexible beneﬁts scheme.”
However, highlighting the ROI to a ﬁnance
director will have to come through
constructing a business case that contains
both soft and hard messages on the subject to
make an impact around the boardroom table.
Soft measures can include measuring the
scheme’s impact on areas such as engagement,
recruitment and retention, while hard measures
illustrate to a ﬁnance director the amount of
cash that can be saved by the business.
David Walker, chief commercial ofﬁcer
at Personal Group, says: “Sometimes a good
business case is not all about the cost. There
are good messages an HR director can use to

get buy-in, such as the cost to the business if
it does not implement ﬂex, [for example] the
cost associated with not being able to recruit
new talent because the proposition is not as
compelling. There is a need to inject a bit of
fear into ﬁnance directors through ﬁnancial
and non-ﬁnancial calculations.”

Bigger picture
Mike Dugdale, chief ﬁnancial ofﬁcer at Personal
Group, adds: “From my perspective, ﬁnance
directors all too often think of it as a cost rather
than an investment. They need to step away
from this and look at the bigger picture
as to what ﬂex can bring to the business.”
The question of how to get buy-in for ﬂexible
beneﬁts has been around for more than 10
years, but the task is now considerably harder
for HR professionals. Martha How, reward
partner at Aon Employee Beneﬁts, says: “Ten
years ago it was easier to answer [this
question]. Employers were introducing ﬂex
when they also introduced salary sacriﬁce
beneﬁts, which made it easier to create
a business case to highlight the national
insurance savings that would pay for the
scheme cost pretty quickly. It was more of
a slam dunk 10 years ago.”

It is less of a slam dunk now and, given ﬁnance
directors’ accountancy-based skillsets, not
surprisingly data is king to win buy-in, despite the
strong messages generated by soft measures.
There is a need for beneﬁts professionals to
provide data, demonstrating that introducing
a scheme will be cost effective. And with so
many employers already having saved cash
from tax-efﬁcient beneﬁts, it has become
harder to highlight the ROI necessary.

IF YOU READ NOTHING ELSE,
READ THIS. . .
> Beneﬁts teams must ﬁrst understand
what motivates ﬁnance directors.
> Soft measures such as how ﬂexible
beneﬁts can aid staff retention and
recruitment costs could help win buy-in.
> But clear return on investment must be
included in any business case, for
example savings made from salary
sacriﬁce arrangements.
> Employers can work with their chosen
provider and consultants to get ﬁnance
directors on board early on in the process.
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Viewpoint

CASE STUDY NEXEN

Nexen wins buy-in for ﬂex technology
Oil and gas organisation Nexen had to get
buy-in for new ﬂexible beneﬁts technology to
help pool its beneﬁts online for its 700 staff.
It also had to agree with directors the move
to outsourcing beneﬁts.
The moves were designed to help
employees get a greater understanding of
the beneﬁts the organisation offered and
to increase ﬂexibility for staff, moving away
from an annual ﬂex window to enable staff to
use the scheme and select beneﬁts
throughout the year.
To win buy-in, Nexen focused its approach
on the efﬁciencies the project would bring,
as well as the increase in engagement levels.
Anish Gajree, senior compensation
and beneﬁts adviser at Nexen, says: “We
highlighted to directors that the scheme
ﬁtted in well with what the organisation was
looking to do, while outsourcing made sure

“If an employer has taken all of the salary
sacriﬁce-related savings already from having
these as standalone beneﬁts but now wants to
implement ﬂex, the cost savings and ﬁnancial
agenda is less clear,” adds How.
But this does not mean the savings agenda
cannot be made from the introduction of new
tax-efﬁcient beneﬁts, such as company car
schemes, computer schemes and bikes for work.
Another tactic could be to work with the
beneﬁts provider or consultant to get the ﬁnance
director on board early on to help them further
understand the beneﬁts a scheme can bring.
Gethin Nadin, head of strategic alliances at
Benefex, says: “We have established that the
more involved a ﬁnance director is as early
on as possible in the thought process, the
more understanding they have of not just
the potential ROI, but also how a scheme
could increase recruitment and retention.”
While ﬁnding the evidence to secure an
investment will help to gain a ﬁnance director’s

we were not wasting people’s time. We
brought all this together and showcased
what we would do with the rebranding of
the beneﬁts, making it more efﬁcient and
put that in front of the ﬁnance director with
hard statistics to back it up.”
Nexen launched the new scheme, which is
provided by Benefex, in September 2014. Since
then, it has seen engagement levels increase.
More than 86% of employees have interacted
with the new portal and chosen beneﬁts.

support, the way HR and beneﬁts professionals
present their case is always the key.
As well as the right jargon, ﬁnance directors
will also consider proposals that link to broader
business objectives.
Using the right terminology is crucial, says
Dugdale. “Every ﬁnance director likes to see
how it ﬁts in with the overall business strategy
and increases the values of an organisation to
staff. Articulating something like that will get
it higher on the agenda. Think strategically as
to how it aligns to overall objectives and do not
think of ﬂex as an HR operational investment.” EB
Robert Crawford
is a reporter
at Employee Beneﬁts
@RCrawford_EB
@ Read also How employers use data to inform ﬂex
schemes at bit.ly/1GZ4POe

Duncan Brown
is head of HR
consulting at
the Institute for
Employment Studies

Making the case for ﬂex
Finance directors may accept that
offering good beneﬁts secures higherquality staff and takes the pressure off
base pay levels and increases.
Flexible beneﬁts is very much a minority
employer pursuit, concentrated among
larger organisations in the private sector.
A higher proportion of employers
will be experiencing a growing diversity
of their workforce, and some research
studies suggest that certain employee
groups, such as working parents, place a
value on arrangements such as ﬂexible
working hours that is way above their
actual cost to the employer.
Although, offer too many choices
and our aversion to regret and loss
may outweigh this effect.
So we must go back to what one might
expect for ﬁnance directors: how does the
cost to set up and run compare with the
ﬁnancial returns? For example, how does
John Lewis afford its beneﬁts package, or
US store QuikTrip afford to pay its staff a
living wage, well above the market median
on base pay? Were their ﬁnance directors
asleep when the proposals went through?
No: these employers clearly make the
case for investing in rewards because
the returns in terms of staff quality can
be shown to be much greater.
So borrow a ﬁnancial analyst if you need
to, but make sure you can show a positive
return on the investment in ﬂex if you
want to get the ﬁnance director on side.
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PENSIONS

