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People work for money but go the extra mile for recognition praise and rewards
Dale Carnegie

Editor’s comment
Recent figures released by the Office for
National Statistics (ONS) show that postpandemic vacancies are on the increase
and that the competition for staff is fierce.
Employers will need to ensure they are not just
offering attractive base salary rates, but also a wide range of rewards
and benefits if they are to both attract and retain the best staff.
The pandemic has also shone a light on the importance of
employee well-being and raised moral and ethical considerations
around the extent to which employers should be responsible for
this. Individuals who have been working from home for a period
of eighteen months are being asked to return to offices and places
of work, some will be adopting a hybrid working approach, whilst

others will be permanently working from home. To maintain a
happy workforce, it will be essential for organisations to address the
concerns of workers in all types of arrangement, and to act upon
them accordingly.
I hope you enjoy the November issue of Professional. Make sure
you don’t miss out on the update on the health and social care levy,
which can be located on page 50. I will see you next in the special
Christmas issue of the magazine.

Lora Murphy ACIPP (editor@cipp.org.uk)
Editor

Chair’s message
This month, the magazine explores how
employee well-being links to reward and
payroll’s practical role in ensuring rewards
and well-being are delivered and promoted.
From a financial reward perspective, this covers
all financial provisions made to employees, but should this
extend to total reward including non-pay benefits? The answer
will vary between organisations.
Some payroll departments will already deal with reward and
benefits or compensation and benefits, while others can reflect
on whether they should extend the role of payroll to drive
change for different types of rewards to increase employee wellbeing. Reward as an area is vast and can be complex in nature,
as it is not only financial rewards that impact on an employee’s
well-being, but also non-financial rewards, such as flexible
working, recognition and career progression opportunities.

The organisation’s reward strategy should be reviewed, or
one implemented to reflect its culture, purpose and values. As
payroll have access to financial pay data, they are well placed to
advise the business of the total cost of making different rewards
available to employees. The tax position can be identified and
any associated costs for the employees highlighted to allow them
to establish if this could affect their financial planning and wellbeing. Payroll can also be proactive and review whether costs for
current rewards provided could be reduced for employers and
their employees.

Liz Lay MSc FCIPPdip FHEA ACIPD (liz.lay@cipp.org.uk)
Chair, CIPP

CEO’s message
As we approach the end of 2021, we can
once again reflect that there has been
nothing normal about this year. For many,
vaccinations have provided a much-needed
line of defence.
I continue to convey the best wishes of the CIPP staff and
myself, that you, your families and colleagues have continued
to keep safe and well, as clearly, in some form, this virus will be
around for a while yet.
It was pleasing to hold some of the National Payroll Week
events back in September in person, and it was evident by the
volume of conversation that the sessions were thoroughly enjoyed.
It was great to celebrate these events with friends and colleagues
in our key industry in a face-to-face environment.
Last year I wrote hoping that, by now, the world would have
returned to some semblance of normality and that, once again,
we could celebrate our flagship Annual Conference and Excellence
Awards Ceremony at Celtic Manor in Newport, having missed out

in 2020. Sadly, as last year, this was not to be the case, but I did
see many of you attend and follow the event online.
Excellence was once again rewarded at our awards ceremony,
ably handled by our business development director, Vickie Graham
and our ‘master of ceremonies’, Clare Balding OBE. The CIPP
congratulates all the winners and celebrates their success.
A supplement from the Annual Conference and Excellence
Awards is provided as an insert in this month’s magazine.
Finally, we have planned to celebrate our graduation ceremony
in Birmingham in November, for those who have successfully
completed our university-approved qualifications. As last year’s
ceremony was postponed, we are looking forward to celebrating
both the classes of 2020 and 2021.

Ken Pullar FCIPP (ken.pullar@cipp.org.uk)
Chief executive officer, CIPP
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CIPP
update

The future of News Online
THE CIPP’s policy and research team is dedicated to providing you with any news and developments that impact you – the payroll
professionals – and the roles you carry out.
The team also wants to ensure that it continuously improves the content that is sent out to you, as we appreciate that payroll
departments are increasingly busy, particularly given the events of the past eighteen months.
Historically, we have provided the option of receiving News Online on either a daily or a weekly basis. From 17 November, News
Online will be distributed weekly. It is hoped that this will help to alleviate some of the pressure on those who work in payroll, whose
inboxes are most possibly already full to the brim. The weekly newsletter will be sent out each Wednesday and will contain a round-up
of the key information from that week that you need to know.
You will not miss out on any of the breaking developments in the industry, as the team continue to publish information of this nature
as soon as it happens – so keep an eye on those inboxes.

CORRECTION
UNFORTUNATELY, THERE was an error in the October 2021 issue of Professional. Within Payroll News, we stated:
“The initial increase will be collected via National Insurance contributions (NICs), but then it will be ringfenced out as a separate health
and social care levy in tax year 2021/22”.
It should have read that the separate health and social care levy will be ringfenced out in tax year 2023/24.
The online version of the magazine has been amended so that this now reads correctly, but unfortunately the printed copies were
distributed including the erroneous text.
We apologise for any inconvenience this may have caused.

Face-to-face training returns

In-house training

SOME OF the CIPP’s training courses have reverted to being
delivered face-to-face. If online learning isn’t for you or you have
been waiting until face-to-face learning returns, you can now
book your place on the following training courses at a location to
suit you:
● payroll update
● introduction to payroll
● P11Ds expenses and benefits training course collection
You can, of course, still participate in these courses online.
Visit http://ow.ly/90Fa30rXQXv to find out more and to book
your place.

SHOULD YOU or your team require in-house training sessions,
you can contact us to let us know your requirements and to find
out more details. In-house training courses can be delivered on
either a face-to-face or virtual basis, and courses can be tailored
to suit your company’s needs.
Contact us on enquiries@cipp.org.uk.

Benchmarking survey report
THE HIGHLY anticipated annual benchmarking report from the
CIPP is now available to full, fellow and Chartered members,
and to those who assisted us in our research by completing
the survey.
The report, compiled from the results of the survey, can
be utilised as a tool to highlight the current productivity of
your payroll team in comparison with the wider market. It also
provides insights into current salaries and benefits offered
for various payroll roles, to establish whether your company
is operating competitively or not. The report is an annual
membership benefit for full members and above, so if you
would like to upgrade your membership, then simply email:
membership@cipp.org.uk. The report is also available to
those who completed the survey to thank them for their
participation. If you are eligible to access the survey, you can
view it here: http://ow.ly/RlbW30rXR2t.
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Congratulations to the newly
accredited PAS organisations
THE CIPP’s Payroll Assurance Scheme (PAS) is
designed to test your payroll processes in relation
to payroll processing, compliance and the people
skills and development opportunities.
One of the most important elements is ensuring business
continuity plans are in place and effective, should they be required.
Given the events over the last eighteen months, congratulations to
all organisations that have achieved this accreditation and will have
been able to put those plans into action.
Special congratulations to our recently accredited organisations:
● Ceridian Europe
● Sanctuary Group
● Thomson Cooper Accountants
Ken Pullar, CIPP chief executive officer, said: “Never has it been
more important for businesses to have good payroll processes,
knowledge and skills that enable them to implement new
government legislation and guidance quickly. Congratulations to
those organisations that have recently demonstrated just that.”
To find out how the PAS can benefit your organisation, email
compliance@cipp.org.uk.
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Policy hub

On your
behalf

Policy team update
The CIPP’s policy and research team provides an update on developments

W

hile much of the population were
considering which costume to
wear for Halloween, the policy
team waited expectantly for the Autumn
Budget, which was delivered by chancellor
of the exchequer, Rishi Sunak, on 27
October 2021. Read the policy team’s
Budget update, featured later in this issue,
to explore what will impact the work of
payroll professionals in the not-too-distant
future.
The team welcomed new policy and
research officer, Mathew Akrigg, and
have acquainted him with the busy
world of policy. As always, there has
been involvement in a wide spectrum of
activities, all with the aim of educating the
profession and ensuring that the voice of
members is heard.

Question Time on 22 September,
which was a question-led television
broadcast, designed to help the payroll
community navigate an ever-evolving
payroll landscape. Sam will also be
appearing at Zellis Connect in November,
where she will join a panel to discuss
the impact of processing payroll in the
cloud and exploring ways to prepare
for any transition to cloud technology,
along with the benefits of making the
move. Additionally, she’ll lead a session
discussing the future of payroll, to include
the impacts of technology, soft skills,
compliance, succession and recruitment.
We promise that Sam does find the time
to sleep despite her hectic schedule!

Events

A joint Her Majesty’s Revenue and
Customs (HMRC) and the Department
for Business, Energy and Industrial
Strategy (BEIS) technical forum was held
to discuss the intricacies of the NMW.
BEIS holds the policy on NMW and is
responsible for publicly naming those
employers who fail to pay workers in
line with NMW law. HMRC, however, is
responsible for enforcement of the NMW,
so it was good to have a session in which
both departments were involved. There
was lively and interesting discussion and
debate, particularly in relation to the
considerations surrounding employer use
and benefit when establishing what is
and isn’t included in calculations for the
purposes of NMW.

There has been a flurry of activity in the
events world – we hope you enjoyed the
CIPP’s Annual Conference and Exhibition
at the start of October as much as we
did. The event was a roaring success,
with over 200 attendees, across fifteen
informative and engaging sessions. A
supplement covering the conference has
been included with this month’s issue of
the magazine.
Policy lead, Samantha Johnson,
hosted the CIPP’s technical panel on 17
September – get acquainted with the
panel and find out what they spoke about
on page 14 of this issue of the magazine.
Sam also appeared at Phase 3’s Festival of
Knowledge on 12 October and discussed
how to solve the conundrums that payroll
teams face.
Sam did not stop there – she
joined Reward Strategy’s Global Payroll

National minimum wage (NMW)
technical forum

Coronavirus job retention
scheme (CJRS) oﬀse ing
The policy team sits on the CJRS

stakeholder forum, which meets to discuss
all things CJRS-related. There has been
ongoing discussion for some time on the
topic of CJRS and offsets. Namely, can
you offset an overpayment against an
underpayment?
Following much debate, the stance is
now that yes, you can, if the overpayment
and underpayment occurred in the same
claim period. What this fundamentally
means, is that if an overclaim has been
made for one employee, you can
offset this by an amount that has been
underclaimed, for another employee,
in the same claim period. An overclaim
made in one period cannot be offset
against an underclaim made in another
period and the amount underclaimed
must be made good to the employee.
The guidance discusses this and provides
a helpful example. For reference, please
see: http://ow.ly/qWVr30rXqdl.

Virtual think tank – oﬀ-payroll
working rules in the public
sector
The CIPP is inviting members who are
part of the public sector special interest
group (SIG) to join the National Audit
Office (NAO) in a study. It is hoped that
this will help to establish any issues that
have impeded successful implementation
of the reforms to off-payroll working
rules. The session will take place on 8
November 2021, and is another shining
example of how being a member of the
CIPP allows you to get your voice heard.
The key areas of focus will be on the
check employment status for tax (CEST)
tool, compliance with external agencies
and the dispute process for status
determination statements (SDS). ■
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The CIPP's Advisory Service team provides
answers to popular questions

Q: When parental leave is shared
between both parents, must both
parents be employed by the same
company to be eligible to shared
parental leave?
A: No, the employees do not have to
work for the same employer as eligibility
for shared parental leave (SPL) and
shared parental pay (ShPP) is tested
independently for each employee. If the
parents will share responsibility for the child
at birth and meet the criteria to be entitled
to either statutory maternity leave, statutory
adoption leave or statutory paternity leave
(as applicable), they can choose to request
SPL and ShPP.
Requests should be made in writing to
each of the affected employers, and there
is no requirement to communicate with
the other employer involved to check the
entitlement of your employee’s partner. For
reference, see: https://bit.ly/3kICvMl.
Q: Our company office has relocated
following the closure of our current site
as we could not maintain running costs
due to the pandemic. As the office is
located a further 38 miles away, we
would like to reimburse the cost of the
additional travel to assist staff with the
relocation.
Is there a time limit on how long
we can assist the employees with this
additional cost, and can we make the
payment tax and National Insurance
(NI) free?
A: If an employer chooses to reimburse
this additional cost to employees, in all
cases, it would be subject to tax and
NI contributions (NICs), as it would be
regarded as ordinary commuting. In
effect, the employer would be providing
employees with a travel allowance which
is processed via pay as you earn (PAYE) as
earnings.

