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Editor’s comment

Kavitha Sivasubramaniam | editor
Employee Benefits
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When looking at what the future holds for benefits, once again the impact of the UK’s
vote to leave the European Union remains unknown. For this reason, it is perhaps
unsurprising that only 3% of respondents stated the vote for Brexit has shaped their
benefits strategy.
In line with last year’s findings, the Benefits research 2019 revealed that an
overwhelming majority of employers provide perks to support employee health and
wellbeing. That this has overtaken the role of benefits in recruitment and retention
clearly shows just how much organisations are recognising the value of keeping their
staff happy and healthy.
This time around, employers are also evidently considering the work-life balance
and wellbeing of staff by offering more on-site services. Indeed, the number of
businesses offering benefits specifically to positively impact work-life balance has
risen by 10 percentage points this year.
The most common on-site services are fitness classes and facilities (49%),
mindfulness, yoga or meditation sessions (48%) and subsidised catering, which has
increased from 28% in 2018 to 44% this year. Access to on-site coaching or
counselling is also quite common, provided by nearly three in 10 employers.
As ever, the most challenging factor for organisations that want to introduce a
new benefit remains the same: budget. The vast majority (86%) cited this as the
biggest barrier, only a marginal drop from 89% in 2018.
This year, and following a trend also noted in the last survey, only a quarter stated
they provide perks because they believe they are good value or produce a measurable
return on investment. Typically, employee benefits professionals have had to justify
spending in this area, so it is surprising that this is not a common factor affecting
their benefits selection.
While the 2019 research has highlighted a number of interesting trends, how
these will continue to develop and evolve throughout the year and beyond remains to
be seen.
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Key findings
The survey, which was conducted in March 2019 among readers of www.employeebenefits.com, received 290 responses.

59% 60% 50% 86% 83% 35%
of respondents’
organisations provide
mental health first aid
and champion training

of respondents use
annual surveys to
measure employee
engagement, while 31%
use pulse-style
measures

of respondents’
organisations offer flexible
working initiatives on a
core basis for all
employees

of respondents cite
budget as the biggest
factor preventing them
from implementing
new benefits

of respondents state
that their organisation
provides benefits to
boost employee health
and wellbeing

of respondents offer
financial advice to
employees, a significant
increase on the 12% that
did so last year

2%

11%

19%

9%

10,000 OR MORE

5,000-9,999

1,000-4,999

500-999

250-499

50-249

10-49

1-9

Number of employees in respondents’ organisations

13%

27%

9%

10%

Organisation type

19%

PUBLICLY QUOTED

7%
60%

VOLUNTARY SECTOR

PRIVATELY OWNED

13%

PUBLIC SECTOR
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Benefits offered
Flexible working remains a popular lifestyle benefit, while budget is a key barrier to benefits implementation

Katie Scott I reporter
Employee Benefits

Flexible working initiatives remain the most popular lifestyle benefit, offered by 76% of
organisations overall, and as a core benefit for all employees at 50%. Retail or leisure discounts
(62%) and enhanced parental leave (54%) are also widely offered; both have risen in importance,
being provided by 44% and 33% of organisations respectively in 2018.
Employers are increasingly seeing the value of providing parental leave beyond the
statutory minimums, as this has increased from 33% in 2018 to 54% this year. This fits with
the increased provision of flexible working initiatives, demonstrating a trend in catering to
work-life balance and supporting those with caring commitments.

Employee support networks are becoming
increasingly prevalent, with 32% of
organisations providing them this year,
compared to 11% in 2018.
The provision of lifestyle benefits has
increased across the board, with each of the top
10 results showing considerable improvements
in comparison to last year’s research.

The top 10 lifestyle benefits offered by respondents and the basis on which they are offered
TOTAL

CORE – ALL
STAFF

CORE – SOME
STAFF

FLEXIBLE
BENEFIT

VOLUNTARY
BENEFIT

DO NOT OFFER

PLAN TO
OFFER

FLEXIBLE WORKING
INITIATIVES

76%

50%

21%

1%

4%

20%

4%

RETAIL OR LEISURE
DISCOUNTS

62%

38%

3%

5%

17%

34%

4%

EXTRA HOLIDAYS FOR
LONG SERVICE OR LIFE
EVENTS

55%

45%

8%

0%

3%

42%

3%

ENHANCED PARENTAL
LEAVE

54%

47%

5%

0%

2%

44%

1%

LEGAL ADVICE OR
COUNSELLING

43%

28%

4%

1%

9%

56%

1%

RETAIL OR LEISURE
VOUCHERS

42%

21%

2%

6%

13%

53%

4%

DINING CARDS, SUCH AS
TASTE OR GOURMET

38%

11%

1%

12%

14%

60%

2%

CINEMA TICKETS

36%

14%

3%

6%

14%

61%

3%

EMPLOYEE SUPPORT
NETWORKS

32%

26%

2%

1%

3%

66%

2%

32%

24%

6%

0%

2%

67%

1%

ORGANISATION’S OWN
PRODUCTS
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Access to an on-site physiotherapist or massage therapist increased by 24 percentage points
between 2018 and 2019, while subsidised catering has risen by 16. The top of the list of on-site
services, however, is occupied by new additions to this year’s survey: fitness classes or facilities
(49%) and mindfulness, yoga or meditation (48%). Although the practice of providing on-site
doctors is growing, and dentistry remains steadily popular, the overall results show that

employers are predominantly focused on
providing lifestyle perks in-house.
This may reflect a move to a more
preventative, proactive approach to
employee wellness.

The on-site services provided by respondents’ organisations
FITNESS CLASSES OR FACILITIES

49%

MINDFULNESS, YOGA OR MEDITATION

48%

SUBSIDISED CATERING

44%

PHYSIOTHERAPIST OR MASSAGE THERAPIST

31%

COACHING OR COUNSELLING

29%

DOCTORS

12%

BIKE SERVICING AND REPAIRS

12%

BEAUTY THERAPY

9%

HAIRDRESSER

7%

DENTIST

3%

Although the provision of company car benefits is still increasing, this is an area of slower growth
than many other aspects of reward.
The total number of respondents offering a car allowance in 2018, for example, stood at 48%,
and has this year risen only five percentage points.

The only element relating to employee
vehicles that has seen significant growth in the
past year is access to car parking, which stands
at 59%, compared with 33% in 2018.

The car benefits offered by respondents’ organisations and the basis on which they are offered
TOTAL

CORE – ALL
STAFF

CORE – SOME
STAFF

FLEXIBLE
BENEFIT

VOLUNTARY
BENEFIT

DO NOT OFFER

PLAN TO
OFFER

CAR PARKING

59%

40%

17%

0%

2%

39%

2%

CAR ALLOWANCE

53%

4%

47%

2%

1%

42%

5%

A COMPANY CAR
THROUGH OUTRIGHT
PURCHASE, CONTRACT
HIRE OR LEASING

27%

4%

19%

2%

3%

69%

4%

FUEL FOR PRIVATE USE

19%

3%

14%

2%

0%

76%

5%

MOTOR BREAKDOWN
COVER

19%

3%

8%

5%

2%

76%

5%

A COMPANY CAR
THROUGH PERSONAL
CONTRACT PLAN OR
EMPLOYEE CAR
OWNERSHIP SCHEME

13%

2%

10%

1%

1%

79%

8%

ACCESS TO AN ALLEMPLOYEE CAR
OWNERSHIP SCHEME OR
AFFINITY PLAN

12%

4%

4%

2%

2%

83%

5%
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Seven in 10 (70%) respondents in 2019 offer benefits through optional remuneration arrangements
for all staff, only a small decrease from the 74% that did so in 2018. When it comes to those benefits
offered via salary sacrifice, it remains to be seen how the results are affected as employees begin to
move out of the government’s childcare voucher scheme, which closed in October; this year has only
seen a small decrease, from 94% to 89%. Pension contributions delivered via optional remuneration

have increased between 2018 and 2019, rising
from 77% to 84%; this could be linked to
affordability concerns around the auto-escalation
of minimum contributions to defined contribution
schemes used for auto-enrolment.