PRIME TARGET?
Employers need to ensure that a default investment strategy
details a clear path for employees, says Marianne Calnan

IF YOU READ NOTHING ELSE,
READ THIS. . .
> A default investment strategy must
be created to help employees who do
not want to make active choices about
their pension investment.
> A strategy should take into account
an organisation’s demographics, such
as age, likely retirement age and
contribution levels.
> The pension freedoms, which came into
effect on 6 April, have made it vital to
have clear default investment strategies.

iSTOCK

A

default investment fund is a
selection of investments that
employers invest into on behalf of
employees who do not wish to make
their own investment choices within
a deﬁned contribution (DC) pension scheme.
Default investments are a legal requirement
for pension schemes used for auto-enrolment,
and must be ﬁt for purpose in order to secure
good retirement outcomes for employees.
A default investment strategy must reﬂect
the risk proﬁle of the workforce. A successful
strategy will also focus on providing employees
with effective communication about
investments and how pensions legislation
might affect them.
David Adkins, chief investment ofﬁcer at The
Pensions Trust, says: “Most employees do not
understand or want to understand pensions
and investments, so they need someone they
trust to do the hard work under the bonnet.”
The key components of a default
investment strategy are good governance
and administration, and employers must
also ensure the charges are reasonable for
employees. A strategy is designed to meet
the needs of the majority, so employers need
to ensure they make solid investments on
behalf of staff. A default option should strike a
balance between risk and potential for growth.
A strategy also needs a clearly deﬁned
objective. It should detail how it will manage

risk and what the expected outcomes are for
employees. It also needs to reﬂect the diverse
demographic and needs of a workforce.
Nicola Davis, pensions and beneﬁts
specialist at law ﬁrm Ashurst, says: “It is
necessary to understand the demographics
and characteristics of those who will use the
default investment strategy. So ages, term
to retirement, salaries and likely levels of
contribution will all help to assess their
expected risk preference, and allow for
the appropriate balance of risk and return.”

Scheme types
The type of pension scheme an employer
operates will help to determine its default
fund strategy. Steve Charlton, DC proposition
manager, Europe, at Vanguard, explains: “With
contract-based schemes, providers will often
build the default fund or a small choice of
them based on what they think is best for
the demographic they expect to attract.
“If the scheme is trust based, trustees
will hold the responsibility for the design,
implementation and ongoing monitoring.

It is necessary to understand
the demographics and
characteristics of those
who will use the default
investment strategy
Nicola Davis, Ashurst

This task allows the trustee to better
understand the proﬁle of employees, their
level of engagement and their understanding
of ﬁnancial matters.”
Default investment strategies should
help employees align their savings with their
retirement expectations. Therefore, employers
need to educate staff about the importance
of planning for a steady retirement income.
John Lawson, head of policy and
retirement solutions at Aviva, explains:
“As retirement approaches, default funds
need to deliver for members. Particularly
given the pension freedoms, employers
www.employeebeneﬁts.co.uk I May 2015 I 39
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PENSIONS

Proportion of scheme members
that invest in their organisation’s
default investment option

CASE STUDY
TELENT

Fewer than 25% of members

25–49% of members

Telent engages its
staff with pensions
Technology services organisation
Telent engaged its 1,600 staff with
pensions and savings through its default
investment strategy.
Since it was introduced in April 2013, its
contract-based deﬁned contribution (DC)
scheme has achieved 95% take-up. Telent
closed its deﬁned beneﬁt (DB) pension
to new members in 2007 and to future
accrual in 2012. Of Telent’s DC scheme
members, 95% are in the default
investment option.
Pete Harris, director of pensions at
Telent, explains that the organisation set
clear objectives for its default investment
strategy. “We knew we’d get high take-up
with such a required product, and wanted
to implement something useful for our
people,” he says.
“We aimed to provide something that
would get people to the right place using
general terms. We therefore chose a fairly
standard lifestyle proﬁle.”
Telent opted for the Standard Life
Strategic Active Lifestyle Proﬁle III. Harris
says: “It gives access to a wider investment
universe, and to active fund management
skill, and risk is actively managed.”
Communication was also a priority.
Harris says: “I’m a ﬁrm believer in face-toface communication, and feel it’s best to
constantly remind employees what is
offered to them.”

need to consider the varied options that
employees have.”
With the inﬂuence of auto-enrolment and
the pension freedoms that came into effect on
6 April, employees need to have a good grasp
on funding for their retirement plans. This could
hike up the need for greater understanding of
default funds and the objective behind a

50–75% of members

1%
8%
2%
7%
9%
15%
34%

76–90% of members

29%
37%

More than 90% of members

24%
17%

Do not know

14%

Source: Employee Beneﬁts/

 Employers that have auto-enrolled staff (85 respondents)

Capita Pensions research

 Employers that still have to auto-enrol staff (168 respondents)

2013, July 2013

strategy. Now, workers are able to cash in
their pension if they are aged 55 or over, and
can choose between purchasing an annuity,
taking regular chunks from their pot or cashing
it in at once.
Charlton says: “Trustees and employers now
need to ﬁgure out what they are providing a
default fund for, and an annuity may not be the
best option. This is because employees could
be taking a drawdown or taking their pot out
as cash, and it may get to the point when
employees do nothing and have a generic
default strategy.”

