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Work
happy.
Simple, seamless employee services
that make work happy, for everyone.
The things your employees need, all in one place.
We offer a full range of employee services – including benefits,
communication and engagement tools – through Hapi: our simple,
customisable platform. It does the things you’d expect, like rewards
and incentives. And it can do lots of other things, too.
Holiday booking. Electronic payslips. Health and Wellbeing.
Internal Communications.
With Hapi, everything your employees need is at their fingertips –
wherever they are.

Call 0333 0058 022 or email
hellohapi@personalgroup.com
www.personalgroup.com
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Brexit adds another
layer of complexity
Over the past few months, one topic has dominated
conversation: the result of the EU referendum.
Whichever way you voted and whatever you think
of the Brexit result, there can be no denying that
the UK’s decision to leave the European Union
(EU) will have widespread ramifications.
The true reach of the decision will only really become
apparent once Article 50 is invoked and the UK begins
its preparations to leave the EU. However, there has already been much
speculation about the impact this will have on myriad employment-related
policies and legislation. Although much will depend on the exit strategy
ultimately agreed between the UK and EU, in the long term, employers
may have to take into account possible changes to equality legislation
and data protection regulations, which have their roots in EU law and
may impact various benefits schemes, such as pensions and insurances.
For employers that operate a global benefits strategy, Brexit adds yet
another layer of complexity to an already challenging task. Key issues
that must be taken into consideration include differing cultural concerns
and tax structures, as well as changing legislative requirements.
Employers that invest the time, effort and resources necessary to
achieve a global benefits strategy, therefore, will inevitably want to
ensure that the end result is market leading, giving them a competitive
edge. Find out how to achieve this in World leaders on page 12.
As the summer begins to draw to a close, thoughts will soon inevitably
start to turn towards
Christmas and the winter
holiday season. Reward
and benefits professionals
tasked with implementing
a Christmas motivation
and incentive strategy,
however, must begin to
get into the festive spirit
now if their organisation
is to be prepared come
December. Find out
more about the options
available and how to
construct an effective
Christmas motivation strategy in Making plans for Christmas on page 33.
The autumn also means the return of Employee Benefits Live, which
will take place on 11-12 October at Olympia National, London. See
some of the highlights on page 8. Find the full conference programme
and register to attend at www.employeebenefitslive.co.uk.
See you there!
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briefing

Blazing a trail for
same-sex partners

10 the top 10 most read stories
1 EU referendum ‘leave’ vote expected to
impact workplace benefits
The vote to leave the European Union could
have an impact on employment law and
workplace benefits. bit.ly/28YcpNR

Katie Scott | Reporter
Employee Benefits

2 EXCLUSIVE: Royal Mail receives 1,200
orders for car salary sacrifice scheme
My Drive, Royal Mail Group’s car salary
sacrifice offering, had 1,200 orders
placed after it launched in March. bit.ly/29tSOti
3 Asda equal pay claim proceeds
An equal pay claim brought against Asda
proceeds to the Employment Tribunal
following a Court of Appeal decision
(see page 6). bit.ly/2b0nUsO

equality

4 Sasto Deal introduces menstrual policy
Nepal-based online retailer Sasto Deal has
launched a policy that gives female staff the
option of working from home or taking rest
days during their menstrual cycle. bit.ly/2b0oS8q

Japanese e-commerce organisation Rakuten,
which employs 13,000 staff globally, has
extended benefits available to employees’
spouses to same-sex partners, revising the
definition of both ‘marriage’ and ‘spouse’
in its internal employment policies.
Previously, the policy only recognised a
marriage certificate under Japanese law.
Although same-sex marriage is not legal in
Japan, Rakuten has amended its internal
policies to ensure that same-sex partners can
benefit from congratulatory leave when they
officiate their relationship and condolence
leave in the event of a partner’s death, as
well as consolation payments.
The change was approved by the
organisation’s board of directors in July
2016, and came into effect in August.
Akio Sugihara, chief people officer and
managing executive officer at Rakuten, said:
“We recognise that, especially in Japan where
there is a lack of legal protections, LGBT
[lesbian, gay, bisexual and transgender]
people often feel as if they have to hide who
they are in order to succeed professionally.
Updating our employment policies is one way
for us to demonstrate our commitment and
support to our LGBT colleagues and their
partners in an official, corporate capacity.
“The reaction has been overwhelmingly
positive within the [organisation] and people
are excited to see Rakuten moving forward

so quickly. Of course, we want to do more,
but the overall consensus is that this is a
very positive first step, and we hope to see
it influence other Japanese [organisations]
to also take concrete steps by offering
inclusive employment policies.”
Multi-national organisations looking to
adopt inclusive, global policies may have to
navigate a minefield of cultural sensitivities
when considering staff relationships across
different countries. Homosexual activity, for
example, is punishable by death in countries
such as Iran and Saudi Arabia.
Elizabeth Lang, employment partner at
international law firm Bird and Bird, said:
“[Employers] need to be aware of what
applies on the ground in a particular country.”
If multi-national organisations take a global
approach to such policies, the terminology
used can still be generic enough that local
jurisdiction can be applied in individual
locations around the world.
Lang added: “What you will sometimes
see is handbooks will have quite non-specific
aspirational statements, so these would be
quite broad statements that wouldn’t be
specific about particular items. When you
come down to country-wide policy, then it
would be more detailed and perhaps a policy
that [organisations] would have in the UK,
wouldn’t be a policy that [employers] have
in, for example, Iran.”

5 HR professionals are the most ‘hangry’
Research by Tastecard found 93% of HR
professionals feel angry when hungry at
least once a week, with 34% of respondents
feeling stressed when ‘hangry’. bit.ly/2b7kW4j
6 EXCLUSIVE: Benefex and EY partner
EY has partnered employee benefits
provider Benefex to offer employee
benefits and engagement technology
alongside consulting services. bit.ly/29IuwaL
7 Fat Face launches mobile phone salary
sacrifice scheme for staff
Clothing retailer Fat Face has launched a
mobile phone salary sacrifice scheme for
its 3,000 UK-based staff. bit.ly/2aURPzQ
8 Research points to benefits ‘loyalty’
BrightHR research shows more than
three-quarters of millennial respondents
believe that receiving benefits would make
them more loyal to their employer. bit.ly/2abMkzW
9 UK EXCLUSIVE: Arthur J Gallagher
acquires Orb Financial Services
Arthur J Gallagher has acquired Surreybased employee benefits organisation
Orb Financial Services. bit.ly/2aON8ak
10 Majestic Wine CEO shares bonus

Rowan Gormley, chief executive officer
(CEO) at Majestic Wine, shared his bonus
among 493 employees. bit.ly/2aQtoFG

Most read stories online between 21 June and 7 August 2016
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tax &
legislation

The latest information on legislation and tax issues
affecting benefits, including a raft of employment-related
legal cases that could be significant for the future benefits
landscape and details of the new minister for pensions

Landmark employment
cases in the spotlight
Katie Scott | Reporter
Employee Benefits

The results of a number of employmentrelated legal cases could have a significant
impact on employers’ benefits strategies.

employment cases

Uber faces test cases over driver status
Two test cases against taxi-hailing app Uber
have been brought to the Central London
Employment Tribunal, to determine whether
drivers should be classified as workers or as
self-employed independent contractors. The
six-day hearing started on 20 July 2016, with
a decision expected in October. If determined
as workers, drivers would be entitled to rights
such as holiday pay and the minimum wage.
Asda equal-pay case proceeds
An equal pay claim against supermarket chain

Asda proceeded to the Manchester
Employment Tribunal on 20 June 2016.
More than 7,000 former and current Asda
employees brought the case against the
organisation. The claimants, mainly female
retail store-based workers, allege that they
are paid less for comparable work than their
counterparts based in the organisation’s
warehouses, who are mostly male. Asda
disputes the claims. The outcome of the
seven-day hearing had not been released
at the time of publication.
British Gas holiday pay case
The case of British Gas Trading v Lock was
heard in the Court of Appeal on 11 July 2016.
Lock, a sales consultant for British Gas, was
paid a basic salary, as well as
results-based commission.
He argued that his holiday
pay was calculated according
to his basic salary and did
not take commission into
account. He issued a claim
for unlawful deduction of
wages for under payment
of holiday pay. The Court of
Appeal’s judgement on the
latest appeal is pending.

government

New pension minister takes the helm
Since Richard Harrington’s appointment as parliamentary under secretary of state at the
Department for Work and Pensions in July 2016, there has been much industry speculation
about his priorities and commitment to existing pension reforms and proposed changes.
Harrington stepped in to the role previously filled by Baroness Ros Altmann in her former
position as pensions minister. His appointment formed part of a wider cabinet reshuffle in
the wake of June’s EU referendum result, David Cameron’s resignation and Theresa May’s
subsequent appointment as prime minister.
One item high on Harrington’s agenda is encouraging younger generations to start saving
for pensions earlier, creating a savings culture that spans throughout employees’ careers.
Writing for Employee Benefits’ sister title Money Marketing, Harrington said: “I want people
to enjoy a more financially secure retirement, and my task now is to continue the pensions
revolution and ensure the changes we have made over the last year set people on the right path
for later years; whether that is through automatic-enrolment, the new state pension or providing
additional protections for those enrolled in master trusts in the upcoming Pensions Bill.”

Expert advice

Georgina Beechinor
is senior associate
at Sackers

Pensions in the wake of
the Brexit earthquake
Pension schemes have been grappling with volatile
markets in the run-up to and in the wake of the vote
for Brexit. As the dust settles, there are some wider
issues for employers.
Employers with schemes based on members’ final
salary, also known as defined benefit (DB) schemes,
need to work with the scheme’s trustees to ensure
their integrated risk management plans are up to date.
This is an ongoing process under which scheme risk
assessments should be carried out at regular intervals.
Employers using defined contribution (DC) schemes,
where members are responsible for their investment
choices, should review investment options, including
default funds, to ensure these remain appropriate.
They should also consider additional communications,
reminding members of the importance of diversity in
their portfolios.
For now, there is no change to the legislation
governing pension schemes; UK rules derived from
EU legislation will remain in place until any changes
are made by the government and Parliament. But,
depending on the exit option that is ultimately agreed
between the UK and the EU, there may be longer-term
considerations for employers, including equality
legislation and data protection.
Protections for individuals against discrimination,
such as age, sex or disability, stem from EU law. A
wholesale move away from these would be seen as
a retrograde step, and one the UK government is
unlikely to choose. But there could be challenges to
existing provisions, such as survivor benefits for
same-sex spouses and civil partners. These are
currently restricted to service from 5 December
2005 (6 April 1988 for contracted-out benefits).
With Brexit now a reality, we could see fresh
challenges for greater parity.
While the new General Data Protection Regulation,
which will apply to Member States from May 2018, may
not apply directly to the UK following its exit from the
EU, it will remain relevant for pension schemes and
employers, wherever data is transferred between
the UK and the remaining EU Member States.

@ Read also
More advice from
tax and legal experts
bit.ly/218Molw
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Financial wellbeing
The missing piece of wellbeing strategies
Wellbeing at work is fundamental to unlocking employee engagement, retention, recruitment
and productivity. A key element of a holistic wellbeing strategy is to focus on improving the
ﬁnancial wellbeing of employees immediately and for their future.

Recognition
& reward

Working
environment
& culture

Workplace
wellbeing

Engagement
& balance

Challenge &
growth

Support &
freedom

Close Brothers has been inspiring the employees of some of the UK’s best known organisations to make a
positive change to their ﬁnancial wellbeing for over 45 years. We believe great ﬁnancial education shouldn’t just
increase knowledge, but should drive a shift in behaviour, making a difference for both individual employees
and the business.

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

0800 028 0208

events@closebrothers.com ¾www.closebrothersam.com

Financial education from hire, to retire
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events

Hot topics are on the
conference agenda
Shared parental leave, the gender pay
gap, pensions communication and
healthcare strategies are just a few of
the key issues that will be discussed
during the conference streams at
Employee Benefits Live 2016.
The two-day event, running on Tuesday
11 October and Wednesday 12 October
2016 at Olympia National, London, will
highlight hot topics such as pensions
reform, including auto-re-enrolment,
which many employers will go through
in 2017. On day one of the conference,
Jane Higgins, partner at Allen and Overy,
will highlight the lessons that can be
learnt from the auto-re-enrolment
process, and how organisations
can ensure they are ready for the
subsequent contribution rate rise.
Day one of the conference will also
feature an expert panel session focusing
on shared parental leave, including how to
combat the cultural perceptions around
parental leave and the steps that can be

Glassdoor chief will deliver
opening keynote address
Diarmuid Russell (pictured), head of international at Glassdoor,
will deliver the opening keynote address at Employee Benefits
Live 2016, on Tuesday 11 October 2016.
In the opening keynote session, Revealed: the secrets behind
becoming the best place to work, Russell will discuss the trends
that unite organisations named best places to work by Glassdoor.
He will also highlight practices undertaken by US employers that
could soon make their way to the UK.
Vicky Williams, director of people at the Lawn Tennis Association,
Nicky Moffat, former HR director at the British Army and Steve
Varley, UK chairman and managing partner at EY, will also present
keynote addresses during the event.

taken to encourage employees to take
advantage of the new arrangements.
With the outcome of the European
referendum still fresh in everyone’s minds,
composing a global benefits strategy may
feel like a daunting prospect, however,
on day two of Employee Benefits Live,
attendees will be able to gain global
reward insight from Debbie Ewen, head
of Europe, Middle East and Africa (EMEA)
benefits at Blackrock, who will discuss
policy transparency and how to manage
the expectations of relocated staff. She
will also examine the challenges that local
regulations can pose when developing a
consistent global benefits strategy and
how to overcome these.
All conference sessions across the two
days will be presented by leading experts
in the benefit and reward industry,
tackling a wide array of topics. With so
much know-how on offer, delegates will
be able to take plenty of learning back
to their organisations.