The tax-efficient benefits offered via optional remuneration at respondents’ organisations
CHILDCARE VOUCHERS

89%

PENSION CONTRIBUTIONS

84%

BIKES-FOR-WORK SCHEME

78%

COMPANY CARS

15%

ULTRA-LOW-EMISSION VEHICLES

9%

PENSIONS ADVICE

7%

SCHOOL FEES

2%

Most organisations do not provide personal insurance benefits, and few plan to begin; travel
insurance sits at the top of the list, as it is offered by around a third (32%) of businesses. For those

that do provide these benefits, the most popular
method is via flexible or voluntary arrangements.

The personal insurance benefits offered by respondents’ organisations and on what basis
TOTAL

CORE – ALL
STAFF

CORE – SOME
STAFF

FLEXIBLE
BENEFIT

VOLUNTARY
BENEFIT

DO NOT OFFER

PLAN TO
OFFER

TRAVEL INSURANCE

32%

8%

2%

8%

13%

67%

2%

MOTOR INSURANCE

12%

2%

2%

1%

7%

86%

2%

HOUSE INSURANCE

8%

1%

0%

1%

6%

89%

3%

PET INSURANCE

7%

1%

0%

1%

5%

90%

3%

Budget (86%) and time (40%) continue to stand as the largest barriers to implementing new
benefits, having each been cited by a similar number of respondents last year. In a new
option this year, 32% feel a lack of senior support hampers them in introducing new benefits.

Around 17% state a lack of engagement
as a key barrier; this is a six percentage point
increase since 2018.

The key barriers to implementing new benefits at respondents’ organisations
BUDGET

86%

TIME

40%

LACK OF SENIOR SUPPORT

32%

TECHNOLOGY LIMITATIONS

22%

LACK OF ENGAGEMENT

17%

PARENT COMPANY GUIDELINES

11%

OTHER

4%
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industry insight
provided by

Proactive
health
The value of preventative dental care

Pam Whelan | director of corporate
Simplyhealth

For many organisations, absenteeism
is a significant problem. According to
Health and wellbeing at work 2019,
published in April 2019 by the
Chartered Institute of Personnel and
Development in partnership with
Simplyhealth, the average level of
employee absence is 5.9 days.
Among the top causes of absence
are minor illnesses, stress and mental ill
health, but something that is not often
reported on is the amount of leave
caused by oral health problems.
A poll commissioned by the Oral
Health Foundation in May 2017 found
that as many as one in 20 UK workers
had taken time off due to oral health
issues in the previous year.
The Oral Health Foundation
estimated that this equated to 1.2
million working days overall, and an
astounding £105 million cost to the
British economy.
Considering the major impact on
business that dental problems could
have, it is imperative that employers
take decisive action to improve
employees’ understanding of the
importance of looking after their
oral health, and to help reduce
related absences. Prevention is always

better than cure; the key to addressing
the challenges around oral health,
therefore, lies in proactive dental care.
Dental plans that have prevention at
their core can be successful tools for
supporting employees’ oral health.
Having regular check-ups can help
identify problems at an early stage,
reducing the risk that an individual will
develop more complex problems and
need complicated treatments and time
off further down the line.
In addition to improving the state of
staff oral health, dental plans can reap
rewards for employers. Indeed, the
majority (82%) of organisations that
offer a dental plan agree that it
enhances overall employee wellbeing,
according to Simplyhealth’s Corporate
decision makers’ survey, conducted in
February 2017.
Of course, it is not all about
reducing absence; ensuring employees
look after their teeth and gums is
important for overall health too.
Most of us know what happens if we
do not take care of our mouths: tooth
decay, cavities and gum disease, to
name a few. Nevertheless, the links
between oral and overall health are not
as commonly understood. The mouth

acts as a window to the body’s overall
health. Gum disease, for example, is
known to increase the risk of many
other physical health conditions,
including heart disease, diabetes and
strokes. According to the NHS’s
Healthy body: The health risks of gum
disease guidance, most recently
updated in August 2018, it has also
been linked to problems in pregnancy
and dementia.
On top of this, a dentist is in the
position to spot so much more than
oral health problems. As one of the few
health professionals to see people on a
regular basis, dentists can build
trusted, long-term relationships with
their patients.
This means they can often be the
first to notice changes in a person’s
appearance, mood or how they carry
themselves, which could be indicative
of other health concerns.
Taking a preventative approach to
oral health really is critical; it can help
employees maintain a healthy smile,
but also keep a check on other health
issues, in turn minimising time off work
and boosting overall wellbeing.
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Healthcare and wellbeing
Mental health and supporting employees’ families are key trends among employers

Tynan Barton | features editor
Employee Benefits
Only 10% of respondents do not currently offer any form of mental wellbeing education or support, a
decrease compared with 18% in 2018, and 16% in 2017; employee mental health evidently continues to
rise in importance for employers.
In a similar pattern, a quarter (24%) of those surveyed do not currently offer financial wellbeing
support, whereas 37% did not cater to the financial wellness of employees in 2018. Indeed, for each
aspect of wellbeing, the proportion of respondents that do not provide support has decreased across
the board since 2018.

Considering the increasing awareness of
the links between financial, physical, social
and mental health, it is perhaps no surprise
to see that ever more organisations are
taking a more holistic approach, and that
all the elements of wellbeing support are on
the rise.

The wellbeing education or support respondents’ organisations offer to employees

10%

29%

32%
MENTAL
WELLBEING

19%

15%

23%

7%

10%

JOB
SATISFACTION
OR CAREER
WELLBEING

7%

23%

PHYSICAL
WELLBEING
18%

16%

21%

23%

24%

30%
COMMUNITY
OR SOCIAL
WELLBEING

FINANCIAL
WELLBEING

6%

6%
16%

33%

25%

32%

27%

31%

■
■
■
■
■

FACE-TO-FACE
DIGITAL CONTENT
PRINTED MATERIAL
OTHER
DO NOT OFFER

16%

Digital communication is building in popularity at pace; this is the most common method of
delivering education and support relating to physical (33%), mental (32%), financial (31%), and
social wellbeing (27%).
This might reflect that advancements in technology are making it easier to reach staff as and
when they need help, via their mobile devices, or indeed be due to the increasingly remote and
flexible working world.
For job satisfaction and career wellbeing, however, face-to-face contact is the preferred method
(29%); it only has a small margin over digital content (25%), but the use of printed materials lags

behind at 16% this year, showing no increase on
2018’s result.
In general, printed materials are either
stagnating or decreasing as a method of
promoting employee wellbeing
interventions, dropping by nine percentage
points for physical wellbeing, 13 for mental
health and five for financial wellness since 2018.
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Counselling or employee assistance programmes (EAPs) are offered by 82% of respondents
overall. This is a considerable rise from the 69% that used EAPs in 2018, demonstrating once
again the importance currently being placed on psychological wellbeing.
Underlining this focus, on-site wellbeing events and mental health first aid training are
offered by 56% and 59% of organisations, respectively.
Last year, on-site wellbeing events were provided by only a third (35%) of employers, while
mental health champions and first aiders were only present at 32%. Employers are
increasingly realising the benefits of extending health and wellbeing benefits beyond the

individual employee. Previously, 54% offered
the option of private medical insurance for
partners and dependants, but this has now
reached 72%.
Similarly, health cash plans are made
available to partners and dependants at
43% of organisations, doubling the figure
from 2018.