6

Q: My client has asked what the
implications are for giving their
employees either a cash payment of £50
or a voucher worth £50 as a thank you
for all the work they have completed
during the pandemic. Can you advise on
both methods?
A: There is only one option where a cash
payment is made, and that is to treat it as
earnings and process through payroll for
the purposes of tax and class 1 NICs.
If you provide a non-cash voucher
this is classed as a benefit, however, the
amount is a reward for the employee’s
performance so it will not be eligible for the
trivial benefits exemption.
Non-cash vouchers must be reported for
tax and class 1 NI as follows:
● report the value on the P11D for tax and
collect the class 1 NICs through the payroll
at the time the voucher was provided
● if registered for payrolling benefits
prior to 6 April 2021, add the cost of the
vouchers to the employee’s earnings for tax
and class 1 NI.
Alternatively, the employer could settle
the tax bill on behalf of the employee via
a PAYE settlement agreement (PSA). For
reference, see: https://bit.ly/3EUKVII.

Q: An employee is due to begin a
period of unpaid leave. Our payroll
provider has told us we need to put
this employee on hold to prevent any
tax refunds being paid. Should we be
paying the tax refund?
A: This question can be answered by
referring to Regulation 63 (1) and 63(2)
of the Income Tax (Pay As You Earn)
Regulations 2003.
Here, it confirms that, if an employee
were on a cumulative tax code, they would
not be automatically entitled to a tax
refund, but the employee or their personal
representative could request payment of

one if they believed a refund was due. For
reference, see: https://bit.ly/3zMFNTl and
http://ow.ly/WqNf30rZiOV.

Q: Please could you clarify the
following? If an employee is on a zerohour contract, are they entitled to 5.6
weeks holiday per year irrespective of
the hours they work? The employee in
question has only worked ten hours a
week for eight weeks in the full twelvemonth period. Please can you advise on
the correct calculation?
A: Where there are no contractual hours
of work and an employee remains on the
payroll for a full leave year, they are entitled
to 5.6 weeks’ holiday regardless of the
hours they work. As this employee has no
normal hours of work, entitlement cannot
be expressed as anything other than weeks
and they are entitled to 5.6 weeks’ worth
of pay at their normal remuneration levels.
The Working Time Regulations 1998
refer the calculation of a week’s pay for the
purpose of annual leave to sections 221224 of the Employment Rights Act 1996.
Essentially, a week’s pay is the contractual
remuneration due to an employee for
working their normal working hours in
a week, however, special rules apply for
those employees who do not have a
normal working week, such as employees
on zero-hours contracts.
An employer must base the rate at
which holiday pay must be paid upon
the average pay received in the previous
52 weeks, as per the Employment
Rights (Employment Particulars and Paid
Annual Leave) (Amendment) Regulations
2018 No 1378. Please see: https://bit.
ly/3icfK1Q.
If there is no pay in a week, an employer
must ignore that week and bring in an
earlier week, up to a maximum reference
period of 104 weeks. If the employee
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has only worked eight weeks within the
reference period, for example, then total
pay for the period should be divided by
the eight weeks that have been worked to
establish ‘normal remuneration’ for a week’s
holiday pay. For reference, see: https://bit.
ly/39GSUL9.

Q: As an employer, we operate a
three-month postponement period on
automatic enrolment (AE) for all new
starters – is it mandatory to advise
employees that we are doing this?
A: An employer must notify their
employees if they are using postponement.
Staff must receive written notification to
inform them there will be a delay in the AE
process.
Notification must be issued within
six weeks from the date the employees
become eligible to be automatically
enrolled into the pension scheme. For
reference, see: https://bit.ly/3ueeWOS.
Q: We have received a direct earnings
attachment (DEA) for a contractor who
is processed as an off-payroll worker. We
are aware that this individual is not an
employee, but the Department for Work
and Pensions (DWP) is insisting that
we should operate the DEA. Any advice
would be welcomed.
A: Contractors who are captured by the
off-payroll working rules have their deemed
employment income processed via PAYE
for the purposes of tax and NICs only.
The reason for this is that they are not
classed as employees, therefore any other
deductions, including DEAs should not
deducted from them. Guidance published
by Her Majesty's Revenue and Customs
(HMRC) confirms that only tax and NICs
should be deducted.
Employers must ensure that the offpayroll worker indicator is ticked within their
software when processing an off-payroll
worker to avoid deduction requests being
sent. If deduction notices are still sent,
then the CIPP advises that you contact
the sender to advise them you will not be
making the deduction.
Q: We have an employee who is
leaving under a settlement agreement.
It appears that the legal fees have been
settled personally by the individual.
Under the terms of the settlement
agreement, the company are liable
for the payment and so now must

reimburse the employee. How should
this be dealt with for tax and NICs
purposes?
A: There is an exemption for the
payment of legal fees where those fees
are in connection with the termination of
employment and whereby the payment
is made directly to the solicitor involved.
Legislation in section 413A of the Income
Tax (Earnings and Pensions) Act 2003
(ITEPA 2003) discusses this exemption.
As the employee has already made
payment to the solicitor, any reimbursement
would not come within the above
exemption, however, the only reason that
the payment is being made is because of
the termination of employment. This would
make the payment a relevant termination
award under sections 401 to 403 of the
Income Tax (Earnings and Pensions) Act
2003 (ITEPA 2003), and so subject to the
£30,000 exemption from income tax, class
1 and class 1A NICs. For reference, see:
https://bit.ly/2ZAGfHU.

Q: In this tax year, the gross wage bill of
one of the payrolls we process looks like
it could exceed £3 million. Are we liable
to pay the apprenticeship levy in the
current tax year, or must we wait until
the next tax year?
A: HMRC’s Apprenticeship Levy Manual
ALM09200 provides an excellent example
of this scenario:
“Example 5 – Single employer whose pay
bill increases unexpectedly over the tax year
Company E is not connected to any other
companies. It had an annual pay bill of
£2.5 million in the tax year 2016 to 2017,
and had no reason to believe that its pay
bill would increase in the tax year 2017 to
2018, so there is no need for Company
E to report and pay the levy in April 2017.
However, in October 2017 Company E’s
pay bill increases significantly, leading the
company to believe that its annual pay
bill for the year will exceed £3 million.
Company E must therefore begin reporting
and paying the levy.
Company E will still be entitled to the
full annual levy allowance of £15,000,
pro-rated over the 12 months of the tax
year. Because Company E does not begin
reporting the levy until October, its pro-rated
annual levy allowance for October will be
£8,750 (£1,250 x 7 – because October is
the seventh month in the tax year).”
For reference, see: https://bit.
ly/3i8HiFu.■
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MY CIPP

Spotlight on...
Mathew Akrigg ACIPP
CIPP policy and research oﬃcer

How did you start your payroll
career?
An agency approached me with a payroll
job close to my home. I had minimal
previous involvement with payroll, but due
to my accounting background, I possessed
many transferrable skills for the role. The
rest is history.

How did you then move into the
CIPP’s policy team?
Following promotion to a payroll team
leader role, I was searching for my next
challenge. I saw the job listing for policy
and research officer and was instantly
intrigued. The role and its responsibilities
were like nothing I had seen before, and
after a tough interview process, thankfully,
the team wanted me to join them as
much as I did.

Did you study a speciﬁc course
to help you enter this career?
I completed the Association of Accounting
Technicians (AAT) Diploma in Accounting.
The course prepared me for work within
a professional environment and equipped
me with some of the skills required to
excel in payroll. I have now been enrolled
on the CIPP Foundation Degree and can’t

8
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wait to see where it takes both me and
my career.

Was there a moment in your life
or career that made you want to
work in payroll?
I love to absorb information. I can sometimes
be a bit of a useless fact generator, but with
payroll constantly evolving, I found I enjoyed
keeping on top of changes that were relevant
to the role I was in and keeping the team
around me updated too.

How does it feel knowing that
you have made, and are making,
a positive diﬀerence through
your guidance and advice?
Whether it is guiding a colleague through a
particularly tough calculation or explaining
payroll processes in a way they will
understand, nothing beats the thanks you
receive when it is all done.

What has been your biggest
sense of achievement in your
career so far?
Not long after commencing my
previous role, which involved processing
outsourced payrolls for the National
Health Service (NHS), off-payroll working

rules were implemented in the public
sector. The term ‘baptism of fire’ does
not even begin to cut it, but after the dust
had settled, my team and I had a better
collective knowledge of the off-payroll
working rules and I had a much-improved
knowledge of payroll processes.

What aspects of your new role are
you looking forward to the most?
I am eager to meet lots of new people
in the profession, as well as raising the
profile of payroll in the wider business
world. Payroll, as the pandemic has
demonstrated, is an essential part of
any business’s workforce and structure.
Hopefully, as part of the policy team, I can
make sure everyone outside of the payroll
profession knows that.

What skills does a policy team
member need to have?
They need to be adaptable to change, as
the team always needs to be on top of
the latest developments, getting updates
out to members.

What advice would you give to
someone who is just at the start
of their payroll career?
Utilise all the resources available to you.
Everyone was new once and did not know
anything beyond how to read their own
payslip. However, there is information
all around you, whether that be within
your own organisation or a quick internet
search away. If you do not know the
answer, there is someone out there who
does. All you need to do is find them. ■
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My CIPP

e C PP s li ate
a tion lan
The CIPP’s business support coordinator, Amir Aziz ACIPP, talks about the
Institute’s commitment to becoming net zero by 2035

A

ll across the world, people are
beginning to realise the impact
climate change is having on the
environment we live in. Research suggests
that if no action is taken now, by the
year 2050 the world as we know it will
change forever as we would have caused
irreversible damage from which we cannot
return. Such changes include:
● increased drought and wildfires
● increased flooding and extreme weather
● icecap melting and rising sea levels
● collapsing agriculture and fisheries
● increased spread of disease
● ecosystem disruption and species
extinction.
Alarming to say the least, but what are
we doing about it? If the latest United
Nations (UN) Nationally Determined
Contributions Synthesis Report is anything
to go by, then no country is on track to
meet the targets set out by the 2015 Paris
Agreement. Therefore, with the annual
climate change conference (COP26)
currently taking place in Glasgow, the focus
on business and industries reducing carbon
emissions is more prominent than ever.
So, what is the CIPP doing about it?
Well, in 2021, we decided to take a stance.
To bring companies together to tackle
the global climate change emergency,
we partnered with Climate Action for
Associations (CAFA), to kick off our journey.
With their support, and working in line with
government-set targets, we were able to
make a commitment pledge of being net
zero by 2035.
With this newfound enthusiasm
for change behind us and a wealth of
knowledge to go off, the CIPP has also
committed to a climate action plan with the
aim of accelerating the transition to being
net zero by 2035.
Encompassing company values, the
action plan, created by the business support
team, aims to provide guidance on actions

we hope to complete to achieve long
term success. From simple actions such
as moving to recyclable toilet paper, to the
more complex tasks of reviewing all used
suppliers, the journey is long but something
the CIPP is proud to be a part of. Long gone
are the days of negatively impacting our
environment.
Sustainable practices will be introduced,
including the use of renewable energy,
recycling bins and light emitting diode (LED)
lighting, to name just a few.
We all know the adage, ‘actions speak
louder than words’ – well, we have this
covered. Backed by a company-funded
pledge of £500 and a heap of enthusiastic
volunteers, we recently made our way to
Solihull College with the goal of making
a change. With the support of local
sustainability officer, Maddie Booth, we were
able to source a local project which involved
various tasks aimed at making a change.
This is what we got up to on the day:
● using repurposed tree bark, we created
a pathway for safer wheelchair access to a
picnic area and pond, allowing those with
disabilities to access more of the campus
with ease
● painting newly sourced picnic benches to
create a seating area for both students and
the local community