Access a wealth of industry knowledge
HR, benefits and reward
professionals planning
to attend Employee
Benefits Live 2016
will be able to access
a wealth of industry
knowledge in the
busy exhibition hall.
During the two-day
event at Olympia National,
London, delegates will
also be able to network
with leading providers,
advisers and consultants, who will be
showcasing the latest products and
services on offer.

This year’s exhibitors include Epoq Legal,
Hello Fresh, Grassroots, and ThinkSmart
Solutions, among many others.

For more information and to register to attend, visit www.employeebenefitslive.co.uk
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the hub

The hub...
Louise’s lowdown

People moves

Mental wellbeing in the workplace needs
the vocal support of senior management

NHBC appoints
Johnson
National House
Building Council
(NHBC) has
appointed Louise
Johnson reward
consultant. In
this role, Johnson
will support
the selection,
management and
communication
of benefits, as
well as work on
HR and reward.
Previously,
Johnson worked
as HR associate
at Grünenthal.

Airey gets role
at William Hill
Ed Airey has moved
to global betting
and gaming
organisation
William Hill as
group reward
director. Airey joins
from insurance
organisation RSA,
where he was
UK head of
reward. He also
has previous
experience at
organisations
such as the BBC,
Deloitte, Philips,
and RWE Npower.

Attley shifts
to Epson
John Attley will
move to Epson in
September 2016,
where he will take
on an HR specialist
role that focuses
on employee
engagement,
retention and
recognition for
Europe, Middle
East, and Africa.
Attley joins from
the National House
Building Council
(NHBC), where
he held a number
of roles.

Fairweather
takes on reward
at Ovo Energy
Jo Fairweather
is now reward
manager at Ovo
Energy. This is a
new position and
the organisation’s
first reward role.
Fairweather
will be solely
responsible for its
full reward and
benefit agenda.
Previously,
Fairweather
worked at Marks
and Spencer in a
variety of roles.

Carlin joins Daniel
Thwaites
Hospitality
organisation
Daniel Thwaites
has appointed
Joanne Carlin
director of people
and development.
Carlin was
previously at
Pirelli, where she
was HR director
UK. Her other
prior experience
includes HR roles
at Honeywell,
John West Foods,
MW Brands,
and Nutricia.

Roberts moves
to Zaha Hadid
Caroline Roberts
has joined Zaha
Hadid Architects
as global head of
people and talent.
In this role,
Roberts will be
responsible for
leading people
provision and
strategy,
including
developing a
range of HR
policies and
approaches
to help staff
flourish.

According to research
published by Bupa in
August 2016, 68%
of business leaders
identify a ‘stiff
upper lip attitude’
at executive level
as a barrier to
conversations around wellbeing in the
workplace. Stiff upper lip is a phrase
that is heard less often these day, and a
concept that is especially unhelpful when
viewed in the context of wellbeing. It is
worrying then, that 62% of business
leader respondents feel they need to
show that they do not suffer from ill
health, and 50% do not believe it is
possible to be a good leader and
vulnerable at the same time.
When it comes to employee wellbeing,
leaders have a key role to play in driving
engagement with health and wellbeing
initiatives. This is particularly the case for
mental wellbeing, where vocal support
from senior management can help
to open up the conversation around
mental health, and raise awareness of the
benefits and systems in place to support
staff. With almost a third (30%) of
employee respondents unsure of who
to talk to or where to turn for support
with mental health issues, according to
research by Westfield Health, published
in February 2016, any methods that
increase awareness of support
mechanisms are to be welcomed.
Of course, it is not just senior leaders
who can boost understanding of mental
health issues within an organisation;
employees at all levels can play a part in
breaking down the stigma surrounding
mental ill health and help to signpost
their colleagues to appropriate support
services. Organisations across a variety
of sectors are recognising the value of

training staff as mental health first
aiders and mental health champions,
and the impact this can have on attitudes
towards mental health in the workplace.
In January 2016, property and
infrastructure organisation Lendlease
introduced a mental health awareness
training programme for all new staff,
designed to help employees look after
their own mental health, relate to others,
identify early signs of mental ill health,
and direct colleagues to relevant support
services. In the media industry, ITN has
appointed newsreader Sian Williams its
first mental health champion. Employee
volunteers will take part in a two-day
mental health first aid training course
from September 2016.
Meanwhile, at professional services
organisation Accenture UK and Ireland,
more than 700 mental health allies had
undergone formal training as of June
2016 and plans are afoot to increase
this number further.
According to research by Axa PPP
Healthcare, published in August 2016,
more than half (51%) of bosses and
managers in mid-to-large organisations
see mental health as the biggest threat to
employee health over the next five years.
Fostering an open and inclusive culture,
which is underpinned by support systems,
could help employers take a more
proactive approach to mental health.
With Chartered Institute of Personnel
and Development (CIPD) research,
published in July 2016, finding that 31%
of employees have experienced a mental
health problem at some point in their
working life, this is certainly not an issue
that should slip off employers’ radars.

Social media
@employeebenefit
search EmployeeBenefits
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month
in numbers

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

12%

of employer respondents have
invested in technology in response
to the introduction of the national
living wage (Source: The Resolution
Foundation) bit.ly/29supQJ

37%

of financial service organisation respondents
have introduced or are planning to introduce
flexible-working initiatives as part of their
employee value proposition (Source: Mercer)
bit.ly/2apOHvG

50%

of respondents who voted to remain
in the EU are more concerned about their pension
and retirement following the outcome of the EU
referendum vote (Source: Wealth Wizards)
bit.ly/2b7FIRf

65%

61%

of employee
respondents say that
access to back-up care
has allowed them to
work on a day they
otherwise would not
have been able to
(Source: Bright Horizons)
bit.ly/2a2Tq5z

of respondents do
not have any form of
income protection
(Source: Canada Life
Group Insurance)
bit.ly/2b0FqNI

30%

feel unsure about who
to talk to or where to
find help and support
for mental health
issues (Source:
Westfield Health)
bit.ly/29Pkdmb
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big
question

This month’s big quesঞon...

How can benefits help staﬀ
switch oﬀ from work?

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

Employers need
to offer a variety
of activities
and physical
environments to
help staff switch
off from work. This
summer Chiswick
Park Enjoy-Work
hosted a range of events as part of its
annual summer events programme, which
included its own version of the Olympics,
an outdoor cinema, and a huge tea party for
all staff on site. We also transformed the
park plaza into a beach for two weeks. The
thinking behind this was to give employees
a bit of downtime during the day to unwind
from their various tasks and to provide
them with an opportunity to engage with
new people and experiences.
Employee benefits should be a balance
between boosting workplace happiness
and providing services that essentially
make the working day more enjoyable,
and working lives less complicated. It
is possible to help employees ‘reclaim
their weekend’ and provide services that
would otherwise eat into personal time,
for example, barber services, restaurants,
a gym, dry cleaning, and car valet onsite services. It is fair to say that not
all businesses can replicate this model,
but providing a work-life balance helps
employees switch off.
In an increasingly competitive business
world, developing and motivating existing
employees can help organisations avoid a
high turnover rate and boost happiness.
Organisations that constantly lose
employees find themselves spending a
lot of valuable time training new staff, but
not reaping the rewards down the line.
At Chiswick Park Enjoy-Work, we have
taken on a different approach and have
built our own unique working environment
based on making sure that employees enjoy
work each day. We have now become
known within the property sector as an
industry benchmark for sustainable and
motivational workplaces.

There are plenty
of health and
wellbeing benefits
that can help people
switch off, such as
childcare provision,
bikes-for-work
schemes, on
and off-site gyms
and flexitime, but the way individuals
choose to unwind will vary. Some people
choose to quieten their busy brains by
running on a treadmill, while others prefer
to immerse themselves in a good book.
For some, it’s about switching off the
phone and being alone.
Others unwind by spending quality
time with family and friends. After a
busy day, there will be those that pour
a glass of wine, and those that pop the
kettle on. We’re all very different.
On that note, I would suggest that
it’s a good idea to offer as much choice
as possible. Giving people access to a
variety of benefits and allowing
them to choose the ones that suit
their personality, workload and personal
schedule will improve both engagement
and morale. Being empowered to
make their own decision is a massive
plus, regardless of what they do.
Flexibility is key.
Considering the concept of a work-life
balance has shifted into this idea of a
work-life blend, perhaps the traditional
attitude to working hours needs a
re-think? At Servest, we are looking at
slowly moving away from set hours and
job descriptions. We know this is a bold
move but we want to transition to output
agreements so we can offer people the
choice of when, where and how to work,
wherever possible.
We think this is a massive benefit. If you
pay for output, as opposed to hours, you’re
paying for what you actually get. It’s then
down to the individual to ensure they
work in a way that enables them to deliver,
but also in a way that doesn’t compromise
their personal life.

We live in a
globalised culture
where technology
connects us to work
24/7. Although this
has positives such
as enabling flexible
working, it also risks
causing employee
stress. In extreme circumstances, this can
lead to over working and fatigue, resulting
in burnout. So how can employers support
staff in switching off from work?
At Business in the Community (BITC),
maintaining a positive work-life balance
is at the heart of the organisation. We
achieve this through a combination
of measures.
First, a no eating at desks policy; we
are encouraged to take a break by eating
together in our communal kitchen. BITC
also runs regular lunch-and-learn events.
Second, a flexible-working policy; BITC’s
flexible-working policy is exemplar because
it offers flexibility to everyone, not just
parents of young children, enabling us to
manage outside responsibilities with work.
A well-designed flexible-working policy
should take the nature of employees’ work
into account and be based on trust, giving
employees autonomy.
Third, sports clubs and other social
activities; BITC has a softball team, offers
yoga classes and runs an annual sports
day through its social network. Other
approaches could include subsidised gym
membership or organising lunchtime walks.
Fourth, senior leaders ‘walking the talk’,
whether that’s joining the softball team
or working from home one day a week. If
senior leaders and managers are seen as
taking breaks, this can have a trickle-down
effect and encourage other employees to
do the same.
As boundaries between work and
home life become increasingly blurred,
organisations that support their employees’
work-life balance, as well as physical and
mental wellbeing, will increasingly become
employers of choice.

Carly Gibbs
is events manager at
Chiswick Park Enjoy-Work

C-J Green
is group HR director at Servest

Louise Aston
is wellbeing director at
Business in the Community
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Getting to grips with
a market-leading global
benefits strategy

Need to know
• A global benefits strategy will usually consist
of a set of over-riding reward philosophies that
are applied differently in different countries.
• A benefits strategy should be designed with
clear objectives in mind, including how it
aligns with the employer’s business strategy.
• Some benefits, such as share plans or fitness
initiatives, can be rolled out across the globe,
but others, such as retirement savings or
healthcare, will differ between locations.