The health and wellbeing benefits offered by respondents and the basis on which they are offered
TOTAL

CORE –
ALL STAFF

CORE –
SOME STAFF

FLEXIBLE
BENEFIT

VOLUNTARY
BENEFIT

DO NOT OFFER

PLAN TO
OFFER

COUNSELLING OR EMPLOYEE
ASSISTANCE PROGRAMMES
(EAPS)

82%

77%

2%

1%

3%

16%

1%

PRIVATE MEDICAL INSURANCE
(PMI) FOR EMPLOYEES

78%

35%

28%

6%

8%

20%

2%

PRIVATE MEDICAL INSURANCE
(PMI) FOR PARTNERS AND
DEPENDANTS

72%

20%

27%

9%

16%

26%

2%

HEALTH SCREENING

62%

22%

19%

7%

14%

35%

3%

MENTAL HEALTH CHAMPIONS
OR FIRST AID TRAINING

59%

42%

11%

1%

5%

30%

12%

GYM MEMBERSHIP

56%

21%

4%

10%

21%

39%

6%

ON-SITE WELLBEING EVENTS

56%

44%

5%

1%

7%

36%

8%

DENTAL INSURANCE

55%

15%

4%

17%

20%

41%

4%

OPTICAL CARE OR VOUCHERS
(ABOVE STATUTORY MINIMUM)

51%

38%

7%

2%

4%

46%

3%

HEALTH CASH PLAN
FOR EMPLOYEES

50%

18%

5%

7%

20%

49%

1%

HEALTH CASH PLAN
FOR PARTNERS AND
DEPENDANTS

43%

10%

3%

9%

20%

56%

1%

SUBSIDISED STAFF SOCIAL OR
FITNESS CLUBS

41%

24%

5%

4%

8%

56%

3%

NUTRITION ADVICE OR
HEALTHY EATING OPTIONS IN
CANTEEN

35%

23%

6%

1%

5%

60%

6%

ON-SITE FITNESS CLASSES

34%

15%

7%

1%

10%

60%

6%

COGNITIVE BEHAVIOURAL
THERAPY (CBT)

27%

19%

3%

1%

5%

71%

3%

SMOKING CESSATION SERVICES

20%

11%

2%

1%

7%

75%

6%

WEARABLE FITNESS
TECHNOLOGY

15%

3%

4%

1%

8%

80%

4%

FERTILITY SUPPORT

6%

4%

0%

1%

2%

90%

3%

GENETIC TESTING

6%

1%

0%

2%

3%

92%

3%
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Nearly seven in 10 (68%) employers offer life assurance to all employees as part of a core
package and, overall, 86% provide it in some form; this has remained one of the top group risk
benefits since 2004.
Income protection is also going from strength to strength as the second most popular group
risk product, offered by three-fifths (60%) of organisations.
In general, employers favour offering group risk benefits as part of a core package, barring
critical illness insurance, which is approximately as common as part of a voluntary scheme (13%)

and as a core benefit for members of
staff (12%).
As with other health and wellbeing
provisions, this year has seen a rise in the
extension to partners and dependants of critical
illness insurance (32%), personal accident
insurance (16%) and life assurance (31%).

The group risk benefits offered by respondents’ organisations
TOTAL

CORE –
ALL STAFF

CORE –
SOME STAFF

FLEXIBLE
BENEFIT

VOLUNTARY
BENEFIT

DO NOT OFFER

PLAN TO
OFFER

LIFE ASSURANCE OR
DEATH IN SERVICE

86%

68%

13%

2%

2%

12%

2%

INCOME PROTECTION
OR PERMANENT HEALTH
INSURANCE

60%

33%

20%

4%

4%

38%

2%

CRITICAL ILLNESS INSURANCE

43%

12%

8%

10%

13%

56%

1%

CRITICAL ILLNESS INSURANCE
FOR PARTNERS AND
DEPENDANTS

32%

4%

4%

9%

14%

64%

4%

LIFE ASSURANCE FOR
PARTNERS AND DEPENDANTS

31%

10%

4%

9%

8%

67%

2%

PERSONAL ACCIDENT
INSURANCE

24%

10%

4%

4%

6%

75%

1%

REHABILITATION BENEFITS

16%

8%

3%

2%

3%

81%

3%

PERSONAL ACCIDENT
INSURANCE FOR PARTNERS
AND DEPENDANTS

16%

4%

3%

5%

4%

83%

2%

In a new question for this year, the research uncovered that price is the top determining factor when choosing a healthcare provider, cited by 87% of
respondents. There is then something of a gulf before the next most important factors – simplicity (67%) and customer service (65%) – further
demonstrating the importance of cost concerns.

The factors that influence respondents’ choice of health benefits provider
PRICE

87%

SIMPLE PRODUCT, EASY FOR EMPLOYEES TO UNDERSTAND

67%

GOOD CUSTOMER SERVICE

65%

FLEXIBILITY OF PRODUCT

51%

GOOD ACCOUNT MANAGEMENT

49%

CHOICE OF PLANS

45%

RECOGNISED BRAND

35%

FAST PAYMENT OF CLAIMS

32%

INFORMATIVE MANAGEMENT INFORMATION

24%

INTERMEDIARY RECOMMENDATION

23%

OTHER

3%
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Engagement
Employers are aware of the value of diverse approaches when boosting engagement

Jessica Bird | deputy editor
Employee Benefits
The proportion of organisations that do not measure their employee engagement levels
has remained much the same, dropping only two percentage points since the last round
of research in 2018. Of the 20% that do not measure engagement, the proportion that
plan to begin doing so has grown from 46% in 2018 to 55% this year, suggesting an
increased awareness of the importance of gauging staff satisfaction. Among those that
do measure engagement, pulse-style research is growing in popularity, being used by

31% of respondents, which is an improvement of
13 percentage points since last year.
However, annual surveys have not dipped in
popularity, and continue to be the most widely
used method by a large distance, with three in five
respondents using them.