Communication is key
Communicating a default investment strategy
is essential to boost employees’ understanding
of pensions, and why they may have gone into
the default option. Adkins says: “Employers
need to pitch the strategy to those who don’t
want detail about it, as well as those who do.
Something like a one-page guide for those
[who are] less interested and links to more
information for members who want to ﬁnd
out more work really well.”
Communication can be driven by an
employer’s knowledge of its workforce.
Jerry Moriarty, chief executive ofﬁcer at the

Irish Association of Pension Funds (IAPF), says:
“Communication is so important. One-to-one
communication in particular can really help
employers keep default funds simple and
focused on the decisions employees are likely
to make. It comes down to knowing employees
well, whether their pension is their only
investment and what their salary is.”
Once it has been set up, a default investment
strategy needs to be managed and watched
over by the employer, as well as a trustee,
intermediary or provider, to ensure the
objective is being met. As Adkins says: “An ideal
strategy will make decisions easy for members
who do not have investment knowledge.
“Some active management of a default
investment strategy is desirable; employers
cannot leave it on autopilot. Reminders to
employees will make it more appealing too.” EB
Marianne Calnan
is a reporter
at Employee Beneﬁts
@Mazsays
@ Read also Where does responsibility for default
investments lie? at bit.ly/WIepUi
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Freedom and choice:
ﬁnding the right voice

INDUSTRY INSIGHT
Supplied by:

Employers must plan ahead to help their staff understand the new pension
ﬂexibilities as they navigate a radically changed landscape, says Steve Sykes
Billed as the most signiﬁcant pension reform
in a generation, the new rules for accessing
pensions came into force on Easter Monday.
How can employers help their people
understand the personal impact as they
navigate through a radically altered landscape?
Now that the pension revolution has
arrived, the talking was supposed to stop as
the principal details were, supposedly, in place.
Were conversations with employees to go
quiet at this point, that would be one of the
biggest mistakes employers could make in
what is a game-changing transformation.
At the time of writing, there were rumblings
from pension managers and HR departments
noting an increase in calls just after the Easter
Monday in question. The volume of questions
and concerns will continue to grow.
Despite the government’s promises of
support and the birth of the Pension Wise
‘guidance’ service, I suspected that employees

KEY POINTS
G Employers retain a bond of trust
with employees, so staff will go to
their employer for advice.
G Anticipate

their needs to create a
strategy to offer valuable support
at a critical time, especially deﬁned
contribution (DC) scheme members
approaching retirement.

G The pension revolution has just begun.

The after-annuities era will continue to
evolve. Employers need to evolve with it.

iSTOCK

G This is a largely positive change. Grasp

the opportunity to take pensions
messaging to a new level.

would still look to their
employer for clarity on what
is going on and support with
the options they now have.
It comes down to this.
The world of work has gone
through revolutions of its own
but there is still an abiding
relationship between employer
and employee, which offers a
valuable opportunity. People
instinctively turn to their
employer for advice on
potentially life-changing decisions. And what
to do with the money in their pension pot is
at the top of that to-do list.
The fact that detailed information was not
immediately available did not help. This was
far-reaching government policy being made up
on the hoof and employers needed to anticipate
what to tell people. Even if the message was
‘we are not making any changes to our scheme
arrangements’, people still had to be told about
legislative changes and where to go for guidance.

Plan, segment, target
The ﬁrst step is planning ahead. From the
outside looking in, it seems simple; just tell
employees what is happening and how it
affects them. Employers need to consider
careful segmentation of their audience;
targeting speciﬁc messages to speciﬁc
employees and using creativity to stimulate
and support one of the most challenging
thought processes they will experience.
Employers’ ﬁrst priority should be members
of deﬁned contribution (DC) schemes aged over
55. But there is still wider communication to
be carried out. Everyone under 55 needs to be
told of the general investment choices open to

them but with a different emphasis, depending
on where they are in the savings cycle.
And experience tells us that you cannot take
investment knowledge for granted and have
to strive to make it come to life. This will come
back to bite organisations unless they really
roll up their sleeves to make the technical
accessible, understandable and engaging.
There are still grey areas that need to be
addressed. Additional voluntary contributions
are a deﬁned beneﬁt feature but are invested
through DC schemes. What about deferred
members of DC schemes who might be
eligible to access their savings? Do they know
what steps to take? These aspects need to be
part of the ongoing conversation.
When all is said and done, no pensions
manager wants to be confronted by someone
saying: ‘I did not realise if I took all my savings
as cash I would get whacked with a hefty tax
bill and now I cannot afford to retire.’ We all
need to make sure no one is left exposed.
Steve Sykes
is a senior consultant
at Shilling
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EMPLOYER PROFILE

TRUE PROFESSIONAL
In a revamp of its beneﬁts package, Arup has created more ﬂexibility for
staff in order to become an employer of choice, says Robert Crawford

S

ince 2013, professional services
ﬁrm Arup has been working to align
its employee beneﬁts strategy to
better reﬂect the philosophy behind its
founder Ove Arup’s key speech in 1970, which
set out the organisation’s business values.
Drawing on the key principles from
Arup’s speech of being an employer of choice,
being a humane organisation and achieving
reasonable prosperity, the organisation
conducted a beneﬁts review in 2013, focusing
on a strategy that reﬂects these values.
It has created more ﬂexibility and
empowerment for staff in order to be an
employer of choice; it has improved its
work-life balance and wellbeing strategy to
be a humane organisation; and has improved
the ﬁnancial awareness of staff and the tax
efﬁciencies available to them to boost the
value of its beneﬁts package and achieve
reasonable prosperity.
Diane Thornhill, HR director UK, Middle East
and Africa (UKMEA), at Arup, says: “The review
came about because the offering had been
unchanged for four to ﬁve years. Beneﬁts
needed to change because of the changing
[employee] demographic; they no longer
reﬂected the needs of our people.
“We take on 200 to 300 graduates a year,
and the package was not responsive. This
was the catalyst. Yet we wanted to resonate
with Ove’s key speech in 1970 through our
beneﬁts philosophy and the review was about
protecting and following that.”

ARUP AT A GLANCE
Arup was founded in 1946 with an initial
focus on structural engineering. The
organisation ﬁrst came to world attention
with its work on the structural design
of the Sydney Opera House. The ﬁrm has
grown into a multi-disciplined organisation
responsible for designing iconic structures.
It has about 10,500 employees and 2,250
special-term contractors, agency staff and
retained consultants in 37 countries.