@

How to address local healthcare
needs across a global workforce
bit.ly/2bLg48z

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

Is it ever possible to create one truly global
benefits strategy? And if so, how can an
organisation ensure it is market leading?
One of the first steps an employer needs to
take when designing a global benefits strategy is
to consider the aims and goals that the strategy
is to achieve: does it serve a purpose as part of
talent attraction and retention, is its aim to shape
and encourage the behaviours desired by an
employer in its workforce, or is it to present a
strong competitive package in front of peers?
Designing a strategy comes down to what an
employer wants to be, says Ian Milton, senior
consultant at Willis Towers Watson. “It’s a way
of starting to articulate what it is the organisation
would like from employees, and [what makes] it
really successful is when [an employer] links it
to [its] business strategy in a way to make the
two concepts seamless,” he explains.
The reward strategy should contribute to an
organisation’s ultimate goal: achieving its business
objectives. “It’s that notion of providing a clear
definition of performance expectations, and on
that basis, what is going to be the reward for
said expectations; creating a link to the business
strategy for the organisation; and providing
a benchmark that the organisation can check
overtime to see if it’s still taking it in the right
direction,” says Milton.
A challenge for global organisations is how to
build a benefits strategy that helps them achieve
their business objectives; not every country has
a marketplace that will respond well to all reward
policies and practices. While a benefits strategy
will be designed around key components, such as
internal pay structure, external market data, how
performance is rewarded, and how pay and benefits
policies are addressed, a global strategy will be
influenced by additional factors, says Martha How,
reward partner at Aon Employee Benefits. “Those

Read also

components are influenced by a set of factors,
one of which is culture,” she says. “In some cultures,
variable pay is an insult, in others, if [an employer]
doesn’t do it, [it is] breaking the law.”
Additionally, labour relations, for example, a
unionised environment, and how a business is
structured will also influence benefits strategy.
Adam Harding, business development manager at
Jelf International, says: “If [an employer] is managing
[the strategy] from outside of that jurisdiction, [it]
needs to make sure that [it is] fully aware of
anything that could bite if [it] gets it wrong. If
it’s an expat population and competition is quite
strong, it’s good to get an idea of what competitors
are doing in the market: are [they] providing
something that will attract employees to [them] as
opposed to another [employer]? Particularly with
expat populations, there’s a big element around

duty of care and what that employee has access
to, [for example, are they] provided with the right
information, the right advice and the right benefits
to cover them?”
Employers should also ensure they keep an
eye on and are able to react to external market
influencers. The result of the European referendum
vote in June, for example, could impact global
benefits strategies in a number of ways, particularly
if employers have a globally mobile workforce. Key
benefits such as pensions could also be affected
(see Viewpoint, page 16).
A practical step to constructing a global benefits
strategy is to develop a set of over-riding reward
philosophies that can then be applied in different
countries. “For example, the philosophy might
be that [the employer] wants to provide every
employee with at least three-times salary life cover
because [it] thinks that’s important and [it] cares
about the dependants of employees,” says How.
“[It] can have that as the global philosophy but
the reality is [it] might not be able to find a provider
in certain territories that will deliver that. In certain
parts of the Far East it’s very difficult to provide
something like that. That’s the challenge from
a global point of view; it can’t be particularly
granular, it has to be set to principles.”
Although many employers aspire to the notion
of being global organisations, pay and benefits for
example, are still highly localised issues, says Milton.
“That’s simply a fact of life because of the way
taxation is treated [and] because of the ways
different marketplaces react,” he says.
This comes down to what it is the reward
strategy is trying to support: namely, does the
employer have an idea of the elements that
it wants all employees to benefit from, wherever
they are in the world? This can be broken
down into monetary elements, such as salary;
performance-oriented elements such as
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bonuses or other forms of incentive; and benefits,
and how those elements are then delivered is
dependent on what is available in a certain country.
For example, flexible benefits is a common practice
and widely understood in the UK, but in other
countries, the phrase ‘flexible’ may confuse
the meaning behind the benefits.
“The strategy then becomes the yardstick by
which an organisation is expected to behave in
all of its respective marketplaces. [However,]

local variation then kicks in because what an
[employer] doesn’t want is to end up stamping
a one-size-fits-all approach, which by definition
could mean [it] ends up overpaying in some
marketplaces and underpaying in others, and [it]
will end up with employees starting to display
behaviour that isn’t necessarily aligned with
the business strategy,” says Milton.
The decision of managing a global strategy
versus a localised approach is dependent on

Statistics
What benefits do employees want?
Average allocation of benefits budget (%)
32%

18%

12%

10%

29%

9%

12%

8%

9%

Global
32%

7%

12% 5%

6%

16%

6%

US
32%

22%

11%

8%

5%

Canada
9%

37%

13%

9%

12%

7%

11%

Europe
25%

21%

13%

11%

13%

9%

9%

Latin America
31%

13%

14%

12%

11%

9%

10%

Asia Pacific

(Source: Willis Towers Watson’s Global benefits
attitudes survey, January 2016)

Retirement & health
Healthcare plan
Life & disability
Financial protection

Medical protection
Health & wellbeing
Employee discounts

many factors, namely what works for each
individual employer. Charles Cotton, performance
and reward adviser at the Chartered Institute of
Personnel and Development (CIPD), says: “It tends
to be almost a balancing act between organisations
that want to control everything, and those types
of organisations that leave it up to each country
to decide. And in between are the [organisations]
that exercise some sort of control and delegate
responsibilities to the individual countries. I don’t
think any model is necessarily better than the
other, it’s just what works for the organisation
at the time.”
There are some benefits that easily cross borders
and can be rolled out across multiple countries,
such as share schemes, fitness initiatives and
recognition schemes, although these may look
slightly different in different regions. “If someone
comes up with a brilliant idea, whether they are in
Hong Kong or Alaska, [an employer] can come up
with a recognition plan that would work in both
territories,” says How.
Global pensions
Pensions can look very different across the globe,
and although it may have a different title, many
countries offer schemes in some form. In the UK,
for example, there is more of a focus on individual
pension schemes than in France. “In parts of the
Middle East where there is very little tax, the way
employers provide pensions is through various
types of savings plans,” says How.
Almost all regions across the world have some
form of retirement-type structure in place, ranging
from the employee-invested 401K plan in the US
through to wholly state-provided plans and cash
lump sums when somebody retires. “In theory,
with pensions, [an employer] looks at the aim: if
the aim [it] is trying to achieve through a pension
is retirement, [it] would have a retirement plan in
certain countries through a pension, in others
it may be through another savings vehicle,”
says Cotton.

Case study | Withers
Withers works on improvements in its global benefits offering
Global benefits is currently a hot topic for
law firm Withers, which has opened six new
international offices in the past 18 months
and hired many new employees.
Working with its benefits consultancy,
Willis Towers Watson, it has looked at ways
in which it can improve its global offering
over the coming year.
Sharon Tebb, compensation and benefits
manager at Withers, says: “There is a lot
to think about and do when working with
benefits in multiple locations, it can be a bit of
a minefield, especially for a small compensation
and benefits team, and valuable advice on the
integration of a global plan can really help to
nail down those all-important factors.

“A good global plan can help define strategy
to benefits, eligibility and a consistent approach
to total reward, as well as streamlining HR
processes, which is why Withers is reviewing
the key points with Willis Towers Watson.”
These key points include ensuring that
policies are fully compliant in local territories,
for example, for benefits such as group income
protection, life assurance and private medical
insurance (PMI). The organisation also wants to
ensure it offers attractive benefits in line with
and above and beyond those of its competitors
so that it can attract and retain key talent
and, if there is a business need, encourage
its employees to re-locate, temporarily or
permanently, to its office locations.

Tebb adds: “Where possible, [it’s about]
linking plans together to help to drive down
premiums through greater insurer relationships
and economies of scale. Time spent looking at
the power of numbers can really help with that
all-important benefits budget and spend.”
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“Similarly, with
medical, [it] might
say everyone will need
cover, but does [it] leave
it to each country to make
its own arrangements, or say
‘we’ll do it ourselves at a central
level, and possibly get economies
of scale, especially with a stop-loss
pooling arrangement’.”
An employer’s budget will play a huge
part in determining which benefits it will
offer globally, and whether it has the resources
in house or will need to pay for the resources
of a broker to manage the processes.
Many organisations spend time and effort
developing a global employer brand: to this end
they will want their benefits offering to be the best
in market to support this. However, with so many
factors involved in a global strategy, offering a
market-leading package is not always a clear cut
operation. “[An employer] could argue market
leading is if it’s paying for the best pension,
healthcare [and so on], but then that’s looking
at it component by component rather than as a

whole,” says
How. “Market
leading might
be how the [global
employer brand]
is presented and
communicated to
employees, and how that
communication and brand links
to business strategy and values.”
Benchmarking and networking
with peers can be a good measure of
how an employer’s global benefits strategy
shapes up in the market, and offer a starting
point from which to develop further.
Deborah Rees, director of consulting at Innecto
Rewards Consulting, says: “[Employers] are looking
for the legal minimum to make sure it is legally
compliant, then beyond that: what is the norm?
What do the majority offer? Then, thinking
‘what sort of organisation are we? Do we favour
people making their own choices about benefits
and buying what they want, or is it a more
paternalistic style?’”
What is considered a market-leading strategy
is subjective to each organisation and the needs
of its workforce. Whatever an employer’s measure
of success, an effective strategy will likely be
one that brings together performance, grade
structures, benefits and initiatives under one
philosophy, thereby encouraging behaviours
that reflect the organisation’s values, culture
and business strategy

“DO WE FAVOUR
PEOPLE MAKING
THEIR OWN
CHOICES OR
IS IT A MORE
PATERNALISTIC
STYLE?”

Viewpoint
Jill Clucas is counsel
at Hogan Lovells
International
Funding levels in defined
benefit (DB) occupational
pension schemes have
caused immediate concern,
with falling gilt yields increasing deficits
significantly. Employers with open DB
schemes may consider the Brexit vote
the trigger to replace DB accrual with a
defined contribution (DC) arrangement
for the future.
Also important is the financial strength,
covenant, of sponsoring employers, which
should expect increased engagement with
trustees keen to understand the impact of
Brexit on business.
In current market conditions, many cash
equivalent transfer values (CETVs), the value
of a member’s DB benefits on a transfer-out,
have increased. Employers should ensure
trustees manage cash flow to cope with any
increased demands and to avoid forced asset
sales in sub-optimal conditions. Trustees
might also consider scaling back CETVs
to reflect funding deficits.
Conversely, the weaker pound can benefit
schemes holding overseas assets and, for
non-UK employers, there may be an
opportunity to reduce scheme deficits at a
lower cost. For employers considering
managing liabilities through bulk annuities,
market volatility can create advantageous
pricing; preparing to move quickly is key.
Investment volatility also affects DC
schemes. Employers should encourage DC
trustees, or their group personal pension
provider, to review whether the investment
options remain appropriate.
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benefits
for carers

All shapes
and sizes

Need to know
• A formal caring policy can help to bolster support
for carers in the workplace.

Caring policies need to have greater scope to
cope with different employee needs

• Benefits such as an employee assistance
programme (EAP) or childcare vouchers can be
used to support an existing caring policy.
• Flexible-working arrangements, as well as paid or
unpaid leave, are popular aspects of a successful
caring policy.

@

Read also

Caring benefits for a multi-generational
workforce
bit.ly/2bdXd2S

Changing workplace cultures and employee demographics are having a significant effect
on how caring policies will need to be formed in the future and what these should include.
Only 26% of employers have a formal written caring policy in place for staff, according to
the Creating an enabling future for carers in the workplace report, published by the Chartered
Institute of Personnel and Development (CIPD) and Westfield Health in June 2016. A further
8% have an informal, verbal agreement around caring, while 38% do not have any caring
policies in place and have no plans to implement one.
Caring policies need to have greater scope than ever before, with evolving employee
demographics presenting a host of challenges. The definition of caring has moved beyond just
working parents, with growing recognition of the requirements of employees who may have to
provide support or arrange care for elderly parents, a disabled or seriously ill spouse or adult
child, or relatives who have chronic physical conditions.
Rachel Suff, public policy advisor for employment relations at the CIPD, says: “With the ageing
population, so many of us at some stage are going to develop a chronic illness or disability. It’s a
hidden issue a lot of the time, so employers aren’t aware.”
Home and work responsibilities
Employers should look to embrace wider working practices that help employees manage
both home and work responsibilities, says Julian Foster, managing director at Computershare.
“It’s understanding what the drivers and the demands on employees’ time are away from the
workplace,” he explains. “If people are worrying about something or are struggling to balance
the two, then they’re not going to be as focused or as effective as they might be.
“Policies have got to anticipate future demands and make sure workload is met. We need
to look at what is happening in terms of the generational expectations, the expectations
of how many hours people will work or what days. Working patterns are going to change.”
There are many strategies employers can use to help support the needs of carers
within the workforce, but flexibility often forms the cornerstone of a carers’ policy.
The CIPD and Westfield Health report found that the most
common form of support provided by employers are flexible
leave arrangements (49%) and flexible-working arrangements
(48%). This could include job sharing, reduced or changed
hours, and home working.
Paid and unpaid leave are another way to support employees
who have commitments away from work. Some organisations
use a mix of annual leave, special leave or compassionate leave
to help cover carers who need time off, says Andrew Supple,
head of healthcare and protection solutions at Standard Life.
Organisations may also need to extend this flexible approach
to include how employees spend their time at work. Having
access to a mobile phone during the day can be very helpful to
employees, especially if they are arranging care for a relative.
Employers can make best use of a number of benefits schemes
to further support the caring policies they have in place.