How respondents measure employee engagement levels
60%
31%
20%
16%
2%

ANNUAL EMPLOYEE SURVEY
PULSE-STYLE RESEARCH
THEY DO NOT MEASURE EMPLOYEE ENGAGEMENT LEVELS
EMPLOYEE ENGAGEMENT PLATFORM
OTHER

Do respondents that do not currently measure staff engagement levels plan to begin doing so?
THEY DO

55%

THEY DO NOT KNOW

24%

THEY DO NOT

21%

Far fewer respondents cite time or resource constraints as the primary barrier to
improving engagement than in previous years. This option remains in second place but
has dropped from 53% to 32% in the past year, which might be a result of the rising
use of apps, pulse surveys and automated data analytics.

Budget, meanwhile, is a key obstruction for more
than half (51%) of respondents, making it the
biggest barrier by a significant margin, as in
previous years.

What respondents see as the main barriers to improving employee engagement in their organisation
BUDGET

51%

TIME OR RESOURCES

32%

LACK OF EXECUTIVE OR SENIOR MANAGEMENT SUPPORT

27%

DO NOT KNOW

12%

IT IS NOT A PRIORITY ISSUE THAT NEEDS TO BE ADDRESSED

10%

OTHER

Digital communications are steadily increasing as a method of improving
engagement with benefits, up from 68% in 2016 to 78% this year.
While this might indicate the move towards a reliance on technology, it is worth
noting that face-to-face communications have risen by eight percentage points
since 2018, remaining the second most popular method. Many employers and
providers have no doubt found that diverse approaches, engaging employees in person

5%

as well as giving them remote access and online
tools, tend to ensure the best effects.
Perhaps for the same reason, printed
communications hold steady in third place this year,
being used by the same proportion of respondents
(46%) as in 2018.

The measures respondents are taking to improve employee engagement with benefits
DIGITAL COMMUNICATIONS

78%

FACE-TO-FACE COMMUNICATION, SUCH AS GROUP SEMINARS AND BENEFITS ROADSHOWS

73%

PRINTED COMMUNICATION MATERIALS

46%

PERSONALISED TOTAL REWARD STATEMENTS

34%

TECHNOLOGY

29%

APPS

15%

OTHER

3%

GAMIFICATION

2%
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Strategy
Supporting employee health and wellbeing remains a top priority

Kavitha Sivasubramaniam I editor
Employee Benefits

For the second year running, supporting employee health and wellbeing has been identified as the
main reason employers offer benefits, cited by 83% of survey respondents compared with 86% back
in 2018.
Around seven in 10 (72%) organisations offer benefits because they are an effective recruitment or
retention tool, while 65% do so to promote work-life balance, a 10 percentage point increase on last
year. Interestingly, and in line with 2018’s results, fewer than one in four (24%) provide perks

because they believe they are good value or
produce a measurable return on investment.
These findings demonstrate a clear
employer focus on the welfare of the
workforce, with less emphasis or concern
around the business benefits.

Why respondents offer benefits
TO SUPPORT EMPLOYEE HEALTH AND WELLBEING

83%

THEY ARE AN EFFECTIVE RECRUITMENT OR RETENTION TOOL

72%

THEY PROMOTE WORK-LIFE BALANCE

65%

THEY SUPPORT THEIR EMPLOYER BRAND

56%

THEIR INDUSTRY OR REGIONAL COMPETITORS DO

48%

THEY DRIVE DESIRED EMPLOYEE BEHAVIOURS

40%

THEY HAVE TO BY LAW (FOR EXAMPLE, TO COMPLY WITH AUTO-ENROLMENT LEGISLATION)

40%

PERCEIVED MORAL OR ETHICAL RESPONSIBILITIES

39%

THEY ARE SEEN AS ENTITLEMENT BY STAFF

30%

THEY HELP CONTROL SICKNESS ABSENCE

25%

THEY ARE GOOD VALUE OR PRODUCE A MEASURABLE RETURN ON INVESTMENT

24%

THEY HELP REDUCE THEIR NATIONAL INSURANCE (NI) BILL

22%

THEY ARE CHEAPER THAN CASH SALARIES OF SIMILAR PERCEIVED VALUE

12%

TO MEET TUPE OBLIGATIONS

8%
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When it comes to the issues shaping benefits strategies, the same items sit at the top, but the desire
to improve employee engagement has moved back into first position, where it sat between 2011 and
2017, cited by 71% of respondents compared with 63% in 2018; this is followed by the wish to be
seen as an employer of choice (67%). Employee influence or expectations is the third key issue,
identified by 46% compared to 53% in 2018.
Another notable difference is that the presence of a multi-generational workforce is shaping the
benefits strategy at less than a third of respondents’ organisations (31%) compared with nearly half
(49%) in 2018.

Perhaps due to the difficulty of planning for
events shrouded in uncertainty, the vote for
Brexit continues to influence a small
percentage of employers, being listed by
3% in 2019 and 4% in 2018. It will be
interesting to see how this changes when, or
indeed if, Brexit goes ahead, and organisations
are able to quantify and react to its impacts.

The issues shaping respondents’ benefits strategies
DESIRE TO IMPROVE EMPLOYEE ENGAGEMENT

71%

DESIRE TO BE SEEN AS AN EMPLOYER OF CHOICE

67%

EMPLOYEE INFLUENCE OR EXPECTATIONS

46%

ALIGNING BENEFITS STRATEGY WITH HR OR BUSINESS STRATEGY

45%

DESIRE FOR FLEXIBILITY

45%

DRIVING A HIGH-PERFORMANCE CULTURE

34%

PENSIONS AUTO RE-ENROLMENT

32%

MULTI-GENERATIONAL WORKFORCE

31%

DESIRE FOR CULTURAL CHANGE

27%

TAX AND LEGISLATION CHANGES, SUCH AS PENSIONS OR SALARY SACRIFICE CHANGES

27%

PERCEIVED MORAL OR ETHICAL RESPONSIBILITIES

26%

DESIRE TO REDUCE OR CONTROL COSTS

25%

CORPORATE REPUTATION

25%

ADVANCEMENTS IN TECHNOLOGY

23%

INCREASING WORKFORCE DIVERSITY

23%

OPERATING ON A GLOBAL OR MULTINATIONAL BASIS

22%

HIGH EMPLOYEE TURNOVER

17%

ORGANISATIONAL CHANGE, SUCH AS MERGERS, ACQUISITIONS, DOWNSIZING OR EXPANSION

16%

AGEING WORKFORCE

15%

PAY FREEZES, LOW PAY INCREASES

15%

REMUNERATION STRATEGIES FOR HIGH EARNERS

13%

PRESSURE TO REDUCE GENDER PAY GAPS

11%

BREAKING DOWN WORKFORCE HIERARCHIES

6%

THE VOTE FOR BREXIT

3%
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For the second consecutive year, employer funding (52%) tops the list of the ways in which benefits are paid for. This has risen from
47% in 2016.
Looking to the future, 56% believe their benefits funding methods will remain broadly the same, while one in five (20%) think that
employers will fund more options for staff. Like last year, only a very small percentage believe employers will pass on the full cost to
employees more often.