Evan Davidge, head of reward at Arup, adds:
“The external environment was changing too,
with new legislation coming in. It all impacted
on the beneﬁts. I think sustainability was also
becoming an issue through group risk beneﬁts.
The package was out of alignment with costs,
let alone the changing demographic.”
To reﬂect its founder’s principles, Arup’s
beneﬁts needed major surgery. This led to
the introduction of new perks in 2014 via its
ﬂexible beneﬁts scheme, including a green car
scheme, a computer salary sacriﬁce scheme
and discounted mobile phone products.
“People only used ﬂex to buy and sell holiday,
and employees had very little engagement
with the other beneﬁts offered,” says Davidge. “It
was part of a revamp to bring in more beneﬁts
that attract all segments of the workforce. We
redistributed some of the savings, £1.2m from
tax and national insurance, to focus more on
younger employees and increase engagement.
The response has been astonishing.”
Since Arup’s beneﬁts review, take-up has
risen from 48% to 75%, communication has
improved and the new perks are more suited
to younger workers.

“It has partially been down to the beneﬁts
review and a combination of a new focus on
communications that has resulted in high
take-up,” says Davidge. “Something like this
does not happen overnight and it has taken
three years to align ﬂex with the business
approach [to be an employer of choice] and
to offer greater ﬂexibility and choice.”
Arup’s top-down/bottom-up approach
to beneﬁts communication, with its business
leaders on hand to tackle important messages
to staff, has helped the multi-channel approach
it decided to take after its beneﬁts review.
Davidge adds: “It is really important for us to
get leaders to reinforce different aspects of the

BUSINESS OBJECTIVES
IMPACTING BENEFITS
G Cost implementation of beneﬁ ts review
throughout 2016
G Managing new generations of workforce
as well as older staff
G Continuing to align beneﬁts to core values
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THE BENEFITS
Pension
> Trust-based deﬁned contribution scheme
with 96% take-up
> Employees contribute 2% to 6% of
salary, and Arup double matches employee
contributions up to a maximum of 12%

Healthcare and wellbeing
iSTOCK

beneﬁts package through the year, where the
opportunity presents itself, such as the ﬂexible
beneﬁts window, announcement of the proﬁt
share bonus and pay reviews.”

Employee wellbeing
The organisation’s continued focus for 2015
will be on making Arup ‘1,000 years younger’
through its health and wellbeing strategy,
which aims to empower its employees, or
‘Arupians’, to take their health into their own
hands. This was also a ﬂagship change during
the beneﬁts review.
“We spent an awful lot of money on health
beneﬁts, but it was disjointed,” says Davidge.
The organisation has made considerable
progress by working with its provider, Axa PPP
Healthcare. More than 52% of its employees
have received one or more health checks in
the past 12 months and 62% have registered
on the provider’s Employee Health Gateway,
which provides tools and resources to help
them improve their personal wellbeing.
Thornhill adds: “We took the strategic
imperative to shift away from managing the
cure and the symptoms to investing in people
to be more proactive and to get to the problem
to try and prevent something happening.”

> Private medical insurance: core and
upgrade available through ﬂex
> Employee counselling
> Health screening
> Occupational health
> Free ﬂu vaccinations
> Eyecare
> Dental
> Discounted gym membership

Group risk
> Life assurance at four-times salary
> Income protection
> Critical illness insurance
> Personal accident insurance

Holidays
> 25 days, including bank holidays,
Arup measures its progress through
a health dashboard, which offers a more
targeted approach to identifying and reducing
key health risks. Although the organisation
initially saw an increase in claims, largely
because of the number of staff going
through a health check, claims have now
begun to plateau.
The results of the beneﬁts review
produced a clear direction for Arup: it now has
a diversiﬁed and joined-up beneﬁts package
that reconciles both business and employee
needs. It has responded to changing market

CAREER HISTORIES
Evan Davidge has been head
of reward at Arup since May
2011, after previous roles
at Carphone Warehouse
(now Dixons Carphone),
Nationwide Building Society
and the Royal Air Force. He is a strategic
member of Arup’s Regional People Executive
Committee. He has also spent a number
of years in employee beneﬁts consulting.

Diane Thornhill, regional HR
director UKMEA, joined Arup
as a business partner in
2002. She was previously HR
controller at Sears Financial
Services and head of HR at
the British Shoe Corporation. Thornhill says:
“My roles have taught me a lot of skills to
relate to different people needs, which has
helped develop a strength of character.”

as standard for all employees
> Staff can carry over up to 30 days
of accrued untaken holiday, which will
decrease to 20 in 2016
> Staff can draw up to 10 days a year
from the following year’s holiday allowance
> A maximum of ﬁve days can be bought
or sold through ﬂex
> When an employee leaves the
organisation, there is a reconciliation
of their holiday entitlement, with the
ﬁnal balance being credited or deducted
to/from their ﬁnal salary

Other beneﬁts
> Flexible working/sabbaticals policy
> Three months enhanced maternity
and shared parental leave
> Voluntary beneﬁts discounts scheme
> Childcare vouchers
> Interest-free loans
> Bikes for work
> PC scheme (Microsoft Enterprise
home-use licence and a range of
Apple products)
> Mobile phones

practices, legislation and demographics in a
sustainable way, and has taken advantage of
its purchasing power to create a better ﬂexible
beneﬁts offering.
Its 2013 Working at Arup survey found that
85% of respondents are proud to work at Arup
and 80% would recommend it as a place to work.
“This pride comes from the ﬁrm’s unique
values,” says Thornhill. “It comes from the
opportunities to work with talented people
and the brand that Arup is. People aspire to
work with leading experts and even the legacy
of Ove himself is an attraction to people for
the work he did on Sydney Opera House.”
As a result of its efforts, Arup has been
nominated for ‘Best alignment of beneﬁt to
business strategy’, ‘Best ﬂexible beneﬁts plan –
small employer’ and ‘Beneﬁts team of the year’
at the Employee Beneﬁts Awards 2015