Volunteers: Amir Aziz, Angela Adams, Megan Dudley and
Shameelah Islam

● weeding pathways for vegetable patches,
so that students can plant and grow locally
sourced produce and distribute to the
college and local community.
Having seen first-hand the impact
our time and effort had on campus, our
volunteers began to feel a profound
sense of satisfaction towards the work that
had been completed and the long-term
impact it was likely to have on the local
community and environment. Stacey
Graham, business support manager,
said: “Spending the day improving the
conservation area at Solihull College
was an enjoyable and worthwhile
experience. To contribute to sustaining the
environment in the local community and
creating a safe outdoor space for students
felt empowering and meaningful. I would
recommend getting involved in local
environmental projects as it also boosts
wellbeing.”
Additionally, business support
administrator, Shameelah Islam,
commented: “Considering that I haven’t
been here for long, the fact that I was
able to participate in giving back to the
community was really rewarding. I enjoyed
myself and got to spend time with some
of my colleagues I had not met before as
they were working remotely.”
You may ask what is next... Well, here at
the CIPP, we see this as just the beginning.
There’s plenty more to be done to reach
the goal of being net zero by 2035 and we
have a long way to go.
We would also like you to get involved.
Why not contact us to let us know what
you and your company are doing at
admin@cipp.org.uk, and be in with the
chance of being featured in our next
climate change article update? ■
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a ers

PRO-GROUP APPOINTS RAY MOORE AS HEAD OF PAYROLL RECRUITMENT
RAY MOORE has joined Pro-Group – specialist recruiters in tax, finance and human resources (HR) to
create their latest subsidiary, Pro-Payroll.
Moore’s role will focus on the recruitment of payroll professionals across all sectors and throughout
the UK. His large client base spans across all industries from financial services to not-for-profit. He has
a timeline of successful recruitment experience and knowledge of over ten years in the payroll sector,
building important relationships with candidates and clients alike.
Ray said: “It is fantastic to be representing clients and professionals in this fundamental industry. It
is a hugely pivotal time in the market for payroll and I am excited for the opportunities ahead.”
Claire Stradling, director at Pro-Recruitment Group said: “The market is strong currently and we
are investing heavily into new service offerings for our clients and candidates. It is clear to see Ray’s passion and enthusiasm for the
market is infectious and he is already contributing to the success of the business”.
If you have any movers and shakers news you’d like to feature here, then just email your news to: editor@cipp.co.uk. Please
remember to include the subject’s name, company and new position title, along with any quotes or extra relevant information about
the position and/or company and we’ll do our best to feature as many as we can.

Contains updated information from the Autumn 2021 budget

CPD
7 points

Payroll update
This focused update course represents the single best opportunity to be
briefed and updated on changes aﬀecting payroll.
This course covers:
● The Coronavirus Job Retention Scheme (CJRS) and other developments
as a result of Covid-19
● Tax and NI contributions
● Operating Pay As You Earn (PAYE)
● Statutory pay and leave
● Statutory deductions
● Expenses and beneﬁts
● Pension
● Employment rights and other matters

ONLY
£192+VAT*
FOR
MEMBERS

Book online today at cipp.org.uk/training

*Price correct at time of print
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Diary of a student…
going for promotions. The course itself is
not too long and does not require copious
amounts of time, which is great when you
are juggling it with working full time.

Jessica Barker
Payroll specialist
Avoca Ireland
Tell us a little bit about your
background and life, so far?
I am 25 years old and from Wicklow in
Ireland. I graduated with a Bachelor’s
Degree in human resource (HR)
management back in 2019 and part
of the course involved completing a
work placement. I ended up going to
the Electricity Supply Board (ESB) and
completing a payroll work placement, which
I loved. I continued to work for the ESB for
a while after college, before moving on to
start working at Avoca Ireland this year.

What can you tell us about your
career and qualiﬁcation?
I obtained my Bachelor’s Degree from
the Technological University Dublin. I am
currently working for Avoca Ireland and
have approximately two years’ experience
in the payroll world. I completed the
Irish Payroll Association (IPASS) Payroll
Techniques course in May 2021 and have
just submitted my assessments for the UK
Payroll Technician Certificate with the CIPP.

Why did you choose the Payroll
Technician Certiﬁcate?
Before joining Avoca, I had no prior UK
payroll experience, which was an issue, as
part of my role involved looking after our
Northern Irish branches. I chose the CIPP’s
Payroll Technician Certificate as it seemed
to cover the majority of the basics that I

How did you manage the worklife balance and your study? Do
you have any tips for others in
the same position?

needed to equip me to carry out my job
efficiently.

How did you ﬁnd the
qualiﬁcation?
I found the qualification challenging but
very interesting. Having only recently
completed the Irish payroll qualification
helped a lot, as there is some consistency
surrounding certain rules and regulations.
However, it could be confusing where
differences emerged. I found it extremely
useful that a timetable was provided at
the start of the course, which outlined
how much material to cover each week as
it helped me to stay on track.
I also found the flexibility of the course
beneficial – having everything online
meant I could study at my own pace, at
times suitable for me. The knowledge
checks at the end of every unit were
extremely beneficial as they allowed me
to track my progress and prepared me for
the final assessment quiz.

What advice would you give
to others who are thinking
about studying to improve their
career?
I would say to go for it. I am always
looking to gain more knowledge and
learn new things. It is always a good
idea to continue to learn – it can be
impressive when applying for jobs or

The main thing that worked for me was to
devise a weekly plan of the hours I could
spare for studying, ensuring I was keeping
up with the timetable supplied. It was
difficult to come home from a full day at
work and have to study, so for me, early
mornings at weekends were the optimum
time to study, as it meant I could relax in
the afternoons and evenings.
I would advise others to take their time
to read and digest each unit and to take
regular study breaks, as there is a wealth
of information to cover. Taking days off to
dedicate to studying is important too.

What would you say is the most
important thing you learnt?
The most important thing I learnt was
probably all about the statutory sick
pay (SSP) scheme, as I deal with this
regularly in my role. The course assisted
me – a beginner to UK payroll – in fully
understanding how the scheme works,
allowing me to advise both employees
and managers.

What did you gain from this
qualiﬁcation – both in terms of
skills and career progression?
I have gained heaps of confidence
in myself now that I have knowledge
around things like SSP and other statutory
payments, and also of UK tax and National
Insurance contributions. ■
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CIPP training courses –
which option is right for you?
Whether you prefer to study online, face-to-face, or require an in-house training
course for you or your team, the CIPP has a training option that’s right for you.
You can now choose to study the following courses face-to-face:
● payroll update
● introduction to payroll
● P11Ds expenses and beneﬁts training course collection.
Contact our team to ﬁnd out more and to book your location and date.
Should you or your team require in-house training sessions, these can be
delivered either face-to-face, or online and can be tailored to suit your needs.

Simply contact enquiries@cipp.org.uk for
more information and took book your place.
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BePayroll

#

Michelle Roden ACIPP, payroll team leader at PDSA, talks all about the
perks of being a member of the CIPP
Why did you choose to become a member of the
CIPP?
I have worked in the payroll profession for over a decade and
most recently, have been promoted from a payroll and pensions
administrator to a payroll team leader. I decided to become a
member of the CIPP once I gained my Level 3 Apprenticeship
in Payroll and Pension Administration. I felt it was imperative to
my role and team to keep up to date with payroll and pension
changes, and to ensure my skills and knowledge were up to date.
Without a doubt, membership with the CIPP has allowed me to
fulfil my role with both confidence and integrity.

at any time, which enables me to have a structured, practical and
methodical approach to my professional development.

What are your hopes for your future career?
At present, I am happy where I am in my career, with my
current employer, in my current role. However, I am always
eager to enhance my skill set and will always strive to gain more
qualifications and training. This is to enhance my confidence and
professionalism – not just for myself, but also for my team and
my employer.

How has your membership helped in your career?

Do you have any plans to study any CIPP
qualiﬁcations or training courses?

My CIPP membership is helping me in my career on so many
diverse levels. I have started studying for my Level 5 Payroll
Assistant Manager Apprenticeship and am gaining so much more
confidence in my studies. As I have only recently been appointed
to the payroll team leader role, it is reassuring that I can seek
guidance from the CIPP whenever I need to, ensuring that I’m
meeting compliance requirements and statutory regulations. I
am also able to identify best practice through the CIPP so I can
develop myself further, along with my team and colleagues.

I have just over a year left on my Level 5 Payroll Assistant
Manager Apprenticeship but would like to pursue more
qualifications and courses once this is complete. The CIPP’s
BA (Hons) Business Management course looks particularly
interesting.
Another area of payroll I would like to achieve a higher
qualification in is pensions. As with payroll, pensions are highly
regulated and involve complex processes which makes them so
interesting to me.

What membership beneﬁts have you used, or
enjoyed the most, and can you provide some
examples?

What advice would you give those new to the
payroll profession who are just starting out in
their careers?

The weekly CIPP news emails are extremely informative, and it
is great to share them with my team so that everyone is aware
of any upcoming changes or updates. Another benefit that I find
really beneficial is the Advisory Service. It is a relief to know that
guidance and advice is just a phone call or email away, and I
always receive prompt responses. It is fantastic to have that safety
net in place to double check things prior to knowledge sharing or
actioning any legislative changes.
I always look forward to Professional magazine landing on
my doorstep too – I particularly enjoy the Advisory Service
team’s Q&A page and the discussion of recent employment
law cases. Additionally, I find the online Continuing Professional
Development (CPD) function invaluable, as it is easy to access

If payroll is something you are passionate about, studying will be
a massive boost to your payroll career. There is so much available
through the CIPP, along with courses through the apprenticeship
levy that will enable you to become the talented payroll
professional you wish to be. At times, payroll can be complex
and challenging, but always remember that with challenges come
opportunities. I will be forever grateful for the opportunities the
profession has offered me and the career path I have followed.
You will not regret joining the world of payroll. ■

If you are interested in being featured in the BePayroll series,
please email marketing@cipp.org.uk.

BeKnowledgeable. BeDeveloped. BeRecognised. BeSupported. BeConnected.
Issue 75 | November 2021 | Professional in Payroll, Pensions and Reward | 13

21.10.1 PPPRNOV2021 P d

P yro

i

Rod n.indd 1

05/11/2021 09:0

PERSONAL DEVELOPMENT

ntrodu ing t e C PP s
te ni al anel
Samantha Johnson LLB(Hons) ChMCIPPdip, CIPP policy lead would like
you to meet the panel created to discuss the topics impacting the payroll
industry most

S

haring knowledge is at the heart
of the payroll profession. No one
delivers payroll in isolation – even the
solo payroller makes use of their network,
their training and representative body – the
CIPP. Here at the CIPP, sharing knowledge
is key to ensuring we deliver the best,
most topical and informative updates to
our members. As part of our passion for
sharing knowledge, the CIPP is delighted to
introduce the CIPP technical panel, which
was created in 2019 and continues to meet
regularly two years on.