Employee assistance programmes (EAPs) now include more
information on both eldercare and childcare options, while
emergency child and parental care can also be offered.
Childcare vouchers will be phased out over the coming
years, closing to new entrants in April 2018, to be replaced
with the government’s tax-free childcare scheme from 2017.
Practicalities such as a dedicated car parking space and a
laptop to enable home working can also help carers juggle
their daily working routines.
With people generally living longer, eldercare is slowly
becoming a feature of the modern workplace. One issue that
can impact employees is if they have moved away from home
for work, or their elderly relatives have retired elsewhere,
making it physically difficult to provide care first-hand. This
is where the flexibility of a caring policy can be tested.
“[Eldercare is] just
not a very visible
issue in the
workplace and
that’s partly down
to employers not
seeing it as a

iStock

Katie Scott | Reporter
Employee Benefits
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benefits
for carers

Case study | KPMG

Viewpoint

KPMG uses employee-led networks to drive caring initiatives
Audit, tax and advisory organisation KPMG has 12,000 employees across 22 UK sites;
6,483 have declared they are working parents, while informal surveys estimate that one
in six employees is a carer. Many of its caring initiatives have come via feedback from an
employee network system. The networks are diversity-related or link to a specific need,
with two of the most prominent networks focusing on support for carers and parents.
Rather than flexible working, KPMG operates an intelligent working policy. Martin
Blackburn, head of HR at KPMG, says: “If you’ve got a caring responsibility, and that
means you’re going to be working at home, or you’re not
going to be working, [but] you’re going to be delivering
that output later in the week, that’s fine.”
KPMG’s award-winning Parent Power scheme,
provided in partnership with My Family Care, aims
to support employees who are embarking on, or are
about to return from, maternity leave. The programme
provides access to online resources, including group
coaching webinars.

strategic issue affecting their workforce capability,” says Suff. “We need to make it much more
visible in organisations and much more of a legitimate workplace issue that should be discussed
and dealt with, then [employers will] get more people feeling they can raise issues around it.”
The CIPD and Westfield Health report found that only 13% of line managers are trained to
help support staff who are carers. But managers can be a vital point of contact for employees
with caring responsibilities, and they should be open to having conversations about personal
issues. “Having the opportunity for employees to actually talk to their managers about what
they need and what would work for them, and working together to see how that would work
for the business so there isn’t a pull between work and family, is really important,” says Foster.
Senior leaders as champions
When an organisation’s senior leadership team champions caring policies, this can help to ensure
that these become a framework within the workplace and aid in raising awareness. “[This means]
managers understanding it, and living and breathing it,” explains Foster.
Policies can also be interlinked with health and wellbeing strategies to offer a more proactive
approach. This could include tackling mental health issues such as stress.
Rachel Western, principal at Aon Employee Benefits, says: “Wellness strategies have to be
very bespoke. If the workforce is an ageing workforce, the wellness strategies need to be
focusing on long-term care initiatives.”
Western describes caring policies of the future as looking like an “open-ended book”. As the
number of carers, as well as the extent of their caring responsibilities, in the workplace increases,
it is imperative that organisations have a formal structure in place to support individual needs

Katherine Wilson is strategic
employment manager at Carers UK
One in nine workers in the UK care for
a family member or friend who is older,
disabled or ill, according to the 2011
Census. The pressures of juggling work
and care, without the right support
from employers or local services, have forced millions
of people to give up work or reduce their hours to care,
at a cost to the economy of £1.3bn a year, according
to the London School of Economics’ study, Public
expenditure costs of carers leaving employment,
published in April 2012.
The business case for supporting working carers
is clear; it leads to greater staff retention, less
absenteeism, improved resilience, performance
and productivity, and a healthier bottom line.
Significant developments in employee rights in
recent years mean that there is also a strong legal case
for supporting working carers. All employees with 26
weeks’ service for their employer now have the right
to request flexible-working arrangements and time off
work to deal with an emergency involving a dependant.
Carers are also entitled to greater protection against
discrimination because of their caring responsibilities.
By recognising carers’ legal rights in existing policies
and procedures, or in a specific carers policy,
employers can begin to future-proof their business
against the challenges of an ageing workforce and an
increasingly competitive economic environment.
While many employers have put the building blocks
in place to support employees who currently have, or
may have, caring responsibilities in the future, many
employers still have a long way to go.
Our ageing population means that the already
significant number of people combining work and care
is set to soar. This, alongside growing evidence about
the negative impact that caring, if unsupported, can
have on staff resilience, productivity, and retention,
means that caring is an issue businesses cannot afford
to ignore.

Worried about mum?

We provide technology-enabled care to
support working carers.
To ﬁnd out how we can support your

eldercare employee beneﬁt programme,
call 01706 232088 or visit us at
Employee Beneﬁts Live at stand 610
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health &
wellbeing

Something old,
something new

Need to know
• Mental health can be closely interlinked with physical
conditions, such as musculoskeletal disorders (MSDs).

Existing health and wellbeing plans can be
repurposed to support musculoskeletal disorders

• Rehabilitation initiatives, such as modified duties and
flexible working, are a key approach to reintroducing staff
back into the workplace after an MSD-related absence.
• Wearable technology and health initiatives can
be a useful tool for encouraging physical activity
in the workplace.

@

Read also

Practical steps to support employees
with cancer screening
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Katie Scott | Reporter
Employee Benefits

Musculoskeletal disorders (MSDs) can affect all strands of an organisation’s workforce, so
exploring how an existing health and wellbeing strategy can support employees is a wise move.
MSDs can have a more direct impact on organisations and employees than may first be
assumed, says Paul Wimpenny, senior chartered physiotherapist and clinical governance officer
at PhysioMed. For employers, this includes a loss of hours worked and reduced productivity,
while for employees this could include a fall in income and an impact on mental wellbeing.
Risk management, awareness and education campaigns, as well as easy, convenient and fast
access to treatment, such as physiotherapy, are all strategies an employer can take to tackle
MSDs, says Jan Vickery, head of clinical operations at Axa PPP Healthcare. But what other
aspects of an organisation’s wider health and wellbeing programme can also be utilised to
help support employees with MSDs?
1. Flexible-working initiatives
Wimpenny disregards the traditional statement that ‘someone should not come back to work
unless they are fully better’. Instead, a more flexible approach can aid staff. Flexible-working
initiatives can accommodate those suffering with MSDs, helping to ease staff who
may not be fully fit back into the workplace with modified duties.
“There will be a period where the employee is 60% fit and they could come back and do
60% of the role,” says Wimpenny.

iStock

2. Mental health support mechanisms
Physical health issues, such as MSDs, can also have a knock-on impact on an employee’s
mental wellbeing. Dominic Howard, European director at Best Doctors, says: “Stress and
physical problems are often intertwined.”
Taking a more
holistic approach
and co-ordinating
MSD-related and
mental wellbeing
support can help
to address this.
The mental
strain of having a
musculoskeletal
condition can
sometimes create
more of a problem
for employees
than their physical
symptoms,
says Paul Avis,
marketing director
at Canada Life

Group Insurance. “These [stresses] could range from financial
concerns [to the] fear that the workplace is moving on beyond
them or that others are covering their work better, so while the
starting cause of an absence might be back pain, after a period
of time, mental health can supersede this.”
Access to early intervention services, day-one vocational
rehabilitation, a second medical opinion service, an employee
assistance programme (EAP), and a treatment sourcing service
are among the schemes that organisations could offer to
support staff during MSD-related absence, adds Avis.
3. Physical activity initiatives
Fostering a culture that encourages and enables staff to lead a
healthy lifestyle, such as physical activity initiatives and good
nutrition, can have a positive impact on an employee’s overall
health and wellbeing. “Anything that emphasises strong bones,
eating well, [and] staying supple, so there’s less strain on
muscles,” says Howard. “If [employees] are leading a sedentary
lifestyle, [they’re] potentially going to be putting on more
weight [and] more weight means [they] are putting more stress
on [their] legs, back, and so on.”
Taking short breaks to move around throughout the working
day can also help. The 20/20/20 rule recommends that every
20 minutes, an employee should stand up and move around
for at least 20 seconds and make sure to look at something
20 feet away, explains Wimpenny. This helps to re-position
the discs in an employee’s back and reduces eyestrain.
4. Health and wellbeing technology
Wellbeing technology, such as activity trackers, can help
employees take a more proactive approach to their physical
health and encourage physical activity. “Once [staff] enter that
cycle of tracking and even competitive monitoring within the
workplace, [they] can do things that take [them] away from this
sedentary lifestyle,” says Howard. “The gadget market is one
that is booming and I’ve no doubt that [wearable technology]
is going to take an even greater hold within the workplace.”
Repurposing a health and wellbeing strategy can be an
effective way of tackling MSDs, complementing dedicated
support systems. Rehabilitation schemes can offer support
to employees, fitness-based initiatives can help to reduce the
impact of desk-bound working, and mental health programmes
can support the wider wellbeing of affected staff
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pensions

Tuning into
drawdown

Need to know
• The easiest way to offer in-scheme drawdown is to
use a third party such as a provider or master trust.

Do employers need to tweak investment
strategies to enable drawdown?

• Diversified multi-asset funds are recommended for
employees on a glidepath to drawdown. These are
designed for low volatility, but with real prospects
of growth to keep pace with future inflation.
• Once an active decision has been taken, then arguably
that should trigger a review of the underlying fund to
ensure it suits the individual’s circumstances.

@

Read also

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

iStock

Ceri Jones |
Freelance journalist

When the concept of income drawdown was
introduced in 2015, nearly 60% of trust-based
pension schemes said they would not offer the facility,
according to the 2015 Pension flexibility survey published by
Willis Towers Watson in January 2016. However, many schemes are reviewing
their positions. A number of large organisations with big governance budgets are preparing
to offer drawdown, either as an in-house facility or via a third party, says Brian Henderson,
partner, defined contribution (DC) and financial wellness leader at consultancy Mercer.
Drawdown is easiest to implement as part of a large master trust, because there are better
economies of scale using pre-existing expertise, and via a group personal pension (GPP) provider.
However, the contractual nature of GPPs means the option cannot be implemented at group
level, because investment decisions, for example, have to be devolved to the individual.
Asset allocation
One challenge in arranging drawdown is the asset allocation of the underlying investments and
how to transition scheme members from the accumulation phase. In-house drawdown will be
based on a fund, unlike traditional drawdown plans that are based on a portfolio of primarily
income-generating assets, and feed that income straight back into the portfolio for distribution
to the policy holder. Advisers typically recommend a diversified retirement fund, which will be a
multi-asset fund with low volatility, with perhaps 30-40% in bonds, but also with real prospects
of growth to allow the fund to keep pace with future inflation. The allocation to growth assets
also goes some way to protect against ‘negative pound cost averaging’, where taking an income
from shrinking investments does disproportionate damage to a pension pot.

Currently, many employers are switching away from lifestyle
funds that systematically move members 100% into cash and
gilts in the run-up to retirement, replacing it either by a single
diversified multi-asset fund for all-comers, or a system of three
funds targeted at the three basic options of cash withdrawal,
annuity purchase and drawdown, in which case the drawdown
thread will be a diversified multi-asset fund.
Some paternalistic parties, therefore, believe that employees
should be able to make a smooth transition into the postretirement phase with minimal effort and without incurring
trading costs. Whether it is possible to design a default
fund for income drawdown is, however, a moot point.
Once an employee makes a decision regarding what to
do with their benefits, such as making a cash withdrawal,
this should trigger a conversation about whether the
composition of the underlying fund is appropriate to the
individual’s needs, says Henderson. “Each member has to
make an absolute decision about what to do with their
benefits in post-retirement land, while in pre-retirement
there is a common goal to build up a portfolio, so talk
of defaults post-retirement is dangerous,” he explains.
Drawdown attractions
David Bird, head of proposition development, LifeSight, at
Willis Towers Watson, adds: “Employers are considering
drawdown because they see the attractions of investing
through to retirement with the same assets, avoiding the
costs of selling and repurchasing their fund at retirement. But
the reality is that using the provider’s vehicle will be a lesser
evil than an arrangement that has not been properly set up.”
It is still very early days. Thomson Reuters implemented
in-scheme drawdown in October 2015 after calculating most
members would accumulate funds of £100,000 to £500,000.
One of the trustees’ first decisions was not to de-risk members
in lifestyle funds, but to communicate with those employees
most likely to choose drawdown. Having made some interim
changes to default funds, they are reviewing those options,
says Andrew Luck, UK pensions manager.
Mark Pemberthy, director at JLT Employee Benefits, says:
“There is also an issue with glidepath length. Most lifestyle
systems don’t start de-risking until members are in their late
50s but under the freedoms, people are accessing funds from
age 55. It’s a big disconnect that needs addressing.”
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Strategise all
year round

Need to know
• A year-round pensions engagement strategy can help to
maintain and increase interest levels over the longer term.

Engaging employees with pension saving
needs continuous attention

• Certain personal and national events can serve as
opportunities to shine a spotlight on pensions and
build momentum.
• Including pensions in a wider financial wellbeing strategy
can enable staff to better visualise the impact current
pensions engagement can have on their future lifestyles.