Robert Crawford
is a reporter at
Employee Beneﬁts
@RCrawford_EB
@ Read also Arup boosts beneﬁts take-up among
generation Y staff at bit.ly/1D7Rijs
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The popularity of home
technology beneﬁts

Supplied by:

Offered via salary sacriﬁce arrangements, home technology schemes are
increasingly helping employers to motivate and retain staff, says David Walker
There is a constant desire to offer innovative
beneﬁts to drive employee engagement.
One strategy that has seen proven crossgenerational participation and universal appeal
is the implementation of a home technology
scheme as part of a wider beneﬁts portfolio.
Many beneﬁts, after their initial adoption,
change very little, with the product or service
remaining static, and, therefore, requiring
imaginative approaches to marketing to
overcome this natural latency.
In contrast, technology products are
constantly evolving, with signiﬁcant
developments often under the scrutiny of
the media and taking on a cultural impact.
Being able to offer these types of products
to employees and leverage that pre-existing
demand has resulted in the increasing
attractiveness of home technology schemes.
More employers are looking to offer
their employees access to the latest home
technology equipment through a salary
sacriﬁce arrangement. Devices such as tablets,
laptops, desktops, smartphones and smart
televisions are normally offered over a period
of 24 or 36 months. With good communication
and the right product offering, participation

KEY POINTS
Home technology:
G Offers the latest consumer technology

G Has a wide appeal to entire workforce
G Engages staff in beneﬁts programmes
G Improves IT literacy across workforce
G Is a highly perceived, easily
accessible beneﬁt

rates can be well in excess of
10%, across an unusually wide
employee demographic.
Employers are increasingly
looking to the beneﬁt as a
key part of their strategy in
motivating, attracting and
retaining the best staff. The
appeal of these schemes is
becoming more diverse and
multi-generational as a result
of the increase in retirement
age, the advent of the ‘silver
surfer’ and the recruitment of
millennials or generation Y.
Employees can beneﬁt from the latest
technology, affordable monthly instalments
through salary, no credit checks, no deposits
and a scheme that is easy to participate in.

Keep beneﬁts fresh
Meanwhile, employers can offer a beneﬁt
kept fresh with new products being offered
throughout the year, which helps employee
engagement, appeals to a broad workforce
demographic and improves IT literacy across
the workforce. They can also beneﬁt from
quick and easy implementation, and potential
savings on employer’s national insurance (NI).
Providing a broad range of technology
from different product categories enables
employees to choose devices pertinent
to their taste and requirements, and with
multiple generations in the typical workforce,
we all see technology being used in a variety
of ways. Offering product choice is therefore
a key factor to giving the beneﬁt broad appeal.
Currently, some of the most popular products
are Apple iPads, iPad minis and other tablets,
smart televisions and laptops.

iSTOCK

Schemes offering associated computing
accessories allow employees to further tailor
their selection to their requirements.
Key manufacturers in the marketplace
have a deﬁned strategy for bringing out new
and exciting technology, often at particular
times of year. By mirroring the latest cuttingedge developments, schemes can be kept
fresh, relevant and engaging.
The beneﬁt should be well communicated
to be a success. Formulating a communication
plan is crucial for the awareness of the beneﬁt
to employees. Examples of communications
are: fairs, face to face through workplace
marketing, desk drops, ﬂyers, bespoke HTML
emails, brochures, advertorials in internal
magazines, and web and intranet banners.
Popular beneﬁts such as this can increase
participation in employee beneﬁts overall. Highly
perceived and accessible to all, they really can
help to engage, retain, attract and motivate staff.
David Walker
is managing director
at Let’s Connect
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COMPUTER SCHEMES
Employers are offering salary sacriﬁce schemes to help staff buy tablets and laptops, says Clare Bettelley
SHUTTERSTOCK

The facts
What is a computer salary
sacriﬁce scheme?
An arrangement whereby an
employer buys a computer from
a computer scheme provider and
then loans it to an employee,
typically via a ﬂexible or
voluntary beneﬁts scheme.
The employee repays the cost
through their gross pay.

Where can employers get
more information?

C

omputer salary sacriﬁce
schemes typically involve
employers offering staff
access to laptops or
tablets and related accessories,
such as printers and cases,
through their ﬂexible or voluntary
beneﬁts schemes.
North Yorkshire County Council,
for example, offers staff access
to tablets and laptops through
its Everyday Beneﬁts salary
sacriﬁce-based platform.
Employees can pay for their
gadget out of their gross pay and
make tax and national insurance
(NI) savings in the process.
Basic-rate taxpayers could

expect to save up to 8% of income
tax and 12% in NI. Higher-rate
tax payers can save 16% and
2% respectively.
Technically, employers own
the computers, which they loan
to their employees, who are then
liable to pay beneﬁt-in-kind tax.
The main attraction of computer
salary sacriﬁce schemes is that
these enable staff to spread the
cost of computing equipment
across monthly payments without
having to obtain credit.
Most scheme providers do not
charge for launching a scheme,
because they generate proﬁt from
selling related accessories and

STATISTICS

6%
6%
16%

of respondents offer computers to staff on
a voluntary basis.
of employers introduced computers for staff in 2013,
which is twice the percentage (3%) that did so in 2012.
of employers plan to add computers or tablets for home
to their ﬂexible beneﬁts scheme.

(Source: The Beneﬁts research 2014, May 2014. )

insurance cover, but employees’
orders may be subject to
administration and delivery fees.
Some employers offer
computers to staff via a discount
scheme, rather than through a
salary sacriﬁce arrangement.
Although there are no tax and NI
savings, these arrangements allow
for shorter repayment periods and
open up the beneﬁt to low-paid
workers who cannot participate
in salary sacriﬁce.
Like all beneﬁts, computer
salary sacriﬁce schemes need
to be communicated effectively
to ensure staff understand: the
impact the beneﬁt has on their
take-home pay; the tax treatment
and beneﬁt-in-kind liability; and
how the hire and payment
agreement between them and
their employer is regulated.
Employers should also keep
track of and communicate market
trends, such as bring-your-owndevice (BYOD) schemes, which
are rivalling computer salary
sacriﬁce schemes.