What is the CIPP technical panel?
The panel consists of fourteen payroll
professionals who have a passion for payroll
and are experts in their field. They are
representatives from professional bodies,
private and public sector payroll and payroll
software providers. The meetings are an
opportunity to discuss and debate current
topics that are, or will be, impacting the
payroll industry.

What is discussed at the CIPP
technical panel?
The last panel was held on 17 September
2021 and the panel discussed an array of
topical payroll items:
Off-payroll working rules
The panel reflected that the time given to
prepare for off-payroll working in the private
sector meant that the implementation
of the rules had a modest impact on the
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industry. This was reflected in a recent CIPP
poll during National Payroll Week, which
highlighted that approximately 20% of
respondents had found the implementation
of the rules challenging.
The conversation predominantly focused
on Her Majesty’s Revenue and Customs’
(HMRC’s) check employment status for tax
(CEST) tool and the problems it created.
Media reports shone a light on penalties
faced by many government departments
for incorrect usage of the CEST tool, and
some of the panel were advocates for using
alternatives to CEST which provided less
variations in outcomes.
There were several concerns that arose
due to the implementation of the offpayroll working rules. The use of umbrella
companies, and a significant increase of
fraud in these types of companies was
cause for concern for many. In addition,
the growing use of disguised remuneration
schemes to avoid a drop in pay for
contractors was becoming increasingly visible
to some of our experts.

Finally, the panel discussed HMRC’s
approach to enforcement and favoured
a more joined-up approach than the one
that currently exists, with a single point of
ownership for these rules in HMRC being the
preferred option.
Changes to National Insurance
contributions
The panel discussed several changes to
National Insurance contributions (NICs),
including the NICs relief for employers hiring
veterans that was introduced in 2021/22,
but without a real time solution. There was
concern that uptake had been low, and this
was supported by a recent CIPP poll which
showed that 0% of respondents were using
the relief in the current tax year.
Inevitably, discussion progressed to the
recently announced health and social care
levy, and the panel agreed that the increase
in NICs in the 2022/23 tax year would
be relatively simple to administrate. The
immediate concerns for payroll were focused
around providing information to businesses

Who is on the technical panel?
Chair of the technical panel:
● Samantha Johnson LLB(Hons)
ChMCIPPdip, policy lead at the CIPP

Panel members:
● Charles Cotton, senior performance
and reward adviser to the Chartered
Institute of Professional Development
● Crawford Temple, chief executive
officer (CEO) at Professional Passport
● Emelia Quist, head of policy research
at Federation of Small Businesses
● Emma Rawson, technical officer at
Association of Taxation Technicians
● Jaspal Randhawa ChMCIPPdip, EMEA
head of products at OneSource Virtual
● Jon Henderson, head of global
employment taxes at RELX

● Justine Riccomini MSc FFTA AIPA
Chartered MCIPD ChFCIPP, head
of taxation for Institute of Chartered
Accountants for Scotland
● Karen Beckett BA (Hons) ChFCIPP,
head of payroll and benefits for Dorset
Healthcare National Health Service Trust
● Meredith McCammond, technical
officer for Low Incomes Tax Reform
Group
● Michelle Sutton MCIPPdip, head of
reward and pensions for Suez Group
● Neil Tonks ChMCIPPdip, legislation
manager for MHR Global
● Pauline Green ACIPP MBCS FMAAT,
head of product compliance and
programs for Intuit
● Simon Parsons MSc FCIPPdip MBCS,
director UK compliance strategies, SD
Worx UK Ltd
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to forecast the cost impact of this change
for employers. Given the variability of pay
that would be subject to NICs across many
companies, this is a particularly challenging
figure to estimate.
The interaction between net pay and
Universal Credits (UC) was also highlighted.
The reduction in net pay could result in those
who are paid less benefitting from increased
UC, hopefully protecting those individuals at
the lower end of the pay scale.
The panel considered how employers
would manage the cost increase. Firstly,
how they would support employees to
understand the impact to their pay. A few
panel members were intending to distribute
communications ahead of the April 2022
pay day.
Secondly, the panel discussed how
employers could absorb the additional
employment costs. The current labour
shortages in the market were thought to
make it unlikely to impact employee pay.
More viable options included absorbing the
cost through productivity improvements or
passing the cost on to the consumer.
Pay on demand
The ability to access earned pay before pay

day, otherwise known as pay on demand
(PoD), is an emerging area in payroll, and
employers often engage with these facilities
to improve employee engagement and
retention.
Those who are in support of PoD often
reference it as an alternative to pay day
loans, overdrafts or credit card interest rates.
The panel recognised that a saving in interest
was possible, alongside protection of credit
rating when engaging in riskier lending.
There were some concerns about this
concept, including the risk of stepping onto
the ‘advances treadmill’ and perpetuating the
cycle of debt. However, the panel recognised
that some solutions offered restrictions that
allowed employers to reduce the availability
of advances that were taken consecutively,
encouraging employees to take a break
between draw downs.
It was also highlighted that the Financial
Conduct Authority (FCA) recently conducted
a review that resulted in ‘buy now pay later’
schemes becoming subject to regulation.
The FCA has not taken the same measures
with PoD but did state that a code of practice
should be created. Looking to the future,
some panel members considered whether
an employee right to request a payment

date could be a possible step forward in the
profession.
Single enforcement body
The introduction of a new single
enforcement body (SEB) was announced in
June 2021, and amongst other things, will be
responsible for enforcing national minimum
wage, statutory sick pay and holiday pay. The
details and timeline are yet to be confirmed
but the panel were keen to understand how
this project would progress.
There was agreement that resource
would be key to any success of the SEB,
given the breadth of topics it covered, and
there was some hesitancy on whether it
could meet the grand expectations that had
been set. The panel will continue to debate
this topic as more details are shared.

How can members get involved in
the technical panel?
The CIPP is keen to hear questions and
topics that members would like to see
debated and discussed by the technical
panel. If you have anything you would like
to ask, please email the policy team, at
policy@cipp.org.uk to get your issues on
the agenda. ■

Our BeKnowledgeable
webinars are back!
Join our policy team for our Autumn BeKnowledgeable webinar sessions and
improve your skills, knowledge and conﬁdence.
17 November – Statutory payments
With the complexity of statutory payments increasing, the Policy team will take
you through the basics and the not so basics of some popular statutory payments.
14 December – Overpayments
Join the CIPP’s Policy team as we discuss best practice ideas for over payment
prevention and examples of how to correctly calculate overpayments made.

Book your place today
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i s and tri s to
ee you at t e to
o your ga e
Lora Murphy ACIPP, CIPP editor, reveals recommendations for keeping up
to date with ever-evolving legislation and guidance, and how to digest payroll
updates

P

ayroll never stands still. This
is something that those who
have never worked in the
profession will fully understand.
We – the payroll professionals – know
the truth. Processes that we have worked
on contentedly for years, following initial
struggles to comprehend, could change at
any given time.
Look at the monumental changes payroll
teams have had to deal with over the
years – the roll out of automatic enrolment
(AE), which commenced in 2012, the
implementation of real time information
(RTI) in 2013 and, most recently, dare I
mention it – it may still be too raw – the
introduction of the coronavirus job retention
scheme (CJRS) in 2020.
There are some easy ways for you to
ensure you are fully up to date with changes
to payroll legislation and guidance. Utilise
your membership with the CIPP to the full
and follow the top tips below.

News Online
The CIPP publishes all payroll-related news,
so be sure to regularly visit the page: http://
ow.ly/fREX30rWMIM, and check your emails
for the associated newsletter. News stories
are also posted to a variety of the CIPP’s
social media platforms, including LinkedIn,
Twitter and Facebook. A top tip would be
to follow the CIPP on LinkedIn if you don’t
already. This will give you the opportunity to,
not only see news as it becomes available,
but also to follow updates such as those
announced within Budget speeches, in real
time.
Also, look out for any Breaking News
emails. They include information the payroll
professional cannot afford to miss and
are sent out as soon as the news is made
public.

BeKnowledgeable webinar series
The BeKnowledgeable webinars aim to
deliver detailed information on topical

16 | Professional in Payroll, Pensions and Reward |
21.10.20 PPPRNOV2021 i s nd ri

s o

yo

o o yo r

.indd 16

subjects, and to put things into practice
for payroll teams. Rather than just relaying
legislation, the sessions delve into a key area
of payroll and several examples are always
incorporated to aid understanding.

to ti would e
to ollow t e C PP
on in ed n i you
don t already
The webinars are great for ensuring
knowledge is up to date and accurate and
provide the opportunity for attendees to
present questions to the CIPP’s policy team.
Further sessions are expected in the
future, but confirmed for this year are
BeKnowledgeable sessions on:
● Post-pandemic payroll – 26 October
2021
● Statutory absence payments – 17
November 2021
● Overpayments – 14 December 2021
Do not miss your opportunity to get
involved, and keep your eyes peeled for
email updates about future sessions.

Webcasts
The CIPP’s policy team believes in providing
information through a variety of different
mediums, as we are aware that different
people learn and digest guidance in different
ways. Therefore, there is a page on the
CIPP’s website dedicated solely to webcasts
– http://ow.ly/zTSu30rXqgC.
Sit back and relax whilst listening to one
of the team talking you through a subject
that payroll professionals need to be familiar
with.

Factsheets
As with the webcasts, the factsheets have
been designed to cater to the different
learning styles of members. The sheets

can be printed off and used as handy
guides when processing certain elements
of payroll. The factsheets can be accessed
here: http://ow.ly/tpyx30rXqlA.

Specialist interest groups (SIGs)
On the CIPP’s webpage, you can access a
range of SIGs. These are groups created to
allow associated, full, fellow and Chartered
CIPP members to discuss a range of topics
with other payroll professionals.
The SIGs can be located here: http://
ow.ly/LphJ30rXqo7.

It’s good to talk
Chat with your colleagues. Talk to your
friends who work in payroll departments at
other organisations. Call the CIPP’s Advisory
Service team.
Communication is crucial within payroll,
and it is great sharing ideas with other
people who may bring a unique perspective
to something you are working on. Guidance
and legislation can easily be misinterpreted,
which is why it is comforting to have the
safety blanket of your payroll peers and the
Advisory Service team when establishing
what something may mean, and the
‘domino effect’ it could cause. Don’t be
shy to contact the policy team to air your
views and opinions on upcoming changes
– regardless of whether the feedback is
good or bad. Use your voice because it’s
important!

Use social media
In modern society, social media has massive
influence. Previous reference was made to
LinkedIn – you only need to scroll the site
to see the number of payroll-related stories
and articles posted via this medium.
Notifications of updates and changes
to guidance are often picked up by the
policy team in this way, prompting them
to investigate further. If you aren’t already
signed up to LinkedIn, it would be a good
idea to think about getting involved. ■
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Employer Bulletin
THE OCTOBER 2021 issue of Her Majesty’s Revenue and Customs’ (HMRC’s)
Employer Bulletin has been published and contains a wealth of information for
payroll professionals to be aware of – http://ow.ly/fF0430rXR53. The CIPP always
advises that those responsible for processing payroll read the publication in full.
This issue contains all-important information on the recently announced health and
social care levy (flick to page 50 to read what we know so far about the new levy),
a reminder to employers regarding the recording of payroll dates over the Christmas
period and guidance on how to avoid non-compliant umbrella companies.

Tips and Gratuities
THE DEPARTMENT for Business, Energy and Industrial Strategy (BEIS) has
released its response to the consultation – Tipping, gratuities, cover and service
charges – which confirms that:
● tips received by staff must be paid in full by employers
● there will be a requirement for employers to distribute tips in a way that is fair
and transparent
● tips must be distributed via a tronc, and a tip must be dealt with no later than
the end of the month following the month in which it was paid by the customer.
The measures will be brought forward as part of the Employment Bill when
Parliamentary time allows. It is expected that the rules will not be implemented
any earlier than one year after the Bill has passed. The response can be
accessed in full here: http://ow.ly/L6X730rXRbh.