@

Read also

What role does robo-advice play in a
financial education strategy?
bit.ly/2bdJWXO

Louise Fordham | Deputy editor
Employee Benefits

iStock

Increasing understanding of the impact pension saving has
on the lifestyles and choices we aspire to in retirement, and
the steps that need to be considered to achieve these, is
not a quick or easy task. A sustained, year-round approach to
pensions engagement can help to build employees’ pensions
knowledge and empower them to take action that supports
their financial health in retirement.
The first step to developing a pensions engagement strategy
is to define what the strategy aims to achieve, the activity it
is trying to promote, and how success will be measured.
Identifying the advantages to the organisation that such a
strategy could bring can also play a key role in the level of
support provided to deliver it effectively.
David Pugh, managing partner at Lemonade, says: “Starting
with a focus on why it benefits the business really helps to get
executive buy-in. Then it’s a case of thinking about existing
resources in terms of HR and external consultants, and
whether they have the time and expertise to deliver the plan.”
Setting short- and medium-term goals that contribute to the
ultimate aim of a long-term strategy can provide focus points
for each stage of this approach, and prevent multiple messages
from competing for attention, which can reduce their impact.
If the long-term goal is to generally improve engagement with
the pension scheme, for example, a medium-term target may
be to increase pension contribution levels or encourage a
proactive approach to investment choices, says David Millar,
head of client communications at JLT Employee Benefits.
Building momentum
Particular events that occur throughout the year can be seen
as an opportunity to gather momentum around a pensions
engagement strategy. Personal milestones, such as when an
employee passes their probation period, when they receive
a pay rise or are awarded a bonus, or perhaps when they
celebrate a significant birthday, as well as workplace-wide
events, such as open benefit selection windows, can be
used to shine a spotlight on pension saving at a time when
staff might be more open to reviewing, and potentially
making changes to, their current level of involvement
with the pension scheme.
National events can also serve as touchpoints for
engagement. For many organisations, this will take the form of
communications around changes to pension legislation, but
27

|September 2016|

employeebenefits.co.uk/pensions-2

EB_010916 27

19/08/2016 10:08

pensions

Case study | Gerald Eve
Gerald Eve uses financial education to engage staff with pensions
Property consultancy Gerald Eve, which employs more than 430 staff across nine UK
offices, utilises a range of communication channels and topical and lifestage-focused
financial education support to engage its employees with pension saving.
Gerald Eve has a high pensions take-up rate, with 93% of eligible employees saving
into the group self-invested personal pension (Sipp) scheme offered by the organisation
through a pensions salary sacrifice arrangement.
The organisation also runs a scheme that enables staff to waive some of their bonus
directly into their pension. Employees are reminded of the scheme in communications
about their annual salary review. Helen Foley, HR manager at Gerald Eve, says: “We
had an increase in take-up [of this scheme] this year compared to previous years, so
it’s clearly something that people are starting to use more and think about more.”
Gerald Eve ensures its employees are informed about their pension options from day
one; new starters receive informational material from both the employer and pension
provider upon joining the firm and new graduate joiners take part in a financial
education session to engage them with saving from the outset. One-to-one financial
education sessions, run by Hargreaves Lansdown, are available to staff on site around
twice a year, in addition to group sessions.
“We find that it’s about doing what makes sense at the right time,” explains Foley.
“With all the changes in pension legislation, it makes sense to have people come in
for face-to-face sessions,
but we have also sent out
emails targeted at
different groups that
would probably be
more affected by
the changes.”

for those organisations that already have a well-established pensions communication strategy in
place, this could also extend to current events in a wider sense. “There’s been a huge amount of
coverage on Brexit and the word ‘pension’ has come up a lot of times,” says Millar.
“If [an employer] is starting from a base of never having communicated [about pensions] then
talking about the impact of Brexit on pension savings is quite a difficult link to get across. But if it
has been regularly communicating then this is an opportunity to tie something happening in the
national consciousness to workplace savings, and that’s the kind of thing that builds momentum.”
Trevor Rutter, communication consultant at Like Minds, adds: “It’s a matter of timing to make
sure that [employees] get messages at a time when they are likely to look at them and they are
able to do something about it.”
If an employee is unable to immediately
take action prompted by the communications,
then it may be all the more difficult to engage
them in similar behaviours in the future.
Including pensions in a wider financial
education and wellbeing strategy can improve
employees’ understanding about how pension
saving relates to their financial situation and
lifestyle. Pugh says: “A lot of [organisations]
beat the drum around pensions but I think
[an engagement strategy] needs to involve
a range of elements around financial health,
such as surveys, and interactive tools.”
Phil Farrell, partner at consultancy Quantum
Advisory, says: “We’ve seen a real increase in
interest in pensions from people when you give them access to online capability; online
access and the ability to model scenarios are really powerful tools.”
However, a continuous communications approach is required to maintain momentum around
these tools, he adds.
As Rutter says: “The beauty of having a programme that has staging posts throughout the year
and tries to build momentum, is that it recognises that [they] are not just hitting [employees] with
a one-off event and then going to sleep on the subject until the next year.”

“THERE’S BEEN
HUGE COVERAGE
OF BREXIT AND THE
WORD ‘PENSION’
HAS COME UP A
LOT OF TIMES”

Viewpoint
Tim Middleton is technical consultant
at the Pensions Management Institute
(PMI)
Automatic-enrolment owes its success
to the harnessing of inertia. Employees
are, by default, enrolled into their
employer’s pension scheme and
contributions are automatically deducted and invested
on their behalf.
However, in spite of its success in bringing so many
employees into workplace pension saving, automaticenrolment is not on its own sufficient to guarantee
optimal retirement outcomes. Ideally, employees
should be actively engaged with retirement planning
from an early age.
In an era where the vast majority of private sector
workers are enrolled into a defined contribution (DC)
pension scheme, it is vital that they have a realistic
understanding of the contribution rates required to
generate an adequate retirement fund. Currently, the
statutory minimum contribution required of employees
is just 1% of earnings over the £5,824 lower earnings
threshold. In monetary terms, this is trivial.
While statutory minimum rates are set to rise in
coming years, it would be preferable for employees to
understand from the outset that retirement saving is
a significant financial commitment and are, therefore,
prepared to budget accordingly.
With a liberalised regime governing the use of
retirement savings, it is important that employees
understand exactly what their options are. They should
be considering how they might use their savings and
give thought as to when this is to happen. A growing
problem in future years is the spectre of longevity risk;
with annuities no longer a statutory requirement it is
inevitable that some retirees will outlive their savings.
A workplace education programme that promotes
effective engagement is the best way of ensuring
that employees understand pension saving and
are empowered to make informed decisions. Such
a programme should start early in an employee’s
working life.
A key aspect of effective engagement with
workplace pensions is understanding that discussion of
pensions is not just for those approaching retirement
but is a topic to be addressed at all stages of a career.
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Benefits in
sharp focus

Need to know
• Benefit professionals need to conduct feasibility
studies in order to assess the implications of new
benefit options.
• Cost, tax and legal issues should be considered.

Employers need to get a clear picture of the
implications of introducing a suite of benefits

• Consultants, providers and advisers can all
provide information.

@

What role can management information
play in designing benefits strategy?
bit.ly/2bhlpUt

iStock

Nick Martindale |
Freelance journalist

Any employer looking to introduce a new benefits
package will need to build up a realistic picture of just
what is involved. Ultimately, this will have to be collated
by the business itself, but it will also require support
from providers, advisers and consultants.
Where this is for a suite of benefits rather than a single
product, the direct relationship is likely to be with a
benefits provider. Cost is likely to be a major factor, says
Ed Smithson, head of engagement and client technology at
Xerox HR Services. Potential charges include the design of
the scheme, building the requisite technology, an ongoing
licensing cost and administration charge, as well as any
future consultancy fees. “The last bit of cost is additional
fees in the broking and renewal, so looking after these
benefits behind the scenes,” says Smithson.

Read also

Ta x i m p l i c a t i o n s
Other considerations relate to the tax and legal
implications of implementing new benefits. Jeff Fox, head
of strategic benefit consultancy at Aon Employee Benefits,
says: “Compliance is vital on all projects like this.
“Assessing the legal and tax environment is fundamental;
there may be major developments underway that could
affect the project.”
The potential removal of salary sacrifice is one such
consideration, he adds.
Providers can help here, too, but employers would also
be well advised to get in touch with tax and legal experts,
says Smithson. “An employer will usually have in place a tax
adviser or one [it] goes to with questions and [it] should be
going to it to make sure [its] salary sacrifice arrangements
are relevant,” he explains. “A decent consultant will always
help, but ultimately it’s down to the representative of the
business to do that.”
There are a number of legal issues that need to be
considered too. This includes the matter of employee handbooks, and how benefits entitlement
is expressed, says Jonathan Maude, a partner at law firm Vedder Price. “Unwary drafting may
give employees express contractual rights to receive such benefits,” he says. “Drafting should
usually give the employer some flexibility around the benefits offered, not only in terms of
which are offered but also in connection with the provider of such benefits and flexibility to
change the provider, the level of benefit, and sometimes to remove the benefit completely.”
The employer also needs to ensure the language used does not put it in the position of
becoming liable as the provider of the benefit, or being denoted as an adviser, adds Maude.

Suppliers also have a
responsibility to help with
feasibility studies, and this
in itself should be a factor
when weighing up which
to work with, says James
Kelly, head of sales at P&MM
Employee Benefits. “Ultimate
responsibility would sit with
the employer, but suppliers
should be able to provide
the necessary experience,
expertise and independent
advice to help steer the
[employer] in the right
direction,” he says.
A final group of people to
seek input from is employees
because this can help to
determine the likely take-up
of any benefits offered,
says Ian Bird, director at
Secondsight. “We’d always
encourage an employer
to survey staff about any
existing benefits and to
find out what they value
about them,” he says. “[The
employer] should then go on
to ask the employee what
would appeal most to them
if they were offered more.”
Some employers may feel
it makes sense to outsource
a feasibility study to a third
party. Jack Curzon, senior consultant at Thomsons Online
Benefits, says: “Not all organisations will have the time
or resources to collate all the data required. While some
might have in-house teams to help, others might employ a
consultancy service, approach existing providers or install
software to collect data. The critical point, however, is that
employers have access to this data and use it to inform the
decision-making process.”
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motivation

Need to know
• Employers must decide what they want a
Christmas incentive strategy to achieve.
• Employees’ differing cultural and religious
beliefs must be identified and respected.
• A personalised approach can prove to be
a win-win for employers and staff.

@

Read also

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

Christmas incentive budgets can vary hugely between
organisations. Most employers tend to spend between £15
and £35 per employee at Christmas, says Adam Porter,
national sales manager at CottrillsReward. For example,
gifts purchased by Harrods’ clients include spa experience
evenings, and personalised luxury accessories and clothing.
Employers can spend an average of £100, but in excess of
£1,000 for senior members of staff.

Making plans
for Christmas
Employers need to start thinking about their
festive incentive strategies to reward staff

Clare Bettelley | Associate editor
Employee Benefits

Christmas may be several months away, but now is the perfect time for employers to start
planning a festive incentive strategy if they want it to be effective.
A good place for organisations to start is by identifying their strategy objectives and exactly
what they mean by effective. Do they want a strategy that engages staff, that boosts year-end
productivity, or perhaps a strategy that simply recognises and rewards employees for hard work?
Careful consideration also needs to be given to budget setting. As limited as an employer’s
budget may be, organisations that under-invest in their strategy may find that it turns out to
be as effective as having in place no strategy at all.

Employee preferences
Whatever employers’ spend, their incentive choices must
be appropriate for their workforce to help optimise the
effectiveness of their strategies. This means that
organisations must ensure they understand the reward
preferences across the different demographics of their
workforce, which they can do by conducting a staff survey,
creating focus groups comprising staff representatives or
by collecting anecdotal team feedback from line managers.
But Jamie McKenzie, director of marketing at Sodexo
Benefits and Rewards Services, says: “Employers need to
acknowledge that [preparing an effective Christmas incentive
strategy] is not just about identifying different workforce
demographics, but also [employees’] different ethics, morals
and religious beliefs.”
This means that employers must carefully consider the
contents of rewards such as hampers, which remain a popular
Christmas gift choice across all industry sectors. For example,
alcohol and foods containing alcohol, such as chocolate
truffles and cakes, should be substituted for employees
who do not drink alcohol or who are perhaps below the
UK legal drinking age of 18.
Similarly, beef gelatine-based confectionery and any
products containing dairy or gluten may need to be
substituted for employees with special dietary requirements.
Products made of leather and bone china may also be
inappropriate for some staff.
Employers may also need to factor in cultural differences
to their strategy to help engage staff. For example, some

33

|September 2016|

employeebenefits.co.uk/motivation-and-recognition

EB_010916 33

19/08/2016 10:00

Sainsburys_FP_EB_010916.ps 1

15/08/2016 16:18

motivation

Chinese employees may take offence to any gifts with
references to the number four, which in Cantonese sounds
similar to the word meaning death, and the colours black and
white, which are considered unlucky, as are timepieces such
as watches and clocks, according to Tracy Finn, head of
corporate services at Harrods.
“[Being sensitive to employees’ needs] is just about being
aware of cultural etiquette and what the different cultures
are sensitive to,” she adds.
This means that organisations with multi-cultural workforces
need to recognise various cultural and religious festivals such
as Diwali, the Hindu festival of lights; Chinese New Year; and
Eid-ul-Fitr, the Muslim festival that marks the end of the holy
month of Ramadan.
Corporate gift cards
Gift cards are perhaps an easier reward choice for employers
to offer staff because of the simplicity with which they allow
staff to choose their own gifts. Employers can source gift cards
from a range of providers, as well as directly from their choice of retailer.
But Sodexo’s McKenzie says: “Gift vouchers are a one-size-fits-all strategy, which is a bit of a
shotgun approach. By 2020, 50% of the workforce will be millennials, and we’re seeing upwards
of five generations of workforce within a lot of businesses now. It’s not a one-size-fits-all
workplace at the moment.”

Case study | Exemplar Health Care
Exemplar Health Care offers staff Christmas reward choice
Exemplar Health Care’s pay and benefits
manager Claire Stead was keen to offer
staff an exciting Christmas gift when she
took over the management of benefits
in January 2015.
After a reward provider market
appraisal, Stead appointed CottrillsReward because of the choice of rewards
it offers and because of the ability
employees have to select their own gifts.
Stead worked with the provider to

create a strategy that appealed to the
whole workforce, comprising 2,500 staff,
of which 80% are female and 20% male.
Exemplar spends £15 on each
employee with less than one year’s
service and £20 per head for remaining
employees. It offered staff a choice of
prosecco, wine or restaurant vouchers
for Christmas 2015. “It’s just a little
thank you for employees’ work all
year, and a little something that’s
nice to open,” says Stead.
Previously, employees were offered
generic retail vouchers and hampers
at Christmas.
Stead carried out a follow-up staff
survey after Christmas to measure the
effectiveness of the Christmas reward
strategy. Anecdotal staff feedback was
also all positive.
She plans to consider a different variety
of rewards for staff for 2016 “[An
effective strategy] is about getting the
right mix of gifts,” she says. “I work closely
with Cottrills to get a good range of ideas
and send that to our board of directors
for them to approve.”