The main way in which respondents fund benefits

52%
42%

EMPLOYER FUNDED

PART EMPLOYER/
PART EMPLOYEE FUNDED

3%

3%

EMPLOYER FUNDED
THROUGH NATIONAL
INSURANCE SAVINGS

EMPLOYEE
FUNDED ONLY

How respondents think benefits funding methods will change in the future
56%

20%
16%

7%

2%

THEY WILL REMAIN BROADLY THE SAME

EMPLOYERS WILL FUND
MORE OPTIONS FOR STAFF

EMPLOYERS WILL
SHARE THE COST
WITH EMPLOYEES
MORE OFTEN

EMPLOYERS WILL
PASS ON THE FULL
COST TO EMPLOYEES
MORE OFTEN

EMPLOYERS WILL
MOVE AWAY FROM
FUNDING BENEFITS
THROUGH NATIONAL
INSURANCE SAVINGS
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In order to adapt to future challenges in the industry, fewer than three in 10 (28%) intend to use
better or more targeted communications; this is a huge drop from the 71% who said the same last
year. Similarly, while half (50%) said they would more closely align reward strategy to business
strategy last year, this was cited by fewer than one in five (18%) this year.

Better integration of a wider range of
technology within the benefits offering has
seen a similar-sized drop, from 49% down
to 18%.

How respondents see benefits strategy changing to adapt to future challenges within the industry
BETTER OR MORE TARGETED COMMUNICATION OF BENEFITS

28%

BETTER INTEGRATION OF A WIDER RANGE OF TECHNOLOGY WITHIN BENEFITS OFFERING

18%

MORE CLOSELY ALIGN REWARD STRATEGY TO BUSINESS STRATEGY

18%

FLEXING ALL BENEFITS TO GIVE EMPLOYEES MORE CONTROL OVER THEIR BENEFITS SPEND

15%

IDENTIFYING ALTERNATIVE FUNDING OPTIONS FOR BENEFITS SPEND

10%

OFFERING MULTIPLE SAVINGS VEHICLES AS WELL AS PENSIONS,
SUCH AS SAVINGS ACCOUNTS AND SHARE PLANS

10%

Although, as with last year, more than two-fifths (43%) have not seen any impact from changes to
salary sacrifice arrangements, 27% have reviewed their benefits strategy as a result, up from 18% in
2018. In addition, 9% noted an increase in take-up of benefits that are exempt from the changes,

which, although still a limited amount, is
more than double the 4% who said so back
in 2018.

The impact that the changes to salary sacrifice arrangements have had on respondents’ benefits strategies
NONE, THE BENEFITS THEY OFFER VIA SALARY SACRIFICE
ARE EXEMPT FROM THE CHANGES

43%

THEY REVIEWED THEIR
BENEFITS STRATEGY

27%

THEY SAW AN INCREASE IN TAKE-UP AHEAD OF APRIL 2017,
WHERE SCHEMES ARE PROTECTED TO APRIL 2021

13%

THEY HAVE SEEN AN INCREASE IN TAKE-UP OF BENEFITS
THAT ARE EXEMPT FROM THE CHANGES

9%

THEY REMOVED BENEFITS THAT NO LONGER
PROVIDE TAX AND NATIONAL INSURANCE ADVANTAGES

9%

THEY TOOK ADDITIONAL MEASURES TO COMBAT ANY POTENTIAL DIP IN ENGAGEMENT
RESULTING FROM CHANGES TO SALARY SACRIFICE

7%

THEY CHANGED THE MECHANISM BY WHICH THEY
OFFER BENEFITS AFFECTED BY THE CHANGES

6%

THEY OFFER ADDITIONAL BENEFITS IN PLACE
OF THOSE AFFECTED BY THE CHANGES TO SALARY SACRIFICE

6%

Two in five respondents (41%) outsource some aspect of their benefits package, while three in five
(59%) do not. While these figures are very similar to last year’s, considerable shifts have occurred
when considering the methods being used by those employers that do outsource services.
Benefits administration (69%) and technology (57%) continue to top the list, but both have
approximately doubled in popularity in the past year alone. A similar pattern can be seen when it
comes to organisations that outsource their help desk (38%), scheme implementation (29%) and

scheme design (28%). In the case of
scheme design, this is approximately three
times the 9% response that was received
last year, while scheme implementation
outsourcing has increased by a staggering
25 percentage points.

The benefits-related services respondents outsource
BENEFITS ADMINISTRATION

69%

TECHNOLOGY

57%

HELP DESK

38%

SCHEME IMPLEMENTATION

29%

SCHEME DESIGN

28%

COMMUNICATIONS

20%

OTHER

2%
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Technology
Employers are looking for benefits technology that is secure and easy to use

Jessica Bird | deputy editor
Employee Benefits

Methods of sourcing benefits technology have remained relatively unchanged over the past few years,
as the most popular recourse is either to go directly to a provider (52%) or via a broker (36%).
The majority (83%) look for easy-to-use options and functionality (74%). These were also the most
important factors last year.
However, there have been some substantial shifts since 2018. Low cost has dropped 12 percentage
points and has been supplanted in third place by data security, perhaps reflecting the continued effects
of the General Data Protection Regulations (GDPR) that came into force in May 2018. Data analysis has

seen a significant drop in popularity, from
60% in 2018 to 38% this year.
Two new options introduced to the survey
this year have proven quite popular, as
38% of organisations value diverse access
options, including mobile apps and internet
sites, while 20% look for holistic support.

What respondents look for in benefits technology
EASE OF USE

83%

FUNCTIONALITY

74%

DATA SECURITY

63%

LOW COST

55%

INTEGRATION WITH OTHER SYSTEMS

49%

AUTOMATION

41%

COMMUNICATIONS SUPPORT

41%

DATA ANALYSIS

38%

DIVERSE ACCESS OPTIONS (APPS, WEBSITES, ETC)

38%

GOVERNANCE

30%

HOLISTIC

20%

OUTSOURCING

5%

The use of reward portals has risen since 2018, from 35% to 49%. However, the order of the most popular forms of benefits technology has
remained steady; intranets (62%) continue to take the top spot, and external websites hosted by the provider or consultant come in second at 50%.
Once again, the largest proportion of respondents (one in four) have not updated their benefits technology provision for more than two years,
and only one-fifth (22%) say they have done so in the past six months.

The benefits technology used by respondents
62%
50%
49%
31%
12%
8%
4%
3%
2%
2%

INTRANET
EXTERNAL WEBSITE OWNED BY THE PROVIDER OR CONSULTANT
REWARD PORTAL
SMARTPHONE OR TABLET APPS
FULLY INTEGRATED PORTAL (GLOBAL) HUB COVERING ALL ASPECTS OF HR INCLUDING BENEFITS
WEARABLE FITNESS TECHNOLOGY
TEXT (SMS) MESSAGING CAPABILITY
GAMIFICATION TECHNOLOGY
AUGMENTED OR VIRTUAL REALITY
OTHER

When respondents last overhauled their benefits portal to take advantage of new developments in technology
MORE THAN TWO YEARS AGO

DO NOT KNOW

IN THE LAST SIX MONTHS

IN THE LAST YEAR

BETWEEN ONE
AND TWO YEARS

25%

23%

22%

16%

14%
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Pensions
Open defined benefit schemes have dropped in popularity as a primary arrangement

Tynan Barton | features editor
Employee Benefits

Group personal pensions (GPPs) are the most popular primary schemes for
auto-enrolment purposes, offered by 66% of respondents; this has been the case
for a number of years, with a similar percentage offering GPPs as their primary
arrangement in 2018 (69%) and 2017 (67%).
However, there has been a change in the second most popular pension scheme, as
this year sees 29% of the respondents providing a stakeholder pension and just
20% offering an open defined benefit (DB) scheme. Not only were these positions
reversed in 2018, but the percentage of respondents offering an open DB scheme has

The type of pension scheme offered by respondents

also fallen substantially from 36%. This trend is
also evident in the rise of respondents that do not
offer an open DB scheme, which has risen from
56% in 2018 to 76% this year.
One-fifth (20%) of respondents provide a
DB scheme that is closed to new members
but open to future accrual, as a secondary
pension scheme.