Information about how computer
salary sacriﬁce schemes work
can be found on provider
websites. HM Revenue and
Customs’ website gives more
details on the tax treatment
of computers.

Who are the main providers?
Providers include Avinity,
Clarkwood Enterprise,
Computershare Salary Extras,
Computingscheme, Employee
Choice, Exertis Employee
Beneﬁts, Let’s Connect,
P&MM Employee Beneﬁts
and Stormfront.

This is being driven by an increase
in ﬂexible-working practices within
many organisations.
The major advantage of BYOD
schemes for employees is that
they purchase and own their
computer, which they then use at
work, rather than having to loan it
from their employer.
But a major drawback for
employers is IT security, hence
why the government updated its
BYOD guidance for employers
in November 2014
@ Read more buyer’s guides at:
bit.ly/1k0Zqbv
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the perfect fit for
every employee.

3 easy steps to pension flexibility.
The new pension rules come into force in April 2015 and bring a whole new world of choice on how to generate income in retirement.
And it’s not just about pensions - all savings will need to be taken into account (such as ISAs) if retirement income is to be properly considered.
We have a complete service offering to help ensure your employees are informed and can take appropriate action - not just at the point of
retirement but in the years leading up to retirement and beyond.

1.

What do I need to know?
Financial education can be delivered
via many routes such as seminars,
webinars or through online tools but
the most important thing is it will be
tailored to your employees based on the
benefits you provide. It will help your
employees understand the advantages and
disadvantages of all the new retirement
income options available. In other words,
it explains to them what they need to know!

2. What is right for me?
Individual guidance and support can
be provided including a helpdesk and
fully regulated advice. Questions can be
answered such as, ‘should I retire now,
delay retirement or work part time?’ and
‘how should I take my income?’ Also,
other considerations such as their partner’s
pension and savings can be taken into
account.

3. How do I do it?
We can then help them implement their
chosen retirement income plan in line
with their requirements whether that is
taking some form of drawdown, buying
an annuity or a combination of options.
Many employees may want to make a
series of decisions over time rather than
a single choice at retirement and we can
support them through this.

Ensure you get ahead and take advantage of this service now. To find out more, please contact us on:
0800 234 6880, email us at info@wealthatwork.co.uk or visit www.wealthatwork.co.uk

@ www.employeebeneﬁts.co.uk/resource-centre/buyers-guide
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PRIVATE MEDICAL INSURANCE
PMI can help employers to manage their health risk proﬁle and reduce staff absence, says Marianne Calnan
The facts
What is private medical
insurance (PMI)?
PMI is a health insurance
that covers employees for the
treatment of curable, short-term
medical conditions or accidents.
Cover can include consultations,
diagnostic tests and in-patient
and outpatient procedures.

What are its origins?
The roots of PMI can be traced
back to the late 19th century,
when weekly savings clubs
allowed workers to save small
amounts towards medical
treatment. The corporate PMI
market saw considerable growth
in the 1970s, when employers
sought to offer more employee
beneﬁts rather than pay rises
due to high inﬂation.
iSTOCK

Where can employers get
more information or advice?

P

rivate medical insurance
(PMI) offers staff access
to private healthcare
treatment, which can help
employers manage their health
risk proﬁle, as well as reduce
the length of some employees’
absences. It also includes cover for
treatment for curable, unforeseen
and short-term conditions.
PMI has evolved signiﬁcantly
since it was ﬁrst introduced in the
form of weekly savings clubs. The
introduction of the National Health
Service (NHS) in 1948 caused PMI
to develop further to become a
formalised product. Some smaller
associations merged to form
organisations such as Bupa, while
others operated as standalone
organisations, such as the
Bristol Contributory Welfare

Association (BCWA), which became
Simplyhealth in 2009.
PMI did not traditionally cover
existing medical conditions,
and was not designed to cover
long-term medical conditions
or chronic conditions as such.
However, some corporate plans
do allow staff to join on a medicalhistory-disregarded basis to cover
pre-existing conditions.

Common conditions
Some of the most common
conditions claimed for through
PMI are skin disorders, back pain
and musculoskeletal conditions.
Some providers, such as Aviva
and Bupa, offer tailored or ﬂexible
policies, which allow an employer
to change its cover options and
excess levels and control the cost

of providing the beneﬁt. For
example, Aviva offers its Solutions
package, which covers between
two and 249 staff, and its Optimum
package, designed to cover 250 or
more employees. The Optimum
package allows employers to
select which options best suit
their employees, or offer different
sections of their workforce
different levels of cover.
Another method of cost
efﬁciency is to only offer
employees private medical
treatment when the wait for the
same treatment on the NHS is at
least six weeks.
There has also been a shift
towards open referral treatment,
where the provider offers a choice
of two or three consultants rather
than allowing the employee to

The Association of British
Insurers, the Association
of Medical Insurance
Intermediaries and the British
Insurance Brokers Association
offer more information.

What is the cost?
PMI typically costs an employer
between £200 and £1,500 a year
per employee depending on a
worker’s age, the employer’s
claims experience, the scheme
size, whether the employer
excludes existing medical
conditions and any excesses.

What are the
legal implications?
PMI is usually a contractual
obligation of employment, but it
can be withdrawn or altered with
due notice or negotiation.
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choose their own, or using those
offered by their doctor. Open
referrals can beneﬁt staff
because the insurer has to
approve the consultant, and
there is no risk of a shortfall with
employees having to pay some of
the treatment costs themselves.
Bupa, Axa PPP Healthcare and
Simplyhealth UK are among the
providers that offer open referral,
while VitalityHealth (previously
PruHealth) can offer it to
employees at the point of claim.
Employers can also educate
staff about the importance of
good health, and provide the
most appropriate treatment.

The facts
What are the tax issues?
Employer-paid PMI is a beneﬁt in
kind, so employees pay tax and
national insurance on premiums.
However, it is regarded as an
allowable business expense, so
employers can get corporation
tax relief on premiums.