Flexible Working
BEIS HAS been very busy indeed. The department has also published the open
consultation – Making flexible working the default – which explores:
● making the right to request flexible working a day one right
● whether the current eight business reasons for refusing a request are all still valid
● requiring employers to suggest alternatives
● the administrative process underpinning the right to request flexible working
● requesting a temporary arrangement.
Responses from both individuals and businesses are welcome, and the
consultation closes on 1 December 2021. View the consultation here: http://
ow.ly/c0TA30rXRbl.

New tool generates HMRC response
times
HMRC HAS published a new tool which allows
those who have submitted a query to check
when they should expect to receive a response.
The tool can be located here: http://ow.ly/
uv0o30rXRcY, and asks a series of questions
related to the query, including the date on which
it was submitted. This generates an expected
response date, and if no response is received by
that date, the advice is to contact HMRC again.
The tool can be used by both individuals
and employers to generate response times for
queries relating to income tax, self-assessment
and tax credits. Agents can also access the tool
regarding registering to use HMRC’s online
services, authorisation to act on a client’s behalf
and amending agent details.

Treatment of coronavirus job
retention scheme (CJRS) oﬀsets
GUIDANCE HAS been published, which
explains how to treat offsets relating to the
CJRS. To summarise, where an overclaim has
been made in relation to one employee under
the CJRS, this can be offset by an amount
equal to any other amounts that may have
been underclaimed in relation to another
employee within the same claim period.
One of the key things to be mindful of,
however, is that an overclaim cannot be offset
against an underclaim that was made in a
separate claim period – the overclaim and
underclaim must have occurred within the
same claim period. The guidance is located
here: http://ow.ly/3hY430rXRfB.

Diary dates
Last day of tax month 7

5 November

First day of tax month 8

6 November

Last day for submitting a real time information employer payment summary to apply to tax month 7
Deadline for payment of PAYE and NICs etc to HMRC’s Accounts Office by non-electronic method
Deadline for payment of PAYE and NICs etc to HMRC’s Accounts Office by electronic method

19 November
22 November

Last day of tax month 8

5 December

First day of tax month 9

6 December
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utu n udget
su
ary
The CIPP’s policy and research team recaps the key Budget announcements that payroll
professionals need to be aware of

O

n 7 September 2021, HM Treasury
announced that chancellor of the
exchequer, Rishi Sunak would be
delivering his second Budget of the year on
27 October 2021.
The policy team waited with bated breath
to see what would be announced, but, in
typical fashion, rumours circulated, and we
were given a clear indication of what some
of the headline announcements would be
ahead of the big day.
This was not without the chancellor being
reprimanded (and having to apologise at the
outset of his speech) for alleged leaks, by
the speaker of the house.
Grab a cup of coffee and let us guide you
through the all-important information that will
impact the work of payroll professionals up
and down the UK.

National Living Wage (NLW) /
National Minimum Wage (NMW)
Remember the worst kept secret of the
Spring Budget 2021 – the extension of the
coronavirus job retention scheme (CJRS)?
Well, the news regarding the change to
the NLW could easily rival this, if not trump it.

In the week leading up to the Budget, it
was confirmed by a variety of media sources
that the NLW would increase by a staggering
6.6% for pay periods commencing on or
after 1 April 2022, to £9.50 per hour. This
aligns it with the real Living Wage (for the
UK, outside of London) figure that was
implemented in November 2020.
Following the lowering of the age of
those eligible for the NLW from 25 to 23
in April 2021, the government also intends
to reduce it even further, extending it to
everyone aged 21 and above by 2024.
In the documents accompanying
the Budget, the other NMW rates were
confirmed, and, of note, is that, from April
2022, the apprentice rate will match the
16–17 year old rate.
The table below shows a breakdown of
the current and future rates, and expresses
the increases as percentages.

Public sector pay
One of the other key areas of interest we
had notification of prior to the Budget related
to impending changes to public sector
pay. Within the 2020 Spending Review

Current

Pensions updates
Pensions net pay anomaly
The chancellor did not provide a great deal
of information relating to pensions directly
within the Budget speech.
However, a response to the call for
evidence (CfE) which centred on the
administration of pensions tax relief was
published on the same day. The CfE
addressed the issue that arises when
pension contributions are taken via a net pay
arrangement (NPA) pension scheme, and so
are deducted from gross pay.
The current tax threshold is £12,570,
whilst the automatic enrolment (AE)
threshold applies to earnings that exceed

Increase

NLW (23 years+)

£8.91

£9.50

6.6%

21-22 year old rate

£8.36

£9.18

9.8%

18-20 year old rate

£6.56

£6.83

4.1%

16-17 year old rate

£4.62

£4.81

4
.1%

Current

2
From April 202

Increase

Apprentice rate

£4.30

£4.81

11.9%

Accommodation offset

£8.36

£8.70

4
.1%
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(SR), it was confirmed that there would be
a temporary freeze on the pay of certain
public sector workers due to the impacts
of coronavirus. Given that the economy is
gradually returning to some sort of normality,
this freeze will be lifted.
Over the next three years, public sector
staff will be entitled to wage increases, which
will broadly mirror those received in the
private sector.
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£10,000. Anyone receiving between
£10,000 and £12,570, therefore, will
not receive the pensions tax relief they
would have gained in a relief at source
(RAS) scheme. This is because, in a RAS
scheme, pension deductions are taken
from net pay, and the pension provider
reclaims tax relief from Her Majesty’s
Revenue and Customs (HMRC).
The CfE looked at how this problem
should be tackled, and the response paper
confirms that anyone impacted by the
NPA anomaly from 2024/25 onwards will
be paid a ‘top-up’ bonus to align saving
outcomes with equivalent savers using
the RAS method. The payments will be
calculated and paid out following the end
of each tax year.

which higher earners begin to pay 40%
tax, will stay at £50,270.
Devolved income tax
The Scottish Government sets its own
income tax rates and thresholds for
Scottish taxpayers. An announcement
has been made that the Scottish Budget
will be published on 9 December 2021,
so we will have further detail in that area
before the end of 2021.
The Welsh Government can vary
income tax rates for Welsh taxpayers,
although to date, they have been set at
levels that keep them aligned with English
and Northern Irish taxpayers. The outline
draft Welsh Budget will be published on
20 December 2021.

National Insurance (NI)
increases

State pensions triple lock
The state pension is expected to rise every
year in line with the ‘triple lock’ guarantee;
that is, it will increase by whichever is
highest of the Consumer Price Index (CPI),
wage growth or 2.5%.
However, it was confirmed on 7
September 2021, that for the year
2022/23, the ‘triple lock’ would be
suspended. Instead, there would, in effect,
be a ‘double lock’, meaning that state
pension would rise by the higher of CPI or
2.5%. This is because the introduction of
the CJRS and large numbers of individuals
being on furlough and subsequently
returning to work has led to distorted
earnings data, which could push the state
pension to such a high figure that it could
place unrealistic economic pressure on
taxpayers.
At the time of writing, it is assumed
that the ‘triple lock’ will return for the year
2023/24.

We have known since September 2021,
that NI contribution (NIC) rates are due to
increase by 1.25% in tax year 2022/23, to
provide additional funding for the National
Health Service (NHS) and to contribute
towards adult social care.
From tax year 2023/24 onwards, the
NICs rates will revert to those in place for
2021/22, and the 1.25% charge will be
ringfenced out into a separate health and
social care levy. More detailed information
on what we know so far can be located on
page 50.
The government will use the
September CPI figure of 3.1% to uprate
NI limits and thresholds, and the rates
of class 2 and 3 NICs for 2022/23. This
does, however, exclude the upper earnings
limit and upper profits limit, which remain
unchanged so that they stay in line with
the HRT for income tax at current levels.

Income tax rates and thresholds

Universal Credit (UC)

In the Spring Budget 2021, held back
in March, it was confirmed that the tax
figures for England and Northern Ireland
would be frozen for the next four years.
This means that the personal allowance
for tax-free income for 2022/23 will
remain at £12,570 and the higher rate
threshold (HRT), which is the point at

The chancellor saved the announcement
regarding UC until the very end of the
day’s speech, confirming that the taper
applicable in UC would reduce by eight
percent, from 63% to 55%. This was
to be implemented, not in line with the
traditional timeframe for changes of the
following tax year, but by no later than

1 December 2021. What this effectively
means is that claimants will get to keep an
additional eight pence per every pound of
net income they receive.
The amount that households including
children or someone with a decreased
ability to work can earn prior to the
amount of UC they receive begins to
decrease has been increased by £500
per year. This is referred to as the Work
Allowance.
Additionally, the UC surplus earnings
threshold will be extended, so that the
temporary increase to £2,500 introduced
during the pandemic will remain in place
until April 2023.

Conclusion
We knew, prior to the Budget, that
payroll professionals were going to be
exceptionally busy over the next few years,
in part due to the changes that will be
brought about by the introduction of the
new health and social care levy.
The announcements relating to the
increases to the NLW / NMW, public sector
pay rises and an anticipated growth in
inflation (to an average of 4%), which
could impact on salary increases, will
mean that payroll departments are also
kept busy updating systems and checking
employees are paid both accurately and
on time. Teams will need to ensure that
they adhere to complex NMW legislation
when processing payroll.
The CIPP is eager to see how the
proposed solution to the pensions net pay
anomaly will work in practice and is also
left wondering if there will be an imminent
announcement on student loans. This is
due to the speculation that the Plan 2
threshold was going to be reduced quite
significantly and also because the Plan
1 threshold for tax year 2022/23 has
been confirmed, but the Plan 2 and Post
Graduate Loan (PGL) thresholds currently
remain a mystery.
Whatever happens, the CIPP’s policy
and research team will be here to keep
you updated at every stage. ■

Stay up to date
For all the latest updates and resources
from the Autumn 2021 budget, visit
the CIPP budget hub at cipp.org.uk/
budgethub
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a on ay ents
to olunteers
Sudeep Ganguli, employment taxes senior manager at PSTAX, discusses the
payments made by public bodies to volunteers and the taxation consequences
that could arise

S

ince the COVID-19 pandemic, there
has been a significant increase in
the number of public bodies making
payments to volunteers. This has resulted in
several queries being raised regarding the
tax treatment of such payments.
Nothing has changed regarding the status
of volunteers since the pandemic and,
similarly, we are not aware of any changes
regarding the taxation rules.
As many of you will be aware, Her
Majesty’s Revenue and Customs (HMRC)
clarified, during the pandemic, that
employees returning to their normal places
of work, even if volunteering on their
days off – or carrying out other separate
voluntary activity – were still liable to tax
and National Insurance contribution (NIC)
deductions through the payroll on any travel
costs met, as they were not travelling in
in the performance of the duties of their
employment.