Harrods’ Finn adds: “The corporate gift is not as generic
as it used to be. Employees like to feel that they’ve been
thought about individually and that it resonates with
them personally.”
Personalised approach
A more effective approach is for employers to offer staff a
personalised gift that can be used every day, such as a purse
or a wallet. Such gifts are a win-win for both employees and
employers: employees get the pleasure of the gift along with
a daily reminder of their employer, which can help to boost
their loyalty to their organisation.
Employers may also like to consider experience-based
Christmas gifts, such as spa days and activity-based
adventures, which work particularly well for teams. Lapland
proved the most popular choice of destination for employers
in 2015, along with Christmas markets in cities such as Berlin
and sunny destinations such as Tenerife, according to Red
Letter Days.
More affordable rewards
include employer-branded
merchandise, such
as pens, mugs
and umbrellas.
Employers
should also
be mindful of
how gifts are
wrapped and
presented.
The relatively
small effort of
ensuring that
a reward is
beautifully gift
wrapped can
go a long way
in making
employees
feel valued and
appreciated
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Viewpoint
Melanie Lane is a partner
in the employment group
at Olswang
It is important that employers
are sensitive to all employees’
religious and secular beliefs over
the Christmas period. While
it is likely that many staff will be celebrating
Christmas to some extent, not all will, and some
may want to keep sufficient annual leave for a
religious celebration at a different time of year.

This means that organisations should consider
the messages that they use in their reward
strategies, and ensure that they are inclusive.
Employers also need to be mindful about the
way in which they deal with festive-related
workforce planning issues.
Leave requests over the Christmas period
are a case in point. Under the Working Time
Regulations 1998, employees are required to
give notice to employers of their intention to
take annual leave, and employers are entitled
to serve a counter-notice refusing the leave.

by their organisation, as can a personalised letter to accompany a gift sent directly
to an employee’s home.
Alternatively, depending on the size of the workforce, gifts may be given to
line managers to present to team members individually, coupled with a chat about
how much each employee is appreciated for their input into the organisation.
CottrillsReward’s Porter says: “Christmas [incentive] strategies are about making
the receiving of a gift an experience for employees.”
Measuring effectiveness
Just as they can help to ascertain
employee gift preferences, staff
surveys and focus groups can
help employers to measure
the effectiveness of their
Christmas campaigns.
Employers that offer staff
incentives such as gift cards and retail
vouchers can also use their reward
platforms to track take-up data.
However, anecdotal feedback from
staff can prove more useful in helping
organisations to gauge the effectiveness of their
strategy, says Debra Corey, group reward director at Reward Gateway.
Employers can further boost the effectiveness of their Christmas strategies by ensuring that
their efforts are part and parcel of an annual reward strategy, rather than an ad-hoc exercise.
“Employers need to consider their total reward strategy and consider how Christmas fits into
that,” says Corey.

In practice, the statutory position is usually
varied by a term in an employee’s contract of
employment requiring them to obtain approval
from their employer before taking holiday. At
peak holiday periods, it is then up to the
employer to manage and cover workloads.
A practical way to deal fairly with competing
requests is to vary the normal leave request
procedure and ask all employees to submit their
proposed holiday dates for the Christmas period
in, for example, October, in order that the
employer can plan a cover or leave rota.

Statistics

25%
of employees said they have
a Christmas party wholly
paid for by their employer.

38%

of respondents in the
manufacturing and utilities
sector said their employer
offers a fully paid-for
Christmas party, while in the
travel and transport sector
only 14% of respondents
said the same.

“If organisations
do something ad hoc,
employees will question
why they are doing
something special
for Christmas.”
It may be the case that an
end-of-year strategy would
be more appropriate for
some employers than
a Christmas-themed
campaign, particularly
for organisations that
of respondents said their
would prefer to
employers do not do
offer staff a non-religiousanything nice for the
themed celebration.
entire organisation over
“We refer to Christmas
the Christmas period.
in the UK, but in the US
[the season] is referred to
(Source: Reward Gateway,
as ‘the holidays’ because it’s
December 2015)
viewed as discriminatory
if you use the term
‘Christmas’,” says Corey.
Other employers may feel that it is more appropriate for the
organisation to do nothing, particularly if its business has been
underperforming. But employers set on doing nothing may
want to consider that 41% of employees feel least motivated
around Christmas, according to research by Sodexo Benefits
and Rewards Services, published in December 2015, so
organisations should do nothing at their peril

36%
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The perfect choice
-

Corporate orders over £250
Waterstones corporate gift cards available in units of
£5, £10, £20, £50
Redeemable both in store and online
Generous discount structure
48 hour free delivery service

For more information and to place your order,
visit Waterstonesvouchers.com
or call 020 071 6441.

Corporate gift cards & vouchers
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Driving home
the rewards

At a glance | Countrywide
Group

Countrywide Group is using reward to
enhance its people focus

Countrywide is a property services organisa on and the
largest estate agency in the UK. The group’s services range
from estate and le ngs agency through to conveyancing
and mortgage broking.
The group has been created through acquisi on and now
employs around 12,000 staﬀ, who have an average age of
33 and are 44% female and 56% male. The average tenure
of employees is 18 months.

@

Read also

Oscar Mayer focuses on benefits
with universal appeal
bit.ly/2bcC5L4

Clare Bettelley | Associate editor
Employee Benefits

Countrywide Group, the UK’s largest property services group, began the task of building
a reward function in September 2014, when it drafted in Neil Goodwin as head of reward.
He joined on the brink of a group-wide overhaul at the FTSE 250-listed group, which until
then had just an operational human resource function to support its 12,000-strong workforce.
The overhaul saw the appointment of a new group chief executive officer, Alison Platt, a
shake-up of the group’s senior management and executive and non-executive boards, and a
restructure of the organisation’s estate agency divisions to create a single retail unit comprising
its previously very separate sales and lettings businesses. The retail unit now operates alongside
the group’s other property service units, which include auctions, estate management,
conveyancing and financial services.
Engaging the people
The changes are part of a new corporate strategy launched in 2015 entitled ‘Building our
future’. The strategy is designed to create an engaging, people-focused business, recognised
as one of the UK’s best employers with an operating profit of £250 million by 2020, although
it has yet to identify the mechanism by which ‘best’ will be measured, says Goodwin.
“The core of our strategy is to focus on customers and employees and to understand the
links between the two,” he adds. “It’s about focusing on delivering an excellent customer
experience and recognising that we need to ensure we’ve got
a great environment internally for our staff to flourish.”
Countrywide, which floated on the London Stock Exchange
in 2013, reported an operating profit of £53.8 million for the
12 months to 31 December 2015, hence the importance of
Goodwin’s role in helping the business to grow.
Goodwin kicked off his reward function challenge by
establishing a set of four reward principles: competitiveness,
fairness, responsibility, and straightforwardness. He then
undertook a three-part benefits project, based on these
principles, which started with a cost-efficiency drive across the
group’s whole benefits package. This includes life assurance,
group income protection (GIP), private medical insurance (PMI),
a bikes-for-work scheme, and 20-25 days’ holiday per year.
“We looked at cost efficiencies, partly to show how reward can
add value, but also to try to fund any future investment within
the function,” says Goodwin.

group income protection (GIP) cover, as well as a standalone
employee assistance programme (EAP), with all policies kept
under regular review.
Life assurance is available to all Countrywide staff, and
GIP is available to staff at senior manager pay grade or above.
Part two of Goodwin’s cost-efficiency drive saw him
leverage existing group benefits. This included an overhaul of
the way in which Countrywide’s own products and services,
such as mortgage services or conveyancing, are used as part
of its benefits package.
As a result, staff and close family members can now
access the rebranded ‘Under one roof’ scheme from day one
of joining the group and use just one service, whereas
previously they had to have 12 months’
service and use a minimum of two
services in order to do so. “The
advantage of the scheme is
that employees are
advocates of our

Making savings
Cost efficiencies include a six-figure saving as a result of
working more closely with the group’s benefits broker, Aon
Employee Benefits, to harmonise some of the benefits on
offer to staff and by changing the provider of two of the
organisation’s benefits. Unum now provides Countrywide’s
38
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Business objectives
• Become one of the UK’s best employers by crea ng
a people-focused business that oﬀers excellent
customer service.
• Build a broad-based business that can perform well
and deliver robust shareholder returns throughout
the market cycle.
• Generate an opera ng profit of £250 million by 2020.

own products and it is also a great source of revenue for the
group,” says Goodwin.
The scheme has generated more than £269,000 for the
organisation and saved employees themselves in excess of
£320,000 as a result of more than 565 staff using more
than 1,127 services.
Goodwin has also overhauled the group’s share incentive
plan (Sip). In March, the Sip, which is provided by Capita Asset
Employee Benefits, was branded ‘Sharing our future’ and plan
access was improved. All employees are now able to join the
scheme after 12 months’ service instead of 18 months, and
Countrywide now grants two shares for every three shares
staff buy, whereas previously it granted just one share for
every two purchased.
In addition, staff have two windows in which to join the
scheme each year in March and October, whereas previously
they had just one window in March.
The final part of Goodwin’s cost-efficiency drive
focused on benefits alignment. For example,
the group’s PMI policy, provided by Axa
PPP Healthcare, has seen
the six previous tiers
of cover condensed
to two: one

Benefits
Pension
I Group stakeholder
pension scheme for
5,000 managers.
I Auto-enrolment pension
scheme provided by the
National Employment
Savings Trust (Nest)
for the remaining
7,000 employees, with
contribution levels at
1% for employer and
1% for staff.
Healthcare and
wellbeing
I Life assurance, employerpaid for all staff at
four-times salary for
management, and at
two-times salary for
other staff.
I Group income protection,
employer-funded for
senior managers.
I Private medical insurance,
employer-paid in two
tiers: one for senior
management, one for
other management.
I Eyecare, employer-paid.
I Personal accident
insurance, employer-paid.
I Voluntary health
cash plan.
I Voluntary health
screening.
I Employee assistance
programme.
Share schemes
I Share incentive plan (Sip).
I Give-as-you-earn scheme.
Tr a v e l
I Season-ticket loan.
I Bikes-for-work scheme.
Work-life balance
I 20 to 25 days’ holiday
as standard.
I Childcare vouchers.
On-site services
I Subsidised canteen at
UK headquarters.
Other benefits
I Retail discount scheme.
I Retail partner offers.
I Discounted Countrywide
Group services.

Career history
Neil Goodwin, head of reward at
Countrywide Group
Neil Goodwin joined Countrywide
Group in September 2014 as reward
manager and was promoted to head
of reward within just 11 months, in
August 2015.
At the time, Goodwin was in search of a new
challenge and jumped at the opportunity to establish
a reward function at a FTSE-listed organisation.
Prior to this, he worked at publisher Macmillan
Science and Education as reward manager for just
over two years, after spending a similar amount
of time as reward consultant at Hutchison 3G.
Since joining Countrywide Group, Goodwin
has worked hard on aligning the group’s reward
and benefits package, which has involved leveraging
the value of the organisation’s own services, such as
conveyancing and mortgage broking, for staff.
Similar work that Goodwin undertook at 3G
Hutchison, where the organisation offered its
mobile phones as a staff perk, stood him in good
stead for the project.

for senior
management
and the other
for remaining
management.
The
alignment of
Countrywide’s
benefits and
reward package
has been
particularly
challenging
for Goodwin
given the enormity and diversity of the organisation.
Countrywide employs more than 12,000 UK staff working
across more than 50 brands, each operating in very different
markets and with very different corporate cultures. For
example, estate agency brands range from Countrywide
North Airdrie in Scotland, which sells properties priced as
low as £50,000, to John D Wood and Co, which sells
multimillion pound properties across London and overseas.
This means that the commission that the group’s agents can
earn varies hugely.
Goodwin’s task has been further complicated by the fact
that Countrywide Group has been created from acquisitions,
with each new business bringing its own particular approach
to benefits.
“[Alignment success] is about being as transparent as we can
be,” explains Goodwin. “Most employees see a positive change.
Only some see a negative change. The key is to engage closely
with each business unit and be honest about our approach
and explain why we’re making the changes.”
Once this alignment challenge is complete, Goodwin will
consider implementing a voluntary benefits platform and
total reward statements for the workforce

“THE KEY IS
TO ENGAGE
CLOSELY WITH
EACH BUSINESS
UNIT AND BE
HONEST ABOUT
OUR APPROACH”
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Make a bold
statement
Total reward statements can be effective in
engaging staff with benefits and perks
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Read also

More buyer’s guides
bit.ly/1irTZcZ

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

Total reward statements (TRS) are a simple and effective
tool that employers can use to help staff appreciate the
overall value of their employment package.
They can also help to engage employees in their benefits,
and educate them about the value of particular perks they
receive, such as a company car or pension.
A TRS includes the basic elements of pay, benefits,
allowances and incentives. No benefit is too small to be
included in a TRS, so enhanced maternity or paternity leave,
flu jabs and employee assistance programmes could be
included, for example.
However, quantifying the value of less traditional benefits,
such as workplace training, holiday entitlement and savings
made through voluntary benefits plans and salary sacrifice
arrangements, may not be straightforward.
TRS providers can produce bespoke statements for
employers, and offer them creative documentation to
communicate information to staff. Helping employees to
understand all the things their employer is doing for them
can also boost retention.
Historically, TRS were four- or five-page documents that
were posted to staff, but these are now available as a shorter
paper document or in electronic format.
Providers recognise the advantage that online channels have
over paper-based statements. Although many employees may
not have access to the information online at work, they can
use technology at home such as smartphones, tablets or their
own computers.
Online statements also mean employers are able to measure
how employees are interacting with the information, which, in
turn, enables them to
continually assess the
process to improve
if necessary.
One of the biggest
attractions of this format
is the ease with which
online TRS can be
integrated into
organisations’ online
benefits platforms.