PRIMARY

SECONDARY

DO NOT OFFER

GROUP PERSONAL PENSION PLAN						66% 		

6%		

29%

STAKEHOLDER PENSION PLAN						29% 		

3%		

68%

OPEN DEFINED BENEFIT SCHEME						20% 		

4%

76%

GROUP SELF-INVESTED PERSONAL PENSION					17% 		

1%		

82%

MASTER TRUST								12% 		

1%		

87%

DEFINED BENEFIT SCHEME, ONLY FOR ACCRUED BENEFITS, CLOSED TO FUTURE ACCRUAL

13%		

77%

11% 		

TRUST-BASED MONEY PURCHASE PLAN					9% 		3%		

88%

DEFINED BENEFIT SCHEME, CLOSED TO NEW MEMBERS BUT OPEN TO FUTURE ACCRUAL

73%

The proportion of respondents’ organisations
that contribute to the Lifetime Isa
THEY DO NOT 93%

THEY DO NOT, BUT
THEY PLAN TO 4%
THEY DO 3%

7% 		

20%		

With the lifetime individual savings account (Lisa),
launched in April 2017, any individual aged between
18 and 40 can save up to £4,000 a year until they
reach the age of 50, and the Government will match
25% of savings, up to a maximum of £1,000 a year.
The savings can be put towards the purchase of a
home for first-time buyers or taken as a retirement
income from the age of 60.
When Employee Benefits conducted this research
following the launch of the Lisa in 2017, just under a
quarter of respondents (23%) thought that their
organisation would contribute, but in 2018 this fell
to 17%. The percentage has dropped further in 2019,
as just 3% of employers contribute to the Lisa and
only 4% plan to.
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industry insight
provided by

Engaging with
savings
How to ensure a financial
wellbeing package pays off

Jonathan Watts-Lay | director
Wealth at Work

For employers, a relevant and
well-communicated benefits package
not only helps recruit the most
talented individuals, but also aids in
the retention of a happy and
committed workforce.
One of the key elements of a good
benefits package is to provide a range
of saving vehicles to cater for
employees with various financial
goals, whether they are putting
something aside for a new car, their
first home or retirement.
However, before any saving
initiatives are implemented, it is
imperative that employers understand
the needs of their employees. Each
member of staff will have individual
circumstances that are likely to
result in different priorities; therefore,
a one-size-fits-all approach does
not work.
The key to this is undertaking
research to understand employees’
saving priorities and how best to aid in
reaching them.
The first step involves assessing the
needs of the various cohorts that
comprise the employee population: for
example, younger groups may want to
save for a deposit for a first home,

whereas for an older group that may
not be a priority, but a pension will be
high on the list. It helps to segment the
workforce and look into what these
different groups may want and need.
Next, research should be carried out
that aims to understand trends in the
data relating to the current employee
population; namely, why employees
are, or are not, taking advantage of
certain benefits, and whether any gaps
are due to a lack of appetite or an
issue with understanding.
Finally, it helps to carry out an
examination of the broader landscape.
This means looking at what competing
organisations are offering that others
might not be, asking why these
differences exist, and deciding if these
benefits would be good for the
employee base in question.
From here, employers can start
considering what savings vehicles
suit the various needs of their
own workforce.
It helps to take a short, medium and
long-term view. For short-term goals,
such as saving for a car or wedding,
cash individual savings accounts (Isas)
or share schemes like Save As You
Earn can be useful. In the medium

term, for goals such as buying a first
home, the Lifetime Isa (Lisa) can help,
as it provides a guaranteed 25% uplift
as part of the government bonus.
Equity Isas and share incentive plans
might also appeal to those with
medium-term needs. When taking the
long-term view on things like
retirement, pensions offer the most
tax-advantageous way of saving.
On the back of this understanding,
it is possible to start building out a
benefits provision that appeals to
a broad range of employees at
different life stages and with different
saving priorities.
But it does not end there. To truly
engage employees and get them
making the most of any saving vehicles
available, they first need to understand
the benefits on offer, including the
advantages and disadvantages of each.
The best way to switch employees
on to this is via financial education,
taking care to understand that online
support tools on their own may not
have the desired level of impact.
The most effective method is
face-to-face, through seminars or
one-to-one sessions, but online
support tools are important once
employees are engaged.
Proactive and interactive financial
education can not only help develop
understanding and encourage
engagement, but is also a catalyst for
behavioural change and action,
resulting in added value for both
employers and employees.
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Financial benefits
Employers are increasingly likely to offer financial advice as part of their core package

Jessica Bird | deputy editor
Employee Benefits

Since this research was conducted in 2018, there has been little change when it comes to the
proportion of respondents that offer shares or share options to staff; 25% provide these for all staff,
compared with 22% that did so last year, while 12% offer them only to senior or executive staff,
decreasing slightly from 15% in 2018.
The majority of employers (60%) still do not offer shares or share options to their employees,
and only 3% plan to in the future. This is only a small decrease from the 64% that did not offer
shares to employees in 2018, and is an increase overall since 2017, when this number stood at 54%.
Among those that do provide shares for their employees, the largest proportion (43%) provide
long-term incentive plans (L-tips), in which the employee is required to fulfil various conditions or
requirements, contributing to increasing shareholder value.
While the L-tip has been the most popular type of scheme for a number of years, it is notable
that this has dropped by 15 percentage points since last year. This might suggest a move away

from widespread use of L-tips, were it
not for the considerable gap between
this and the next most commonly
used option, which is the all-employee
sharesave or save-as-you-earn
scheme (20%). Indeed, use of this savingsrelated share scheme, through which
employees can save up to £500 a month,
with the option of using the money to buy
shares at the end of the savings contract,
has in fact dropped by seven percentage
points since 2018.