What is a ‘volunteer’ or ‘voluntary
worker’?
If someone receives no payment or reward
for their time, work done or services
provided, they are likely to be a volunteer or
voluntary worker.
So, if they receive no payments or
benefits at all in connection with their
voluntary work, the question of tax and NICs
does not need to be considered by the
engager.
Some volunteers will incur genuine
reasonable expenses and be reimbursed
for those. In such cases the expenses are
not liable to tax or NICs, even if this includes
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travelling between home and the place
where the voluntary work is undertaken.
This is on the basis that the expenses are
reasonable and there is no profit element
involved. For example, if the engager pays
mileage that exceeds the authorised HMRC
rate of 45p per mile, this would give rise to
a profit element.
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Therefore, it should be noted that if the
expenses are not reasonable and include
an element of profit, then they would
potentially be liable to tax and NICs if HMRC
considers the relationship is of a nature that
makes it an employment or office holding.
Importantly, if the volunteer is in receipt
of expenses that do not fully qualify for
exemption from tax and NICs – or receives
any other type of reward or recognition
payment in respect of the voluntary
role – all expenses and benefits paid will

potentially be subject to a tax and NICs
charge if HMRC considers there is an
employment relationship or office holding
(this point is considered further below).
This would include the home to work travel
expenses (even if they are within HMRC
rates), because the person would no longer
have volunteer status for tax and NICs
purposes.
Other examples that could result in an
individual losing volunteer status include:
● the volunteer being given a voucher as a
thank you for additional work undertaken or
for their efforts, say, during the pandemic
● the volunteer is given access to an
employee assistance programme (EAP), or
other corporate benefits usually reserved for
paid employees.
It should be noted that, for tax and NICs
to be due on the profit, there must be two
elements:
● the individual needs to hold an office or
employment
● there are payments or benefits for the
work done that arise from the office or
employment.
So, could the volunteers turn into
employees or office holders simply by
receiving a small reward? To establish
whether there is an employment in place,
the relationship between the individual
volunteer and the paying organisation needs
to be considered. If there is a contractual
relationship in place under which the
‘volunteer’ works in the expectation of
receiving payment or reward in return
for doing that work, this will create an
employment relationship.
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If the volunteer works on a voluntary
basis for no reward or payment, there may
be no relationship in place which HMRC
could challenge as an employment, although
anything provided by way of reward could
change the status fundamentally.
However, even if there is no employment
relationship, please note that any income
(profit or reward) a volunteer receives is still
taxable in their hands and they are expected
to disclose to HMRC this additional source of
income under self-assessment.

Unpaid oﬃceholders and
expenses
Many clubs, societies and voluntary
organisations depend on unpaid volunteers
to act as a chair, treasurer, secretary etc.
Generally, such roles continue and could
be seen as ‘offices’ for the purposes of tax.

However, they will not have any taxable
earnings unless it can be demonstrated that
they are being remunerated for the services
provided. HMRC guidance states that its
officers should not spend time examining
small amounts of travel and subsistence
payments, although this would not apply in
the case of reward payments or expenses
that clearly include a profit element.
An example of an unpaid officeholder is
a special constable. HMRC has confirmed
to PSTAX that if special constables receive
bonus payments or other payments or
benefits, they could lose their unpaid
officeholder status. We have, however,
been able to agree with HMRC in a specific
case that a £20 voucher given to special
constables during the COVID-19 pandemic
was allowed, without it having an impact on
their volunteer status. Please note this was in
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extremely specific circumstances and cannot
be taken to be a blanket exemption.

National minimum wage (NMW) /
national living wage (NLW)
The NMW/NLW legislation does not apply
to volunteers if engaged by a charity, a
voluntary organisation, an associated fundraising body or a statutory body, but does
apply if the volunteer receives any form of
reward or payments above expenses actually
incurred. Therefore, care should always be
taken to ensure there are no breaches of the
appropriate rules and advice should be taken
in cases of uncertainty.

Summary
Volunteers are allowed to claim reasonable
out-of-pocket expenses, even for home
to work travel, without incurring a tax and
NICs liability, but they are not permitted
to receive payment for their time or work
carried out. If they do receive a reward or are
paid expenses that exceed the actual and
reasonable costs incurred, they risk losing
their volunteer status and, consequently,
they could be liable to tax and NICs on
all expenses received. Professional advice
should always be taken in cases of doubt. ■

Do you want to
fast-track your
learning?
If you’ve completed either the Payroll Technician Certiﬁcate or the Certiﬁcate
in Pensions Administration, or have at least two years’ experience as a
payroll or pensions professional and are thinking of moving onto one of
our foundation degrees, then the Recognition of Prior Learning online
assessment could help you to access year two of the foundation degree.

To ﬁnd out more, email enquiries@cipp.org.uk or call 0121 712 1044
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linded y t e
nort ern lig t
Justine Riccomini MSc FFTA AIPA Chartered MCIPD ChFCIPP, head of
taxation for Institute of Chartered Accountants for Scotland explains the
outcome from the upper tribunal (UT) in the latest in a series of IR35 cases
Key points:
● Her Majesty’s Revenue and Customs
(HMRC) won this case against an
information technology (IT) contractor
who worked at Nationwide Building
Society
● the key indicators of control, mutuality
of obligation and substitution were
examined
● the case shows that anyone advising
on employment status and IR35/offpayroll working needs to understand
the implications and refer to the Pimlico
Plumbers case decision on substitution

Background
On 8 June 2021, the UT handed down its
judgement in the case of Northern Light
Solutions Ltd v Revenue and Customs
Commissioners [2021] UKUT 134 (TCC).
The case involved a contractor (Mr Lee)
who provided his services to Nationwide
Building Society through an intermediary
company, Northern Light Solutions Ltd,
over a seven-year period (2007 – 2014).
HMRC challenged a series of contracts
which were deemed to fall outside of
IR35 between 2012 and 2015. The
first-tier tribunal (FTT) found for HMRC,
deciding that were it not for the presence
of the intermediary, Mr Lee would have
been an employee of the Nationwide, as
determined by Section 49 Income Tax
(Earnings and Pensions) Act 2003 Section
1(c).
As both parties agreed that both
Sections 49 (1)(a) and (b) were already in
place in this case, the issue which the UT
had to resolve was whether Section 49 (1)
(c) applied – i.e:
“The circumstances are such that—
(i)if the services were provided under a
contract directly between the client and the
worker, the worker would be regarded for
income tax purposes as an employee of
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the client or the holder of an office under
the client, or
(ii)the worker is an office-holder who holds
that office under the client and the services
relate to the office.”
To determine this, it was agreed that
a similar approach should be adopted as
took place in two other recent IR35 cases.
This three-step approach was set out as
follows by Herrington J and Brannan J in
their decision:
“1. Find the terms of the actual
contractual arrangements… and relevant
circumstances within which Mr Lee
worked”.
2. Ascertain the terms of the ‘hypothetical
contract’ (between Mr Lee and NBS)
postulated by s 49(1)(c)(i) of ITEPA
2003 and the counterpart legislation as
applicable for the purposes of National
Insurance contributions (NICs)”.
3. Consider whether the hypothetical
contract would be a contract of
employment”.
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Four grounds for appeal?
Although it was agreed to allow the appeal
on four grounds in July 2020, there was
controversy about how the four grounds
were then framed by the appellants
in their submission to the UT. The
respondents argued that the grounds for
appeal had been set out wider than they
were permitted to be by the appellant,

especially in respect of the question of
substitution. Nevertheless, as the judges
considered that the additional scope of
three of the appeal grounds presented no
detriment to HMRC, these three grounds
were admitted. The fourth appeal ground
relating to the ‘part and parcel’ element
was deemed to be too wide-ranging and
contain irrelevancies and was refused.
The outcomes at the UT in respect of
each ground were as follows:
1. Control
The FTT examined a typical project for Mr
Lee to work on under his contract with
Nationwide.
Some key facts established were:
● Mr Lee worked several separate
contracts, which were not carried over or
‘rolling’ from the last assignment. The FTT
considered that each contract nevertheless
represented a hypothetical contract of
employment
● each project was overseen by a
Nationwide governance board – but dayto-day tasks and project management,
including estimating project outlays, were
Mr Lee’s responsibility
● Mr Lee determined who would make up
the project team for each assignment. The
governance board could review Mr Lee’s
plans and had an overarching power to
adjust the plans, scope of the work, timing
and cost where necessary
● the appellants claimed the FTT was
wrong to have excluded the evidence
which indicated Nationwide was not at
liberty to move Mr Lee from one work
project to another, and this pointed away
from an employment contract. The UT
judges disagreed
● the fact that Mr Lee was not the ultimate
arbiter of where, when and how the work
was carried out increased the case for him
being under a hypothetical contract of
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employment, and therefore within IR35
● for this ground to be examined,
reliance was placed on two cases: Ready
Mixed Concrete (1967) and Kickabout
(2020). The need to establish a ‘sufficient
framework of control’ and that the individual
is ‘subject to the other’s control in a
sufficient degree to make that other master’.
The judges found both conditions to exist
and dismissed the first ground for these
reasons.
2. Mutuality of Obligation
The appellants claimed the FTT was
incorrect to determine that there was
sufficient presence of mutuality of obligation
in the hypothetical contract to formulate
a contract of employment between the
parties. They stated that the position was
rather, that Nationwide was not obliged to
provide further work to Mr Lee – even if
he has completed the work set out in the
contract before its anticipated termination
date. Neither was Mr Lee obliged to
continue beyond the completion of the
proscribed work regardless of the end date.
In examining the work undertaken by
the FTT, the UT judges concluded that
they should adopt the approach taken by
McKenna J in the Ready Mixed Concrete
case, which is still considered to be the
‘go to’ case for examining mutuality of
obligation. They considered that the
establishment of mutuality has two strands
to it. The first was that a form of contract
must exist between the parties, and
second, that contract must contain sufficient
elements of control and personal service to
represent a contract of service.
Furthermore, the ‘irreducible minimum’
of mutuality is that there must be an
obligation on one party to offer work, and
for the other party to carry it out as part
of a ‘wage/work bargain’ as described by
in Cotswold Developments by Langstaff J.
This long-established factor was noted by
the UT to have arisen in the recent case of
PGMOL where it was set out that … ‘it is
insufficient to constitute an employment
contract if the only obligation on the
employer is to pay for work if and when
it is actually done’ – in other words, the
employer should provide the work initially
to enable the employee to carry it out and
be paid for it.
Consequently, the judges found that in
this case, mutuality had in fact existed in
each of the hypothetical contracts and as
such, the second ground was dismissed.
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3. Substitution
The appellants claimed the FTT had erred
in its reasoning when concluding that,
whilst the hypothetical contract would have
been likely to contain a substitution clause,
that clause would be likely to be classified
as ‘almost hypothetical’. The appellants
claimed there was no basis evidence for
applying this reasoning.
The main outcome for employment
tax practitioners to note in terms of the
substitution point is that the judge held
up Pimlico Plumbers to be the leading
authority on substitution – in that case, it
was held that merely being in possession
of a contractual right of substitution is
not enough to determine the status of
the worker – substitution actually has to
happen – and the correct way to test this
is to examine how dominant the personal
service clause is in practice.
In this case, the evidence showed
that …’it would not be viable for Lee to
substitute himself for the work as the
substitute would not be able to get through
security, they would not have a laptop nor
knowledge of the work. The reality was that
it was not going to happen’.
Using the Supreme Court’s approach
to substitution in Pimlico Plumbers as the
yardstick enabled the UT to conclude that
providing personal service was a key feature
of the contract between Northern Light and

Nationwide – rendering Mr Lee within IR35
and dismissing the third ground.
Note that this approach on substitution
clauses contrasts sharply with the recent
case decision in June 2021 by the Court of
Appeal in the Deliveroo employment case,
where on that occasion, the judiciary decided
that it was sufficient to have a substitution
clause in the contract even though it was
rarely, if ever, utilised – and in that case, the
Deliveroo riders were deemed to be selfemployed due to this factor.
4. ’Part and parcel’ of the organisation
The appellants claimed the FTT had
not demonstrated a robust case for
determining that Mr Lee fell to be ‘part
and parcel’ of Nationwide. This fourth
ground relating to the ‘part and parcel’
element was deemed to be too wideranging and to contain irrelevancies and
was refused admission – which meant
that the judges refused to consider it at all.

Outcome of the UT decision
The UT agreed that the FTT had not erred
in law and its decision was sound. It is
not clear whether HMRC will rely on the
judiciary’s reasoning on the mutuality of
obligation point in future – as it differs
slightly from the currently published
interpretation of the Ready Mixed
Concrete definition – HMRC currently
believes that mutuality of obligation is
present in any contract, which is contrary
to what McKenna J set out in his summing
up of that case, but is consistent with
Langstaff J’s comments in the Cotswold
Developments Construction Ltd v Williams
[2006] IRLR 181 Employment Appeal
Tribunal case.