What is the annual spend?
Employer spend on PMI in 2013
was £2.74bn, according to Laing
and Buisson’s Health cover UK
market report 2014, published
in July 2014.

Which providers have the
biggest market share?

Additional options
There is now a greater awareness
among employers about the
importance of workplace
wellbeing, including prevention
and rehabilitation, as well as
the key role PMI has to play in
offering more diverse options.
For example, Axa PPP
Healthcare offers psychiatric
treatment, treatment of
conditions relating to alcohol and
substance abuse and outpatient
drugs and dressings cover up to
£200 per year.
In addition, Bupa’s Business
Fit scheme offers three
levels of cover, aiming to
help tackle mental health and
musculoskeletal conditions by
offering early intervention to
help employees get diagnosis
and treatment quickly. It also
offers self-referral for mental
health conditions.
In April 2014, the Competition
and Markets Authority published
its ﬁnal report on competition in

iSTOCK

the private healthcare market. It
revealed that it was beneﬁcial for
PMI providers to make the market
more transparent with patient
referrals and treatment, along with
the publication of information
around data and costs.

Crackdown on beneﬁts
These measures could result in
lower PMI premiums and new PMI
products. It also announced a
crackdown on beneﬁts schemes
awarded by private healthcare
providers referring clinicians for
treating patients in their facilities.
More competitive pricing may
occur if providers pass on savings
made to employees.
In addition, measures to
increase competition in the market

STATISTICS

31%
16%

of employers offer PMI to all staff as a core beneﬁt
(Source: Employee Beneﬁts Beneﬁts research 2014, May 2014)

of organisations offer PMI to all staff and 22% offer
it to senior employees

(Source: CIPD Absence management report 2014, October 2014)

could also drive providers to offer
different products to maintain an
edge over competitors.
PMI is always likely to remain
attractive to employers and staff,
especially as NHS resources
become increasingly stretched.
Employee Beneﬁts’ The beneﬁts
research 2014, published in May
2014, found that PMI is the most
popular beneﬁt offered to workers
via a ﬂexible beneﬁts scheme, on
par with dental insurance, with
22% offering it.
But the increasing cost has
always been a major barrier,
meaning that many organisations
limit employer-paid cover to senior
or long-serving staff. In fact, 42% of
more than 1,000 senior decision
makers said the main barrier to
offering PMI to all employees is
that the organisation cannot afford
it, according to research by Bupa,
published in July 2014.
New government initiatives
may also impact the corporate
PMI market. These include the
Department for Work and Pensions’
(DWP’s) Fit for Work service, which
offers impartial advice for dealing

In terms of both employer- and
employee-paid PMI, Bupa and Axa
PPP Healthcare have the largest
shares, accounting for between
three-ﬁfths and two-thirds of the
market. Aviva and VitalityHealth
(previously PruHealth) each have
market shares of between 10%
and 15%, according to Laing and
Buisson’s Health cover UK market
report 2014. Other providers
include Westﬁeld Health and WPA.

Which providers have increased
their market share the most?
Laing and Buisson’s Health cover
UK market report 2014 shows that
Aviva, Simplyhealth, VitalityHealth
and Cigna increased market share
the most in 2013, whereas Axa
PPP Healthcare’s share remained
static, and Bupa lost market share.

with long-term absence. Launched
in December 2014, the service
began its rollout in March 2015.
The services offered through Fit
for Work, which include an online
library and telephone service, email
and online support for employers
and free cognitive behavioural
therapy (CBT) for staff, may provide
complementary provision to
services provided through PMI.
@ Read more buyer’s guides at:
bit.ly/1k0Zqbv
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Sourcing a Gym membership scheme
that covers all your employees?

Don’t sweat over it.
Incorpore helps the busy HR & Reward teams we work with to engage
employees in the benefits of an active lifestyle. We offer a choice of
gym schemes to suit each and every organisation.
With over 2,600 participating gyms nationwide, our large number
and variety of clubs ensures all employees are catered for no matter
where they live, what their level of disposable income or individual
goals and preferences are.

Visit www.incorpore.co.uk | Call 0845 300 6474

CONFESSIONS OF A BENEFITS MANAGER

Golden rules
Candid puts email measures in place in a desperate bid
to keep on top of the deluge of ofﬁce communications
here was a time when I was
on top of my emails. I get
stressed when there is
no white space showing at the
bottom of my inbox, so I am in a
bad state when my inbox runs to
several pages.
Mind you, I am not as bad as
some. My colleague Lazy Susan
has hundreds of unread emails at
any time. I can see the little badge
count clicking up every day and I
get doubly stressed by proxy.
Big Bad Boss is just as bad. He
says that email is just a tool, and
that we should use it and not let
it use us. Certainly, he only reads
emails from his own boss or other
Higher Beings, and he relies on his
team handling anything more trivial.
No, let me rephrase that: he relies
on me to handle anything trivial.
Lazy Susan is unlikely to pick
anything up, as she is far too busy
keeping up with Facebook and
Twitter herself. I can also see, even
from my desk if I lean over, that she
gets a whole load of personal stuff
sent to her work email account:
horoscopes, relationship advice
and shopping catalogues. It is a
wonder she can ﬁnd a work-related
email among all the junk, let alone
action one.
Sometimes I feel I am the only
one taking responsibility for the
department mail. I don’t want to
become one of those pitiful control
freaks sleeping with a BlackBerry
on their chest just to stay in touch.
Several of my US colleagues are like
that: saddos who respond to emails