The proportion of respondents that offer shares or share options to staff
THEY DO NOT, BUT
THEY PLAN TO 3%
THEY DO NOT 60%

THEY DO, BUT ONLY AT
EXECUTIVE OR SENIOR LEVEL 12%

THEY DO 25%

The types of share schemes respondents’ organisations offer to employees
LONG-TERM INCENTIVE PLAN (L-TIP)

43%

ALL-EMPLOYEE SHARESAVE OR SAVE-AS-YOU-EARN (SAYE) SCHEME

20%

ALL-EMPLOYEE SHARE INCENTIVE PLAN (SIP) OFFERING PARTNERSHIP SHARES

18%

COMPANY SHARE OPTION PLAN (CSOP)

17%

ALL-EMPLOYEE SHARE INCENTIVE PLAN (SIP) OFFERING MATCHING SHARES

15%

OTHER

12%

ALL-EMPLOYEE SHARE INCENTIVE PLAN (SIP) OFFERING FREE SHARES

11%

ENTERPRISE MANAGEMENT INCENTIVE (EMI)

5%

PHANTOM SHARE SCHEME (CASH BONUS PLANS)

5%
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Among the other financial benefits on offer to employees in the UK, the most common overall is the
season ticket travel loan, provided by 52% of organisations, 30% of which offer this as a core benefit
to all staff.
In 2018, travel loans were only offered by 44% of employers, suggesting that, with rising
commuting costs becoming an increasing concern when it comes to staff financial wellbeing, help
with travel is becoming even more of a must-have.
Financial education (41%) and financial advice (35%) are the next most popular finance-related
benefits offered to staff. Access to advice has seen a particularly significant increase, as last year this
was only provided by 12% of respondents overall. This year, employers that offer financial education
and advice still predominantly provide it as a core benefit, available to all staff.
Despite these shifts, the top three financial benefits have remained steady over the years, with
season ticket travel loans, financial education and financial advice taking the top spots in 2016 as well.
Across the board, only a small proportion of employers offer financial benefits as part of either a
flexible or voluntary scheme, preferring to provide them to all staff. At its highest, the number of
organisations providing a voluntary financial benefit only reaches 11%, with the season ticket travel loan.
In some cases, this has changed significantly since last year. For example, among those
employers that offered student grants and loan repayments in 2018, a quarter of them did so on a
voluntary basis. This year, however, only 1% of respondents overall, equating to 10% of those that

do offer this benefit, provide it as part of a
voluntary offering.
The practice of providing financial perks
as part of a core offering, but to only some
staff, also appears to be on a downward
trend. Most significantly, a quarter of those
organisations that provide mortgage
subsidies do so for only some staff,
whereas last year this figure stood at 50%.
Where employers do not offer certain
financial benefits, the majority do not plan
to start. For example, only 14% of those
that do not offer financial education state
that their organisation plans to bring it in;
this falls to 10% among those that do not
offer financial advice, and 2% for season
ticket loans, despite their increased
popularity in recent years.

The workplace savings benefits offered by respondents’ organisations
and the basis on which they are offered

TOTAL

CORE – ALL
STAFF

CORE – SOME
STAFF

FLEXIBLE
BENEFIT

VOLUNTARY
BENEFIT

DO NOT OFFER

PLAN TO
OFFER

SEASON TICKET
TRAVEL LOAN

52%

30%

7%

5%

11%

46%

2%

FINANCIAL
EDUCATION

41%

30%

3%

1%

7%

45%

14%

FINANCIAL
ADVICE

35%

21%

2%

2%

9%

55%

10%

OTHER EMPLOYERSUBSIDISED LOANS

15%

8%

2%

0%

5%

83%

2%

OTHER SAVINGS
PLANS

13%

5%

1%

2%

5%

83%

5%

STUDENT GRANTS OR
LOAN REPAYMENTS

13%

8%

3%

1%

1%

85%

2%

CORPORATE
INDIVIDUAL SAVINGS
ACCOUNT (ISA)

8%

2%

1%

2%

2%

87%

5%

HOME MOVING OR
RENTAL DEPOSIT
LOAN SCHEME

6%

2%

2%

1%

1%

92%

2%

MORTGAGE SUBSIDY

2%

2%

1%

0%

0%

96%

1%
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We help employees understand how to maximise their workplace savings and benefits in the context of their overall financial position,
by delivering financial wellbeing programmes including financial education and guidance which is tailored to their needs. This involves
segmenting the workforce into different cohorts to enhance employee engagement.
Our service offering can help you improve
your employees financial wellbeing and
consists of:

Employee engagement
we create and deliver interactive
and meaningful communications
to encourage employee
engagement and maximise
take-up.

Financial education
to aid understanding around
various financial issues and
how the financial benefits on
offer in the workplace can help.

Financial guidance
providing one-to-one support for
employees to answer questions
of a financial nature.

Regulated advice
to help individuals
understand their personal
financial situation.

Retirement Income Options
including how to improve take-up
from your benefits platform or
helping employees implement
their chosen retirement
income option(s).

To find out more about how you can help your employees become financially empowered, please contact us on:
0800 234 6880, email us at info@wealthatwork.co.uk or visit www.wealthatwork.co.uk

WEALTH at work and my wealth are trading names of Wealth at Work Limited which is authorised and regulated by
the Financial Conduct Authority and is a member of the Wealth at Work group of companies. Registered in England
and Wales No. 05225819. Registered Office: 5 Temple Square, Temple Street, Liverpool L2 5RH. Telephone calls may
be recorded and monitored for training and record-keeping purposes.
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What employees
want
How to get the most value from a benefits offering

NEED TO KNOW
•• Surveys, exit interviews and benefits
usage data are all constructive ways of
finding out what staff appreciate, but
employers should be aware that some
valuable benefits might still fall by the
wayside.
•• Eliciting feedback and suggestions from
employees who have actively used less
widely understood products, such as
group risk benefits, can help gain a real
insight into whether they are a good fit.

Nick Martindale |
freelance journalist

Considering the money employers plough into the assorted benefits they offer each
year, it is not surprising that many want to know which are truly valued. Failing to
understand this could lead to expensive benefits being invested in but not taken up,
or businesses failing to offer packages that make a real difference.
A key element of any organisation’s benefits strategy, then, is putting in the time
to find out what employees really want.
TAKING REQUESTS
One of the best ways to find out what employees want is the traditional survey. Rachel
Meadows, director of pensions and financial planning at Broadstone, says: “The best
surveys don’t just ask staff to tick down a list of options, but instead try to drive
further understanding into how they would rank these in terms of importance, or how
much value they would add, and also offer some questions which give staff the
freedom to put in their own words their own ideas and requests.
“Some of these can be quite weird and wonderful, and don’t always involve
product spend. Putting in place working groups and roundtable discussions, and
actively encouraging staff participation in them is a great way of improving
engagement in the process, and of making sure that [employers] are receiving real
and meaningful staff input.”
Surveys should also go beyond benefits, encouraging staff to think about what they
really value in an employer, suggests Jack Curzon, consulting director at Thomsons
Online Benefits. This can then help to define wider strategies.
ALTERNATIVE SOURCES
There are other ways employers might consider using to find out what staff want and
need, particularly as surveys can only be carried out a limited number of times each
year. “Benefits analytics can be instrumental, providing a snapshot of which benefits
people are engaging with,” says Curzon. “Employers can then use this information to
shape their strategy going forward, phasing out benefits that present a poor [return
on investment], while increasing benefits in areas that show high engagement.”
Exit interviews can also be a useful source of information, says Joy Waugh,
principal consultant at Zest Benefits, alongside feedback from those joining the
business. “Employees are unlikely to leave [an employer] due to the lack of benefits,
but it may be a deciding factor in the decision to join or leave,” she says.
“Conversely, a great benefits package will only retain employees temporarily if
other elements of their working life are out of balance. [Departing employees] might
feel they have the freedom to speak more freely, although close attention has to be
paid to any other motivations that they may have.”