Seeing the light?
Whilst this decision appears sensible due
to the approach taken in terms of the tax
and employment law cases chosen as
referral points, it highlights the perennial
difficulties in employment status decisionmaking for employers and tax advisers
who are seeking to reach a sensible and
robust conclusion outside of the courts. ■
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COMPLIANCE

a ing a ista e isn t always a ad
t ing see it as a learning ur e
The CIPP policy and research team discusses how mistakes are inevitable as payroll
professionals are human – the key is how you learn from them

P

ayroll professionals process payroll
for millions of people throughout the
UK, with guidance and legislation
ever-changing. Making a mistake is easily
done and it can feel like the end of the
world. __Changing your outlook on this,
however, can have a significant impact
on, not just how you process your payroll,
but how you lead and manage your team.
Mistakes are an opportunity to learn, review
and amend.
Hearing that someone else has made
the same mistake as you can make you feel
‘human’ – that you are not alone in making
a mistake and that it is common for these
things to happen.
Here, we will look at some common
mistakes that occur within payroll, how they
can be avoided and the opportunity for
learning where errors do arise.

Incorrect employee set up
Let’s start right at the beginning of an
employee’s life cycle on the payroll.
Setting an employee up on payroll
software should be a simple task, however,
it is an area in which mistakes are
commonly made.
Best practice would be to include a
starter checklist as part of an employee’s
starter pack. Her Majesty’s Revenue and
Customs (HMRC) offer both an online
and printable version for employees to
complete, however, an employer can use
their own on the proviso that the same
information is included. Although an
employer cannot complete this on behalf of
the employee, explaining the importance of
completing the correct details is something
that can benefit both employee and
employer.
A frequent error when completing the
starter checklist centres around the student
loan (SL) section. Within this section, it
asks if an employee had a SL for studies
that ended prior to the start of the current
tax year, which isn’t being repaid directly to
the Student Loans Company (SLC). If so, a
box should be ticked which relates to the
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type of SL they had. Not ticking at all, or
ticking an incorrect box, would result in SL
deductions not being taken, or being taken,
but using incorrect thresholds. Explaining
and communicating this information to
new employees could drastically reduce
the number of mistakes at this stage but
ensuring you and your team understand the
logistics of SLs will also help immensely.

e ey to
a oiding t ese
issues is e e ti e
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uni ation
Incorrect National Insurance numbers
(NINos) are another area of error. This could
be because the NINo has been recorded
incorrectly by the employee, or due to a
keying error made by the payroll team.
Asking employees to double check their
NINos and having a checking process within
your team could reduce the number of
errors in this space.
Not assigning the correct details to your
employees will impact where their NI
contributions are held, therefore, it is crucial
to get this right.
Other things to consider at this stage
of the process are the input of P45s and
using the correct tax codes for employees.
Incorrect tax application is a sensitive area
as when mistakes are made, this can
cause frustration for employees, potentially
resulting in a loss of faith in the payroll
department.
Again, having checking processes in place
and using the information provided on a
P45 or applying the tax code relevant to the
information provided on a new starter check
list will minimise the risk of error.

Overpayments to leavers
This could be the most common error that
occurs within payroll departments – the key
to tackling this is communication.
The primary reason this occurs is

because the notification that an employee
has left the business isn’t given to the
payroll department in time or, sometimes,
even at all. Typically, the human resources
(HR) team will be responsible for ensuring
payroll are aware of this, but on some
occasions (especially in the current climate
with employees working remotely), this
information trail can be lost, with payroll
being the last in the business to find out.
This can be resolved by having clear and
concise procedures in place that everyone
in the business is aware of. A simple leaver
checklist could be introduced; however,
clear communication really is the key in
preventing this happening.
Where overpayments of this nature do
occur, the payroll department will need to
make the employee a leaver first, issuing the
ex-employee with a P45. If the employee
has been overpaid, then a letter stating how
much the employee has been overpaid
should be produced. This is simple if the
employee has been overpaid for a whole
pay period, as you will be requesting that
the monies physically paid to the employee
are returned, but as we know, this is typically
not the case. The payroll department
will need to recalculate the employee’s
final pay and request they repay the net
overpayment figure.
The ramifications of not communicating
leaver details should be explained to all
involved – they may not be aware of the
impact caused by failing to communicate
the information on time, or even at all.

Communication is key
We have briefly touched upon some of
the common errors that occur within
payroll departments. The key to avoiding
these issues is effective communication.
Having robust processes in place and
open dialogue with all involved in each
process will ultimately reduce the number
of errors. However, using errors to improve
procedures and viewing them as a learning
curve will only make processes stronger in
the future. ■

November 2021 | Issue 75

05/11/2021 12: 0

Compliance

nderstanding t e relations i
etween R and C
The CIPP’s policy and research team explores the impact that real time information (RTI) has
on Universal Credit (UC) claims, and why reporting dates have such an important part to play
Introduction of RTI

information accurately and on time. The
reason for this reminder was to highlight
the negative impact that late or incorrect
data can have on UC claims. This message
has been consistently shared by HMRC
for several years, but unfortunately the UC
system, and those requiring support from
it, continues to be impacted by submission
errors.

In 2013, the government made two
monumental changes that continue to
impact payroll professionals today. The
introduction of RTI was the biggest shakeup
to payroll in the 21st century. The annual
P35 and P14 end of year returns took their
final bow, and employers began to report
pay as you earn (PAYE) data in real time.
The full payment submission (FPS) and
employer payment summary (EPS) are now
‘business as usual’ in payroll teams across
the UK.
The information provided in these files
has allowed government to introduce new
initiatives, such as the personal tax account
and dynamic coding. One of the most wellknown, but perhaps misunderstood links
with RTI is the UC system which was the
second monumental change introduced in
2013.

UC claims – the basics
UC claims are based on an assessment
period. The assessment period usually starts
on the date the claimant applies for UC and
ends one calendar month later. This means
the start date of an assessment period can
vary any time from the first of the month, to
the last day of the month.
To calculate the amount of UC due to
the claimant, the Department for Work and
Pensions (DWP) receive RTI files daily from
HMRC. HMRC sends these files four times
per day, with the final file being sent at
9pm. The DWP then uses the information
on the files to establish the employed
earnings figure. This figure forms the basis
of the calculation for the UC claim in that
assessment period and is paid to the
claimant on a monthly basis.

Introduction of UC
UC was introduced in 2013, the same year
as RTI and created major reform to the
UK benefits and tax credit systems. The
government’s intention was to improve work
incentives and provide a smoother transition
in and out of work, alongside making a
simplified system to administer and claim.
The new UC system also looked to reduce
fraud and error in benefit claims. Whether
the government achieved its aims in the
introduction of UC is beyond the scope of
this article, however, the interaction between
RTI and UC is a key point for any payroll
professional to understand.

Payments in the wrong
assessment period
Where an FPS is submitted late, or in the
wrong assessment period, this could mean
that the employed earnings figure in the
assessment period is incorrect, resulting in an
error in universal credits received.
● example one: an employee’s normal pay
day is on the 25th of the month, and their
assessment period runs from 28th of one
month, to the 27th of the following month.
The employer pays the employee on time
but submits a late FPS on the 29th of the
month. The information would be sent to the

The impact of RTI on UC
In June 2021, eight years after RTI and
UC were launched, an Employer Bulletin
from Her Majesty’s Revenue and Customs
(HMRC) continued to warn employers
about the importance of reporting payroll
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DWP after the assessment period has ended,
possibly resulting in the DWP treating the
earnings in that period as nil.
● example two: an employee’s assessment
period is from 24th of the month to the
23rd of the month. Their usual pay day falls
on the 25th of the month, but pay day was
brought forward to the 23rd because the
usual pay date fell on a non-banking day.
A payment on the 25th in the previous
month, followed by a payment on the 23rd
would mean they have two pay days in
one assessment period. These additional
earnings could mean that an individual is not
paid the UC they are entitled to because the
employed earnings are over-inflated by the
early pay date.

Rectifying errors
In November 2020, the DWP’s powers were
extended, allowing the DWP to reallocate an
RTI payment from one assessment period
to another, helping to prevent the negative
impact from the above examples.
In example one, where the employer is
late in submitting the RTI file, the DWP has
the power to reallocate the payment to the
correct assessment period. To support the
correct allocation of earnings in the correct
assessment period, HMRC requires that the
payment date submitted on the FPS file
contains the regular payment date.
In example two, the DWP can use the
regular payment date to automatically
reallocate the payment to the correct
assessment period. This was announced as
a further improvement to the UC system in
August 2021. Again, it is essential that the
payment date on the RTI file is the regular
pay day, and not the date that the earnings
were actually received.
Claimants can request that the DWP
reallocate payment, but this is not
guaranteed and can create an administrative
and financial burden for individuals who are
already identified as having a low income.
The CIPP encourages payroll teams to check
with their software providers to ensure their
RTI submissions reflect the regular pay date
to enable a smooth relationship between RTI
and UC. ■
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ONLINE LEARNING

Overpayments
recovery
workshop
The overpayment of
remuneration to employees can
occur for many reasons. The rules
governing the right to reclaim
overpayments are complex and
must be managed with caution.
This course clariﬁes the impact
of relevant case law and statutes
and identiﬁes the practical
considerations for reclaiming
overpayments using group
discussions and exercises to
create an interactive learning
environment.

I du t
e
Research indicates that employers are more concerned about
motivation than resignation
RESEARCH CARRIED out by employment services partner, Omnipresent, has highlighted
the fact that nearly six in ten employers (59%) are worried that their staff are struggling
to stay motivated and engaged as part of a distributed workforce. The research involved
the publication of a survey, which was released to collate the views of 250 human
resource (HR) managers and C-suite professionals across the UK.
Additional findings demonstrated that less than 25% of employers reported that they
felt coronavirus had negatively impacted retention rates, and just 22% of employers
agreed that investing in a strong workplace culture could work to support low employee
turnover.

Department for Education (DfE) increases investment in cyber
training courses
DfE has increased the security courses on offer to its staff from four to 44. In financial
year 2019/20, there were just under 7,000 course participants, which has rocketed
to more than 30,000 in the current year, marking a 329% increase. The total spend
on cyber training also increased from £1,996 in financial year 2019/20 to £31,960 in
2020/21. Large numbers of course attendees completed various basic cyber security
e-learning sessions, which included a simulated cyber attack course with remedial
phishing training.
These figures show how organisations are reacting to increasing cyber threat levels,
prompted in part by the pandemic and the now widespread practice of remote
working.

Over 88 million working days lost due to ﬁnancial stress

Visit cipp.org.uk/training
to book your place

CPD
3 points

A NEW study from salary advance solution, Borofree, has revealed that the events of the last
year led to workers taking an average of three working days off in relation to financial worries.
This equates to more than 88 million working days being lost in Britain because of financial
stress.
The research was conducted by YouGov and also shows that HR decision makers are eager
to reboot employee productivity as staff return to offices. 83% confirmed their intention to
prioritise plans to improve employee productivity over the course of the next year.

Xero adds expenses functionality to its Xero Me app
XERO HAS announced that it has added integrated expenses technology into its Xero
Me app. This means that employees of organisations that use Xero payroll will be able
to submit expenses in the same place that they can access their payslips, submit any
timesheets and manage their leave requests. It is hoped that this will create a more
seamless experience for employees when utilising the self-service software. The new
functionality will initially be available for businesses in the UK, Australia and New
Zealand.