T

at 2am their time, and who ping
off a load of requests before leaving
their house in the morning. Still, I
would like to be a bit more on top
of things just now.
My inbox is kept as a kind of
action list by ﬁling everything else
as I go. But lately, since taking a few
days off, I have been overwhelmed
with a mail deluge. It is time to have
a digital cleanse and get my email
down to manageable levels again.
Sorting my enormous inbox by
sender, it seems there are three main
types of email pirates in operation.
First of all, there
are the ‘cc’ selﬁes.
It is good to be kept
in the loop when it
is relevant, but one
or two of my dear
HR colleagues like
to copy in everyone
in the department
every time they
sneeze. It is a kind
of narcissism; these
copy-the-world types like everyone
to look at what they are doing. I
could ask the ring leaders such as
Creepy Caroline (note her initials)
to stop, but I feel sure if I did that
she would leave me off something
important out of spite.
No, the only way to deal with
this is with a ‘rule’. I set up a rule
in my mail account to ﬁle all their
standard reports in a folder on
receipt. They are still there to
be read should I ever be bored
enough to want to, but they won’t
ﬁll up my inbox. I call the folder ‘blah

blah blah’, which also makes me
feel a lot better.
A few more rules will take care
of the next inbox bandit: supplier
updates. Firms such as Smarmy
Consulting constantly send me
newsletters and technical updates.
The secret truth is I don’t have
time to read such things. In any
case, consultants don’t give you
enough information to take any
useful action; only enough to get
you worried enough to call them
in to advise. Nine times out of 10,
the content has no relevance for
our company and
I get all worked up
over nothing. By ﬁling
them automatically
in a folder called
‘rather dull research’,
I can still search on
a topic if I need to.
Like Big Bad
Boss with his team,
I will trust Smarmy
Consulting to get in
touch directly if there is something
really important (fee chargeable)
for us to do.
The last main group of inbox
bandits are the conversationalists.
They will email with a short
question, and then ask another
one on reply, carrying on for a good
10 emails, often with everyone on
copy. It becomes like some kind
of pyramid scheme, with everyone
chipping in on the chain letter until
we are all sick of the subject.
We do have a company
messenger service and, although

Big Bad
Boss says that
email is just a
tool, and we
should use it and
not let it use us

I can see that would be good
for these little chats, I am rather
glad that messaging hasn’t really
caught on here. I have worked in
places where my screen positively
hummed with the ping of constant
interruptions. It was like working in
a very noisy bell factory.
I can’t get rid of these
conversationalists altogether,
but I can set my emails to group
conversations into one email. That
alone clears a lot of space.
Now I am down to a mere two
pages of proper email. Most of
them I have now read, but I need
to action them to be able to ﬁle
them away.
Another way to cut down is to
use ‘bcc’ for any mass emails. If you
use ‘cc’, you can be sure a whole
group will copy everyone on their
response, so then you get copied on
someone else’s response to them.
Why do people do that? Some of
my colleagues must have ‘reply all’
set as default. More look-at-me
narcissism, I suspect.
The number of emails you
receive is directly proportional
to the number of emails you send
out. I vow to be more succinct, to
be more selective in distribution
and, wherever possible, to get
away from my desk for a proper
face-to-face instead. My new
mantra: send less.
Next time…Candid looks at
recognition.
@ Read more Confessions at:
bit.ly/RKlOt2
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Independent assurance by
PricewaterhouseCoopers LLP UK
(July 2012 – June 2013)
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CONTACT DIRECTORY
BREAKDOWN COVER
Staff could save on AA
Breakdown Cover*

SAVE THE DATE
21 - 22 September 2015, Olympia, London

Discounted AA Breakdown Cover is available

EXPERT INSIGHT, INFORMATION
AND PRACTICAL ADVICE

for your staff and colleagues – join our affinity
scheme to reward employees the easy way.
* Terms and Conditions apply

GET AHEAD AND BOOK FREE TICKETS TODAY
employeebeneﬁtslive.co.uk

For more information contact

AA
T: 01256 493 469
E: Emily.John@theAA.com

Emily John on 01256 493 469 or
email Emily.John@theAA.com

BENEFITS SOLUTIONS
Mattioli Woods understand that
businesses are increasingly seeking new
ways to recruit, motivate, engage and
retain the best talent with innovative
employee benefit solutions. Working
with employers locally, nationally and
internationally Mattioli Woods design,
implement and administer new and
existing schemes, providing advice
and guidance on life cover, retirement,
health and wellbeing, salary protection,
rewards and lifestyle related benefits. Our
employee benefits solutions will support
your business now and in the future.

Do you have an issue worthy of TV Debate?

Filming on June 24th. Employee Beneﬁts Wired is a
interactive platform to debate the latest trends and issues
impacting the beneﬁts community.

Mattioli Woods plc
T: 01224 652 100
Email: info@mattioliwoods.com
Web: www.mattioliwoods.com

VOLUNTARY BENEFITS
Delivering engaging and cost effective
benefits solutions. Through our fully
integrated platform, we offer:

.co.uk

G

G

To ﬁnd over 160 beneﬁts suppliers and
consultants go to
www.employeebeneﬁts.co.uk
and go to the ‘ﬁnd a supplier’ section
Tel: 020 7970 4929
Contact: David D’Souza
Email: david.dsouza@centaur.co.uk
Web: www.employeebeneﬁts.co.uk

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

G

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

G

Discounts – From over 3000 vendors, which
can be tailored to include both regional and
company requirements.
Concierge – Assistance to organise that
dream holiday, sourcing hard-to-get concert
tickets or finding you a plumber.
Reward & Recognition – Helping you to
recognise employees in meaningful ways
beyond pure salary and bonus.
Retail Vouchers – Providing vouchers for
high street brands & supermarkets, online and
via salary sacrifice.
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Stormfront

Fantastic Employee Beneﬁts from Stormfront

Mac and iPad are productive tools that employees really want. As an Apple
Authorised Reseller, Stormfront have the expertise to help you add these products
to a new or existing employee beneﬁts scheme in a way that is simple, cost neutral
and includes no set-up costs. Speak to one of our team today.

Largest Apple
Premium
Reseller in
the UK

One of
Europe’s
largest service
providers

No set
up costs

Employer
has total
control of the
scheme

Allows
access to
the full Apple
range

Access to an extensive range of Apple and
other great accessories:

Provide a
dedicated
website
for direct
ordering

Choose Stormfront. Your local Apple Experts
For more information on how Stormfront Employee Beneﬁts can work with your company call
0800 612 1044, email beneﬁts@stormfront.co.uk or visit www.stormfront.co.uk/beneﬁts

Stormfront_FP_EB_0515.ps 52

20/04/2015 11:42