This enables employees to
access as little or as much
information as they require,
and to access modelling tools
to track, for example, their
retirement income.
For employers that provide
a paper statement, timing
can be a critical factor. A
key consideration is using
statements as a tool with
which to counter the effects
of negative news, such as
pay freezes. The beginning
of the year, when staff may
be budgeting for the 12
months ahead, can also be a
good time for employers to
consider introducing TRS.
Simple statements
can range from £2 to £7
per employee per year,
while more sophisticated
online formats can cost as
much £100 per employee
per year

What is a total
reward statement?
This is a document
outlining the full value
of the benefits package,
including salary, pension
and shares. It can also
include data about
non-financial benefits.

Statistics

68%
of employers use digital
communica ons to engage
staﬀ with benefits
(Source: Employee Benefits/Xerox
HR Services 2016, June 2016)

Where can employers
get more informaঞon?
See the Employee
Benefits website:
bit.ly/2bAFtQR

71%

Who are the main
providers?
Aon Employee Benefits,
Benefex, Fair Care, Grass
Roots, Hay Group, Jelf
Group, Edenred, Mercer,
NGA HR, People Value,
Personal Group, Reward
Gateway, Staﬀcare,
Strait Logics, Thomsons
Online Benefits
and Vebnet.

of employers believe that
their benefits strategy will
change to include be er or
more targeted communicaons of benefits
(Source: Employee Benefits/Xerox
HR Services, June 2016)

“STATEMENTS
CAN BE
USED TO
COUNTER
EFFECTS OF
BAD NEWS”
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Employees only? Why corporate
dental cover is truly family friendly
ANDREW BOWER
Managing Director
Unum Dental
These days, there’s a bewildering choice
of staff beneﬁts out there for employees
to sift through, from big staples like Life
insurance and Critical Illness cover, to
cycle-to-work schemes and subsidised
gym memberships, With the rise of
employee wellbeing as a key factor in
many employers’ thinking, the ideal
beneﬁts package is one that’s been
carefully considered by the business
and chosen to reﬂect the company’s
demographic.
For many employees, the wellbeing
aspect of many beneﬁts can be just as
vital as having their ﬁnances protected.
And tellingly, many want even more
from their staff beneﬁts. In particular,
automatically or voluntary family cover is
an attractive feature for many.
One beneﬁt that is growing fast and ticks
the family-friendly box is corporate dental
insurance. At its most basic, corporate
dental insurance provides cover to help
make costly dental treatment more
affordable. Those covered can visit any
dentist of their choice and choose a level
of cover that suits them best - whether
NHS or private.
However, dental cover’s increasing appeal
is also down to the fact that it allows
members to add their spouse/partner
and/or children - typically up to the age
of 21, or even 23 if they’re in full-time
education. Depending on the plan chosen,
it can also help cover the cost of children’s
orthodontics, up to a set limit.
It’s little wonder that this is an attractive
1
2
3
4

option considering that the stats around
oral health in general - and particularly
for children - the ﬁgures can make for a
frightening read.
In 2013/2014, dental decay was the
number one cause of hospital admissions
for children aged 5 to 91, while in general,
the number of children admitted to
hospital for tooth decay increased by
20% between 2010 and 20152. Drilling
down further in to this (no pun intended)
reveals that almost a third (31%) of 5
year olds and nearly a half (46%) of 8
year olds had obvious decay3.

Dental decay is now the

top cause of
hospital admission
for children
aged 5 to 9

Additional ﬁgures released by the Oral
Health Foundation for May to June’s
National Smile month this year revealed
one of the major reasons why. Sugar
makes up 15% of the daily calories
consumed by 4 to 10 year olds, while in
England, children and young people drink
more sugary soft drinks than anywhere
else in Europe4. Sugar is also widelyaccepted as a major cause of obesity and
health-related problems.
At Unum, we’re passionate about
employee wellbeing. As we continue
to become a wider employee beneﬁts
provider, our acquisition of National Dental
Plan (NDP) last year was a perfect ﬁt
for both companies. As Unum Dental,
we combine NDP’s experience and
expertise in providing dental plans with
Unum’s extensive knowledge of broader
employee beneﬁts, enhancing the service

we can give our customers.
We ﬁrmly believe in helping to educate
and inform our customers as part and
parcel of this approach. We’ve created
face-to-face and online workshops
about sickness absence at work, stress,
cancer and musculoskeletal disorders,
among others. And to help educate
young children about the importance of
looking after their teeth and gums, we’ve
partnered with the charity Action for Sick
Children to help produce a child-friendly
video about visiting the dentist as part of
their Dental Playbox project.
Our research with our database of
employer contacts revealed that it’s
still women who usually end up taking
their children to the dentist. Mothers
still do tend to be the ones that arrange
healthcare for the family and worry about
it more. As a result, working mothers
are likely to look for the value in their
employee beneﬁts package that goes
beyond themselves and appreciate those
beneﬁts that help look after their family
too.
The savvy employer who offers dental
insurance helps their current employees
to stay healthy, reducing the possibility
of sickness absence. A beneﬁt that helps
keep the whole family well too, also is
something that parents can appreciate,
reducing the stress and worry associated
with dealing with a sick child. As part of
a well-balanced beneﬁts package dental
insurance can also help attract new talent
into the business. Now that’ll make
anyone smile.
To ﬁnd out more about Unum Dental,
visit unum.co.uk/dental

http://www.publicsectorexecutive.com/Public-Sector-News/lga-warns-of-childrens-oral-health-crisis-as-tooth-extractions-increase-by-61
http://www.nationalsmilemonth.org/facts-ﬁgures/
http://digital.nhs.uk/catalogue/PUB17137/CDHS2013-Executive-Summary.pdf
http://www.nationalsmilemonth.org/facts-ﬁgures/
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Unum Dental is a trading name of National Dental Plan Ltd. National Dental Plan Limited is authorised and regulated by the Financial Conduct Authority.
Registered Ofﬁce: Milton Court, Dorking, Surrey RH4 3LZ. We monitor telephone conversations and e-mail communications from time to time for the purposes of
training and in the interests of continually improving the quality of service we provide.
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Open wide
for treatment
Health cash plans have helped expand
access to dental benefits
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Katie Scott | Reporter
Employee Benefits

Statistics

Dental plans first made an appearance in the corporate sphere in the late 1980s. In its Health
cover UK market report, published in July 2015, LaingBuisson reports that by the end of 2014,
3.25 million people in the UK were covered by dental plans, with the total benefits paid out
from dental insurance claims reaching approximately £67 million.
Dental plans are traditionally an insurance-based product that reimburses employees for
money spent on dental check-ups and treatments in return for a monthly premium. This can
be paid for by the employer, offered as part of a flexible benefits scheme or accessed as a
voluntary benefit, for example, through a salary sacrifice arrangement.
Some providers, such as Munroe Sutton and Cigna, now also offer discounted dental cover,

where scheme members are
issued with an identity card
that allows them to gain a
20% discount on treatments
issued by a registered
network of dentists.
Market data shows that
dental benefits are growing
in popularity. LaingBuisson,
for example, found that
spending on dental insurance
increased by 21% between
2011-2014. Take-up by
employees is also rising;
Denplan’s Health and
wellbeing benefits survey
2016, published in January
2016, found a 39% take-up
rate of dental plans in 2016,
which is slightly higher than
the 35% take-up rate
reported in 2015.
According to Munroe
Sutton, health cash plans
have helped to widen
access to dental benefits.
However, rises in insurance
premium tax (IPT) could
mean employees pay more
for their dental cover.
Despite this, Munroe
Sutton’s Dental benefits report
2016: what UK employees
want and how employers can
help research, published in
July 2016, found that
65% of employees would
contribute up to £15 per
month towards a personal
dental plan, and 71% would
contribute up to £20 per
month for a family plan.

64%

of employers do not provide
any support for employee
dental health
(Source: Munroe Suon, July 2016)

5%

of the UK popula on
are covered by group
dental plans
(Source: LaingBuisson, July 2015)

Employer-paid dental plans
have seen a more marked
increase in popularity, with
spend growing by 35.5%
between 2011 and 2014,
to cover 419,000 people,
according to LaingBuisson’s
report. To put this into
context, individual spend
saw an increase of 7%
over the same period.
Benefits paid to members
of employer-funded
dental insurance reached
£36 million, compared
to £32 million paid out on
individual- or employeepaid policies, according
to LaingBuisson.
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According to Cigna, the most popular treatments continue to be crowns, bridges and
fillings, as well as preventative measures such as scale and polish procedures, and X-rays.
In response to employee demand, varying levels of dental plans now feature orthodontic
treatment for adults and children, as well as providing cover for teeth whitening and implants.
Indeed, 46% of employees value a dental plan more if it includes savings on cosmetic dental
care, according to Munroe Sutton’s aforementioned report. As well as this increase in cosmetic
procedures, demand for private dentistry has also grown.
The increase in NHS dental charges in April 2016 has led to some providers speculating as
to whether this has contributed to higher take-up rates for employer-supported dental schemes.
Cost is certainly a factor when it comes to employee engagement; Munroe Sutton’s 2016

The facts
What are group dental plans?
A dental plan is typically an insurance-based scheme that
oﬀers employees cover for various dental treatments,
such as check-ups, fillings, crowns and bridges. The
benefit can be provided as a fully-funded perk, via
an insurance scheme or as part of a health cash plan.
What are the origins of group dental plans?
Group dental plans really began to gain trac on in the
late 1980s and early 1990s. Na onal Dental Plan was the
UK’s first corporate dental insurance provider in 1987.
Where can employers get more informaঞon and advice?
Further informa on can be found via the Oral Health
Founda on at www.dentalhealth.org.
What are the costs involved?
The cost of group dental plans varies depending on the
level of cover needed, as well as the way a plan is funded.
Typically, plans that cover NHS treatment can start from
between £5 and £7 per person, per month, while plans
with a higher range of cover, which includes private
dental treatments, can cost between £25 and £40 per
person, per month. Family cover can cost approximately
£10 per month.

57%
of employees would like
access to a dental plan as
part of their benefits strategy
(Source: Denplan, January 2016)

56%
of group dental plan products
are funded by employers
(Source: LaingBuisson, July 2015)

research found that 45% of employees would visit the
dentist more frequently if they knew they would be able to
afford treatment if it was needed, and 57% would attend
twice-yearly check-ups if they had help with dental costs.
Denplan’s research also found that 52% of employees
would worry less about the cost of dental treatment if
their employer arranged a dental plan for them.
There has been a key change in the perception of dental
plans; both employers and employees are increasingly
realising the role of dental plans in terms of supporting
employee wellbeing and engagement. Denplan’s 2015
research found that the main reason employers utilised
benefits such as a dental plan was to provide staff with
a value-for-money proposition, but this year’s research
found that organisations are instead looking for benefits
that enhance employee wellbeing above anything else.
Showing they care
Denplan’s 2016 report also shows that among employers
that provide staff with a group dental plan, 69% believe this
aids recruitment, 73% feel it helps retain existing employees,
and 84% think it shows they care about their staff.
Other emerging trends include the use of technology,
with providers investigating apps and utilising gamification
to aid employee engagement. According to Cigna, there is
also demand for single sign-on and online claims processes
from employee plan members.
Meanwhile, collecting data via gamification, for example,
via an app that allows employers to see how staff go about
brushing their teeth, could help providers personalise group
dental plans further, both in terms of cost and also in taking
a proactive approach to health and wellbeing.
Changes within the NHS, due to take place in 2016-2017,
include a new preventative-based dental contract and
commissioning structure. Although these plans have not
yet been finalised, providers are already considering how
the potential tweaks could impact group dental plans

What are the legal and tax implicaঞons?
There are no legal implica ons for employers that wish
to oﬀer staﬀ a group dental plan. However, organisa ons
should be aware that dental plans are taxed as a benefit
in kind, meaning they are subject to tax and na onal
insurance. Employers are required by law to complete
a P11D form.
What is the annual spend?
Figures from LaingBuisson’s Health cover UK market
report, published in July 2015, found that the UK market
for dental benefit plans was valued at £619 million in
2014. The report also found that dental capita on
plans generated an income of £516 million, and dental
insurance premiums were worth £103 million, with
employer-paid plans accoun ng for £56 million of this.
Which providers have the biggest market share?
According to LaingBuisson, the largest providers in
the market are Bupa, Cigna, Denplan and Unum Dental
(previously Na onal Dental Plan), all with a significant
share of the market.
Which providers have increased their market share?
No data is currently available on this.
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Nip it in
the bud
How can a dental plan provide a preventive
health benefit for an employee?