•• Just engaging in conversation around
what employees want will go some way
to helping them feel valued.

at Group Risk Development (Grid): “Employees
don’t always fully appreciate the true value that
financial security group risk benefits give, and
often overlook their importance in favour of more
immediate benefits.”
Looking at usage rates for employee assistance
programmes (EAPs) or eliciting feedback from staff
who have used the services of a group risk provider
can be a useful barometer as to whether the right
benefits, and providers, are in place.
Receiving feedback from employees that have
used the benefits in question can help organisations
to then reassess and make any necessary alterations,
without worrying that the information is based on
false preconceptions.
“Very often, these types of survey can identify a
mismatch in what an employer perceives employees
to value and what they actually want in practice,”
says David Prosser, head of proposition development
at The Health Insurance Group.
“If this is the case, then it is clearly important to
act to close this gap.”
Simply engaging in this kind of exercise is likely
to be beneficial, especially if followed up with
relevant alterations, says Waugh: “The fact that
the employer is asking [its] employees for input
and feedback is often seen as important in its
own right.”

THE VALUE OF BENEFITS
Relying entirely on employees’ views can be a dangerous game, especially when it
comes to insurance-related benefits, points out Katharine Moxham, spokesperson
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Case study | VHR
Keeping benefits relevant in a time of rapid growth

Technical recruitment business VHR has grown
rapidly over the past three years, and now
employs 80 people. This means the business
must consider the benefits it provides to
employees more carefully, says Emma
Gaywood, HR adviser.
VHR now surveys all staff twice a
year, asking them to rate benefits in order
of importance. “We wanted to make sure staff
were interested in the company and motivated,
and we realised that there are benefits that
certain types of employee would prefer
compared to others,” Gaywood says.
“We ask which benefits they’re currently
using and which ones they know about which
they’re not using.”

EFFECTIVE COMMUNICATION
“In some instances, employers may find that
employees are not aware that certain
benefits are available,” says Curzon. “In this
scenario, employers should consider how,
when and what they’re communicating to
employees to ensure their intended message
is getting across.”
Not only should organisations be sure to
promote benefits effectively, but they should

The surveys have produced some
unexpected results. “We thought people would
want pool tables and really extravagant things,
but actually they’re really pleased with the
basics, such as a good office environment,
coffee-making facilities and our social
activities,” Gaywood says.
The surveys have also highlighted areas in
which the business could improve how it
promotes benefits. “We realised that with
benefits such as private medical insurance or a
cycle-to-work scheme, we need to constantly
promote them, rather than just doing it once or
twice a year,” says Gaywood.
As well as the employee surveys, VHR has
an anonymous suggestion box to generate

also allow insight into strategic developments.
“It’s important that employers explain the
rationale behind changes that are made based
on employee feedback, particularly when
individuals’ benefits are withdrawn or
changed,” says Waugh.
Even if asking employees what they want in
their benefits packages leads to unrealistic or
unfeasible suggestions, this could prove useful
in the future. “Designing a great employee

ideas in order to improve wellbeing or the
working environment.
Recent ideas have included offering fresh
fruit, holding a charity bake-off and running
knowledge-sharing lunches.
“They might not all be things we can offer,
but we try to find some kind of middle
ground,” adds Gaywood. “We review them
every two weeks and once a month we take
them to [leadership].”
Gaywood believes listening to staff helps
the business retain people.
Indeed, the firm’s turnover is 25%, against
an industry average of 43%, and one in four
employees has been with the business for more
than five years.

benefits strategy for a workforce isn’t a ‘shoot
and forget’ exercise; it is an evolving beast,”
explains Meadows. “Knowing that there are
more things that employees would like to
[receive] gives you a great opportunity to put
together the beginnings of a longer-term
strategy. [Employees] will understand and
appreciate being involved in a long-term
partnership to create a really valuable
employee benefits package.”
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Maximum
value
Investing in employee benefits

Charles Cotton | senior reward and performance adviser
Chartered Institute of Personnel and Development (CIPD)

The cost of some benefits is rising, driven in part by
legislative changes. For instance, the minimum
employer contribution to a workplace pension
increased from 1% to 2% in April 2018, and to 3% a
year later. While 3% may not seem much, for some
employers, this rise, coupled with other cost
increases like the national living wage and the
apprenticeship levy, could be significant. In other
words: every little hurts.
The Chartered Institute of Personnel and
Development’s (CIPD) Reward management report,
published in partnership with LCP in November
2018, also found that there have been few changes
to the most popular benefits provided by employers
over the past few years.
Long-standing, well-loved perks continue to
include free tea and coffee, a Christmas party or
lunch, and 25 days’ or more paid leave for
full-time employees.
Therefore, although nearly all employers
surveyed for the report plan to either increase or
maintain spend on employee benefits, it is worth noting that not all of this investment
should, or will, go towards new initiatives and perks.
In order to meet increased benefit costs, and to raise salaries for new and existing
workers, organisations will also be looking at how they can improve productivity to
generate better revenue.
Of course, boosting people performance is a lot easier to say than do, hence the
growing interest from our members in how to improve the design of their organisations,
work and jobs.
One of the CIPD’s most popular resources, for example, has been that which helps
people professionals to design and deliver flexible working policies. Flexible working can
help to improve productivity by increasing employee motivation; it can also help
employers reduce the size of their gender pay gaps, by making it easier to retain working
parents and those with caring commitments.
Just as flexible working recognises the importance of work and non-work life, so too
does a focus on employee financial wellbeing. While uptake has to date been relatively
low, there are signs that more organisations will be aiming to introduce a financial
wellbeing strategy in the next couple of years.
Among very large employers, an approach to benefits and reward that takes into
account employee financial wellness is fast becoming the norm, rather than the exception.
This might include providing financial education, or by promoting benefits that help to

spread the value of the employee’s pay packet, such
as discounted holidays, insurance and vouchers.
Looking to the future, the CIPD sees no let-up in
terms of political and economic uncertainty, and
neither will there be a drop in the intensity of
technological and social change. If employers want to
survive, and indeed thrive, in these uncertain times,
then they need to not only review what they do in
terms of reward, but also how they do it.
For example, those that do not keep abreast of
technological change will not be able to improve the
way they manage and communicate pay and benefits.
If organisations do not utilise their business and
people data, they will not be able to invest their
reward spend most effectively.
In addition, those that are not able to create fair
rewards will struggle to recruit the talent they desire,
while organisations that are unable to create a
convincing pay and benefits narrative will likely fail
to get the customers and investors they need.
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IT’S TIME TO CELEBRATE THE BEST PEOPLE,
STRATEGIES AND INITIATIVES IN THE INDUSTRY!

The prestigious Employee Beneﬁts Awards return
to the Tower of London on 7th June 2019.
It’s the must-attend annual celebration that recognises the talent
and innovation from the reward and beneﬁts industry.

Network with your peers, celebrate excellence
and reward your team for their hard work this year
by booking a Table at the Awards!
Find out more
employeebeneﬁtsawards.co.uk/why-attend/book-a-table
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SAVE THE DATE
1-2 October 2019
ExCeL London

Join us at
Europe’s
largest reward
and beneﬁts
event

Join us for our 21st birthday,
a two day celebration of
unrivalled advice, solutions
and products from the
industry’s best to boost your
reward and beneﬁts strategy.

REGISTER YOUR INTEREST
employeebeneﬁtslive.co.uk/
visit#register

HEADLINE:
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