Vittoria Gallagher | Corporate marketing executive
Denplan

When it comes to oral health, prevention is always
better than cure. Prevention is not solely about
tooth decay and gum disease. More and more, links
are being found between oral health and general
wellbeing. Employers with health and wellbeing
on their agenda want to ensure their benefits
are providing healthy outcomes for their
employees. As such, dental is being pushed to
the forefront when organisations are selecting from
available benefit options. A healthy workforce has a
pronounced impact on motivation and productivity,
and can also reduce staff absenteeism.
In the Corporate decision makers survey 2016
published in January 2016 by Denplan, it was
found that health and wellbeing was firmly on the
HR agenda with 75% of organisa ons surveyed
saying they had a wellbeing strategy in place.
Of those employers with wellbeing strategies,
42% said their strategy sits in the middle of
the preven ve-correc ve spectrum, although
overall there was a bias with 39% saying their
strategy is more preven ve in approach.
Reducing future treatments
It is always be er to iden fy and prevent problems
before they begin. Regular visits to a den st should
reduce the need for future treatments like fillings,
root canal treatments and crowns. According to
Denplan/YouGov research published in January
2016, over half (52%) of people would cancel an
appointment if they had financial worries. However,
regular dental check-ups can reduce the risk of
costly dental issues and emergencies occurring
which helps ensure a life me of good oral and
general health.
Interes ngly, 90% of UK adults agree that the
be er they look a er their teeth and gums, the

be er chance they have of avoiding expensive and
invasive dental treatment in the future, according to
The state of oral health in Europe report published by
Pla orm for Be er Oral Health in September 2012.

“WORK MISSED
DUE TO ORAL
HEALTH
PROBLEMS COSTS
THE UK ECONOMY
MORE THAN £36M
EVERY YEAR”
As shown by research published by the Na onal
Ins tute of Dental and Craniofacial Research in
March 2016, What is the relaࢼonship between
oral health and general health and wellbeing?, the
links between gum disease and various chronic
condi ons such as diabetes, strokes and heart
disease are now widely recognised. Dental
problems can disrupt how people eat, their quality
of sleep and performance at work, as well as
cause emo onal problems. Having happy, healthy
employees who regularly visit a den st close to
work results in less me and money lost to staﬀ
absenteeism. Employees with a preven ve benefit,
such as a dental plan, in place could also reduce an
organisa on’s private medical insurance premiums.
Unlike other medical professionals, dental
professionals see ‘healthy’ pa ents every single day,

aﬀording them the opportunity to highlight
the importance of preven on and the risks
associated with not looking a er oral health.
The Bri sh Society of Dental Hygiene and
Therapy calculated that work missed due to oral
health problems costs the UK economy more than
£36m every year. In addi on, 415,000 people miss
at least one day of work due to oral health-related
problems and 20% of people would call in sick if
they had a toothache.
Educating employees
These issues can easily be resolved by educa ng
employees on the important roles den sts play
in preven ve healthcare. Some 47% of employers
that oﬀer a dental plan said that it helps to
manage employee absences and me taken oﬀ
for illness, and 41% of those that oﬀer a dental
plan said that dental insurance is the benefit
they consider to be of most value to employees,
according to the aforemen oned Denplan Corporate
decision makers survey 2016. And while the
responsibility is ul mately down to the employee,
it is arguable that employers have a role to play in
communica ng the importance of good oral health
to their employees.
The number of dental plans being oﬀered as
an employee benefit has been steadily increasing
since 2010. Any organisa on focusing on the
health and wellbeing of its employees should
be seeking posi ve outcomes from its selected
benefits. And when evidence strongly suggests
that dental healthcare can be a key indicator in
the detec on and early diagnosis of more serious
condi ons, it is surely me to recognise that dental
benefits should be used as an important overall
healthcare benefit ■
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confessions

Less than keen in
Milton Keynes
Candid is distinctly unimpressed by
her organisation’s new acquisition

Read also

More confessions
bit.ly/1OgAv5U

Next, John and I take a look at the pension plan
documents. Thankfully, it is a defined contribution
(DC) plan, but nevertheless it is a frighteningly
complicated one, with multiple sections, differing
contribution rates, and a variety of additional
voluntary contribution (AVC) providers. All
that for 50 employees? I focus on ticking off the
deliverables on Gary’s list and leave it to John to
analyse the implications for the acquisition.
I look up and realise that only John and I are left
in the building. John has taken out a packed lunch.
I guess he’s been to Milton Keynes before. I have
to drive around 100 identical roundabouts before
finding a petrol station to buy a stale-looking egg
sandwich. The rest of the team comes back later
on smelling faintly of beer and onions. Thanks for
inviting us along, guys.
John and I dig into the insurance policies. Again,
it is hardly one size fits all, but rather one policy per
individual. I’ve had to create a new spreadsheet
showing the benefit entitlement by individual,
because there doesn’t seem to be any noticeable
consistency. I am intrigued by a Miss D on the list,
although she has a fairly lowly job title, she seems
to have the best of all benefit plans as well as a

“I WOULDN’T MIND
IF I GOT ASKED TO
REVIEW POLICIES
IN BARBADOS”
special bonus. Who is this mystery Miss D, and
why is she so well rewarded? She even has a new
employment agreement with a special termination
clause giving a year’s notice. Curious.
I give Gary a list of the missing data, and he
makes an appointment with someone from the
company to come and go through it. I don’t want to
meet them, I just want to fill in my spreadsheet and
go home, but that doesn’t seem to be an option.

Cameron Law

We’re buying a company. I can’t imagine why;
it is not even in the same industry group and we
couldn’t share any clients, so what is the sense in
that? The Higher Beings move in mysterious ways
sometimes. I bet I’ll be working on providing data
for selling it again within a year, but meanwhile I’ve
been asked to sign a confidentiality agreement so
I can be part of the due-diligence team. Lovely.
The new company has offices in Belgium and
Zurich, but we are being sent to Milton Keynes.
I wouldn’t mind if I got asked to review policies
in Barbados, but Milton Keynes? Honestly.
The data room is in one of those small industrial
units where all the offices look the same. In fact,
everything in Milton Keynes looks the same.
Roundabout after roundabout, office park
after office park, it is like some sort of physical
groundhog day. Worse, because the data room
has been set up in a disused office building, there
are no facilities. No coffee, no water machine,
and no food. I even have to go to the office
reception next door to use a toilet. I should be
getting hardship pay for this assignment; it is
practically a third-world country.
The team includes people from all departments,
but is headed up by Gary, the acquisition guru. He
has a giant spreadsheet with all the things we are
supposed to be checking. You would think all the
data to review would be provided digitally, but
no, the company for sale has provided a veritable
mountain of paper in the form of hanging files.
Over 20 boxes of hanging files cover the HR
documents alone. Along with John, a helper from
Smarmy Consulting, I get started. I am soon quite
depressed. Of the first 20 things on Gary’s list, I
have found only two: employee contracts and a list
of employees.
There are 20 contracts missing. I run my eye
over the contracts we do have. Each one is unique.
Some people have a termination clause; others
do not even seem to have a notice period. I am
supposed to complete an estimate of termination
costs, but that is going to be rather tricky without
any actual data. I start making a list of what I need
on a giant spreadsheet of my own.

@

The woman teeters in on high heels and causes
all the men on the team to look up from their files.
Guess who. Miss D. We go into a room in the back
where we won’t be disturbed. Where the guys
won’t be disturbed either. Miss D, it emerges, is the
company administrator, and she does everything
from facilities management to payroll. She is also
the MD’s girlfriend. Aha. We go through the list and
she offers to deliver another set of files by the end
of the week. Is there any chance of getting any of
it digitally, I ask? I so want to leave this place.
At the end of the week there is a feedback
meeting with all the due-diligence teams. Nobody
has anything good to say about the potential new
company and there seem to be many legal issues. I
am cheered because my overwhelming wish is that
we don’t buy it. To harmonise all those plans is
going to create a miserable workload for me.
A month later, I hear we have bought it. Sigh.
Next time... Candid sorts out the department budget.
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Employee benefits

Financial education
The perfect employee benefit and
engagement solution
Whether you’re looking for a simple benefits
programme or a fully comprehensive flexible
package, our Salary Extras platform can be
adapted easily to meet your requirements.

To find out more:
T 0333 2000 104
E enquiries@salary-exchange.co.uk
W salary-exchange.co.uk
twitter.com/SalaryExchange
linkedin.com/company/
salary-exchange-ltd
http://blog.salary-exchange.co.uk/

5 Temple Square
Temple Street
Liverpool L2 5RH
T 0800 234 6880
E info@wealthatwork.co.uk
W www.wealthatwork.co.uk

Its unique communications functionality
provides you with a complete benefit and
engagement solution.
•Home for all your benefits and company
information
• A complete engagement and communications tool
• As flexible as you need it to be

WEALTH at work and my wealth are
trading names of Wealth at Work Limited
which is authorised and regulated by the
Financial Conduct Authority.

Our Salary Extras platform does it all.

Flexible benefits

T 0845 300 6474
W www.incorpore.co.uk

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

Close Brothers has been inspiring the employees of
some of the UK’s best known organisations to make a
positive change to their financial wellbeing for over
45 years. We believe great financial education
shouldn’t just increase knowledge, but should drive a
shift in behaviour.
• Early & mid-career

Our discounted gym network helps HR and
Reward teams engage with employees on the
health benefits of a more active lifestyle and we
offer the choice of gyms to suit all organisations.
The large number of health clubs, leisure centres,
yoga studios and fitness camps ensure all
employees are catered for no matter where
they live or work.

• Retirement planning
• Senior executive support
• Pension reforms
T 0800 028 0208
E events@closebrothers.com
W www.closebrothersam.com

International private medical insurance

• Benefits & legislation changes
• Optimising share benefits
• Online education & event management

Heathcare and wellbeing

Aetna International is part of Aetna, a US
fortune 50 company and leading provider of
health care benefits for the past 160 years.
Aetna International
2nd Floor
25 Templer Avenue
Farnborough Business Park
Farnborough
Hants
GU14 6FE
T +44(0) 1252 896397
E agbsalesdirect@aetna.com
W www.aetnainternational.com

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

Financial education
Our mission is to dramatically increase the uptake
of gym memberships among the UK and Ireland’s
working population. We passionately believe that
gym memberships play a huge part in creating a
healthier and more active workforce.

Incorpore & GymFlex
The Old School House
14 Mill Road
Burgess Hill
West Sussex
RH15 8DR

Helping to put your employees in the picture
Many employees struggle to understand various
financial issues that may relate to them and the
many benefits on offer in the workplace. We
have a complete service offering to help you put
your employees in the picture. This includes:
• Developing financial education programmes
tailored to each employee segment

Eldercare - support and solutions for
working carers
Eldercare provide technology-enabled care
services that enable safe and independent living
for elderly and vulnerable people throughout the
UK. Eldercare make it easier for employees to
care for loved ones and have peace of mind that,
whatever circumstances may occur, they are at
hand to help.

Today, Aetna International provides IPMI for
more than 700,000 members worldwide. Aetna
combines the local touch of on-the-ground
support teams with one of the world’s largest
medical provider networks of over 1.1m
facilities in the US and a further 125,000
globally to provide exceptional care to members
wherever they are.

Contact: Sue Hawksworth
T 01706 232028
E info@eldercare.co.uk
W eldercare.co.uk

Contact us now to find out how we can provide
the right healthcare solutions for your clients.

We offer a personal service – assessing needs and
tailoring packages to ensure the best outcome for
the individual and their family.

To find over 160 benefits
vrrѴb;uv-m71omvѴ|-m|v]o
|oĺ;lrѴo;;0;m;=b|vĺ
1oĺh-m7]o|o|_;ļ=bm7
-vrrѴb;uĽv;1|bom

Contact: Harry Michael
T 020 7970 4045
E harry.michael@centaurmedia.com
W ;lrѴo;;0;m;C|vĺ1ol

Do you have an issue
worthy of TV Debate?

To advertise your
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020 7970 4045 or
harry.michael@
centaurmedia.com

Contact: Harry Michael
T 0207 970 4045
E harry.michael@centaurmedia.com
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Employee Benefits Wired is
a interactive platform to
debate the latest trends
and issues impacting the
benefits community.
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Need to build a business case for
a ﬁnancial wellbeing programme?
Find out how from our experts
at EB Live on 12 October @ 11:20
‘Understanding the DNA of Financial Wellbeing
and its impacts on the UK workforce’

Heidi Allan

Andy Dodman

Head of Insights and
Engagement at Neyber,
Financial Wellbeing research
expert and thought-leader

Chief HR & Corporate Ofﬁcer at
The University of Shefﬁeld, voted
HR Director of the Year at HR
Excellence & HR Distinction awards

Attending EB Live? Pre-book an appointment with our
ﬁnancial wellbeing experts by emailing hello@neyber.co.uk
or calling 020 3770 9407

Neyber Ltd is authorised and regulated by the Financial Conduct Authority. Interim permission: 663054. Registered address: 222 Regent Street London
W1B 5TR. Company registered number: 08806631. Data Protection Registration Number: ZA39009.
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