Processing pay when the clocks go back
THE CLOCKS went back on 31 October 2021, and employers are being reminded to be
careful when processing pay for staff relating to work carried out on that date, to ensure
they do not breach national minimum wage (NMW) / national living wage (NLW)
regulations. If individuals are working an additional hour that night, then payment needs
to be made at, at least the NMW / NLW (whichever is applicable) rate for all hours
worked.
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Louise Burke, freelance journalist, discusses the importance of supporting those transitioning
through the menopause at work

S

ince the pandemic, we’ve witnessed
‘the great resignation’. But there is
another tidal wave of employees
leaving their jobs due to lack of support and
empathy. Women who are going through
the menopause are falling out of the
workforce.
The way we work is one of many aspects
of life that has gone through dramatic
changes during the pandemic. Lockdown
and, consequently, an enforced working
from home culture has made employers
and employees re-evaluate their jobs and
priorities.
Following world menopause awareness
day, our focus has shifted more specifically
to those individuals who are transitioning
through menopause whilst working and the
impact this has on their performance and
well-being.
Recent research from the House
of Commons’ Women and Equalities
Committee reported one million UK
women, many in their late forties and early
fifties, and at the peak of their careers, had
left jobs due to the menopause.
We know that 75% of women transition
through menopause whilst working (of
which 5.5 million are aged 40-54 years)*
with 1 in 100** who are under the age of
forty, so how can we implement support
and change in the workplace, so that
businesses are not at risk of losing the
fastest growing sector in the workplace?
“Well-being needs to be driven top down
– led by example by senior managers,
but also embedded into the culture”, says
Lesley Salem, founder of Over The Bloody
Moon (OTBM), an organisation working
with specialists to educate and advise
employers on menopause awareness. She
continues: “Beyond policies and well-being
hubs, look at creating organisational habits
and cues that encourage people to take
agency of their menopause well-being
and give them permission to re-address

workload, type of work and the way they
work with their team, colleagues and line
managers.”
Of course, this is not always easy.
Leaders are rarely experts in mental health,
and gender-specific health issues other
than pregnancy are seldom discussed at
work. But those sensitive and emotionally
empathetic conversations are needed
to create change. Tracy Brower Ph.D.
sociologist and the author of The Secrets to
Happiness at Work, recently stated that, to
gain better well-being solutions, it requires
the leader to listen, and follow through with
action. As the popular saying goes, ‘people
may not remember what you say, but they
will remember how you made them feel.’
In the same article, Tracy Brower wrote,
“Empathy has always been a critical skill
for leaders, but it is taking on a new level
of meaning and priority. Far from a soft
approach, it can drive significant business
results.”
How do you empathise when you
have not had first-hand experience? This is
where training comes in. “Having points of
contact in the business who can respond
appropriately, empathetically and signpost
people to relevant resources, ensures early
intervention of poor mental health, and
avoids physical noticeable changes from
becoming bothersome or severe. There is
mental health first aider training, so there
should also be menopause training”.
Catherine Wheatley, human resources
director, realised the importance of investing
in awareness sessions to create more
open conversations around diversity and
inclusion at the global law firm, Eversheds
Sutherlands. “Open and inclusive are two
of the firm’s core values and having open
and effective conversations about diversity
and inclusion topics is a core focus of their
strategic approach to inclusion and wellbeing,” says Catherine. “This is supported
through quarterly check-in meetings all

colleagues have with their line managers
to discuss their well-being, career and
performance. The firm also has several
employee networks, including gender and
well-being groups, that encourage regular
open discussions on a diverse range of
topics.”
Catherine invited Lesley and her OTBM
organisation into the firm for a sixty-minute
‘Menopause, The Last Taboo’ workshop in
July. Catherine says, “The OTBM workshop
was a fantastic way of generating more
conversation and engagement with issues
surrounding the menopause and gave
a real insight into some of the signs and
symptoms to be aware of, as well as
highlighting some of the more positive
aspects to such an important transitionary
stage in life.”
But Lesley warns you do not create
empathy with a ‘tick-box mentality’.
She explains, “Too many people think
a menopause workshop means they
have covered that aspect of well-being
support. Women who are uncomfortable
about sharing their experiences, or do not
have access to support, suffer in silence.
Silence creates shame. It also allows for
misinterpretation as to why a person may
not be performing at their usual optimum.
Hence why we are seeing such a rise in
tribunal cases. So, supporting menopause
means making sure people have access to
resources to manage changes and ensuring
they can monitor and review solutions that
make menopause work regularly, and have
a network they can lean on.”
Unlike pregnancy, the menopause
changes are most disruptive for an average
of four years and during a time when life
and work are most demanding. There really
could not be a better reason to invest and
invite empathy into your workplace to allow
your team and business to thrive.
For more information, go to
www.overthebloodymoon.com/corporate. ■

*Office of National Statistics, Employment & Labour Market (Dec 20) **National Health Service (NHS)
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NEW TO PAYROLL AND
WANT TO STAND OUT
FROM THE CROWD?
The Payroll Technician Certiﬁcate meets the
industry’s rapidly evolving requirements for
knowledgeable payroll administrators.
Designed for those new to payroll, or those who wish to
improve their working knowledge of payroll processes, this
qualiﬁcation covers the core skills required to administer the
payroll function.
Includes ﬁve dynamic units:
● Calculating National Insurance contributions (NICs) and
gross payment apportionments
● Taxable pay and PAYE income tax calculations
● Statutory Sick Pay (SSP) calculations and administrations
● Child-related statutory payment calculations and
administration
● Administering statutory deductions and additional payroll
obligations

Duration
26 weeks

Delivery
Online

CPD

15 points

£1595.00
+VAT

Enrol today and start in December at cipp.org.uk/study/PTC
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Henry Tapper, chief executive oﬃcer for AgeWage, discusses the
emergence of value for money (VFM) reporting and measurement

T

he financial services industry is
now better understood for the
transparency shed by consumerists
such as Dr Chris Sier on the costs and
charges we pay for the funds, platforms
and policies into which consumers invest.
We may not fully understand complex
issues such as ownership and agency, but
professionals can now compare the cost
of products using standard measurement
frameworks such as the cost transparency
initiative (CTI) templates.
But we are a long way from finding a
common way of expressing value, and
recent work by Tesco and Ignition House
for the Department for Work and Pensions
(DWP) suggests that workplace savers
know that value is more than price. The
message from independent research
was that what people valued was a good
financial outcome and a reasonable quality
of service, whether they were shopping for
groceries or investing for their retirement.
This message has not been lost on
government. In September, the Financial
Conduct Authority (FCA) and The Pensions
Regulator (TPR) jointly issued a discussion
paper outlining the framework for VFM
in defined contribution (DC) pension
schemes. This follows guidance from the
DWP for occupational pension schemes
on assessing value for their members
which was issued over the summer. The
FCA is delivering a follow up to its CP20/9
paper aimed at independent governance
committees (IGCs) and governance
advisory arrangements (GAAs), which
should be published by the time you read
this article.
What these papers have in common is a
broadening of the debate about VFM from
a focus on costs and charges to a broader

investigation of what people are getting for
the money they are investing and the cost
of its management.
So, what does this mean in terms of
best practice?
So far, attention has been focused
on costs and charges and performance
as separate items. Quality of service has
been determined by various frameworks.
The FCA/TPR paper suggests that a more
standard approach is needed and is calling
on the pension industry to come up with
a suite of metrics that can determine
the service offering of a product using a
consistent measure. If no consensus can
be found, the paper suggests that the
government could sponsor a standard
created by British Standards Institution
(BSI), or similar, and accredited by United
Kingdom Accreditation Service (UKAS).
Since templates already exist for
measuring costs and charges and
performance (the DWP has provided a
performance reporting template in recent
guidance on consolidation), there appears
to be an emerging framework for VFM
reporting.
But we are at an early stage and what
is being presented is only a ‘discussion
paper’. It will be interesting to see what the
outcome of all this measurement will be.
The BSI standard is the kitemark which you
either receive for your product or you don’t.
This binary approach has governed
most VFM reporting with the overwhelming
conclusion being that ‘XYZ product provides
VFM’. But the approach to performance and
cost suggests a more graduated approach
may appear, perhaps with a score for
performance and cost that indicates what
historic outcomes will have been.
Just as there appears to be a move
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away from ‘cheap is best’, so there appears
to be a more plural perception of what
‘value might be’. Many savers, investing
for the future, may want to know, not just
the outcomes of their saving in terms of
net returns, but the impact of their savings
on the environment, society and good
governance (ESG). We could almost refer
to clean and dirty performance, though the
VFM measurement of ESG may well start
by looking at the greenium (the cost and
charge of ESG activity) relative to its impact
– perhaps measured in terms of success in
stewardship.
Implicit in such thinking on ‘value’ is
that it must respond to what matters to
members and here there is considerable
diversity of thought. If value is primarily
about member outcomes, should
outcomes be measured by the capital
reservoir within the pension pot or the
income stream that pot purchases?
Most workplace pensions can show
a clear link to work but no clear link to a
pension after work. Will consumers come
to consider pots without clear investment
pathways less valuable? Will this be the
opportunity for a new kind of value to
emerge where the tough decisions on how
to turn a pension pot into a wage for life
are offloaded to a large multi-employer
scheme with the capacity to share
longevity risk across cohorts of savers?
To my mind, the debate about what is
valuable in a financial product is specific
to what it is setting out to do. That is why
we should consider VFM in a pension plan
differently to VFM in a savings account.
People value pensions as a means to
stop working and the tax-treatment of
pension saving is still based on pensions
providing people with a taxable income in
retirement.
Extraordinarily, we are not measuring
the VFM of a pension plan by the pension
arising from the contributions paid. This
may be where the VFM journey ends up,
though we are a long way from getting
there yet. ■
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Matt Bland, The Co-op Credit Union chief executive oﬃcer, discusses the
advantages of savings schemes for both employers and employees

T

he statistics are stark. When
the Money & Pensions Service
(MaPS) – a government-backed
body tasked with enhancing the nation’s
financial well-being – published its UK
Strategy for Financial Well-being in
January 2020, the scale of the problem
was intimidating enough. 11.5 million
people with less than £100 in savings
to rely on; 22 million with no plan for
retirement; 5.3 million children with no
meaningful financial education. Add to
that the impact of the pandemic and the
problems are even scarier.
If you are one of the lucky ones, you
are probably sitting on more savings
than you would have had without the
pandemic happening at all, having had
no chance to spend or go on holiday like
you would have ordinarily. What’s more,
your house has likely appreciated in value
to a significant degree and any stocks
and shares you hold – either directly or
through your pension – have done very
nicely indeed.
But what about those less fortunate?
Those who have seen work become even
harder to come by or faced an income
cut through furlough; those who recently
lost the £20 weekly uplift in Universal
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Credit (UC); those for whom the planned
National Insurance (NI) increase from next
April represents a significant new burden.
The lucky amongst them are those
whose already non-existent savings have
transformed into new, but manageable,
debt – those with debt have already seen
it balloon to unsustainable levels.
This really is a story of two countries
– a great financial divide separates
those with financial resilience from
those without; haves and have nots. The
Dickensian echoes are hard to ignore.

e i ensian
e oes are ard
to ignore
But what can we do about it? It might
be helpful to start by reflecting on how it
is that those who have done well through
this pandemic have managed it. Is it
through their hard work and ingenuity,
their grim determination? Well, for many
the answer is probably yes. I would
venture to suggest, however, that there
will be some who have seen their already
relatively cushioned finances buoyed

through no particular effort on their part.
Savings accumulated simply by a lack of
opportunities to spend; assets growing in
value through the vagaries of supply and
demand.
In this, there lies a kernel of insight that
provides us with an opportunity to think
differently about how financial well-being
for all might be enhanced and, most
importantly, how the payroll professional
can provide a crucial mechanism for doing
so. The insight points to the benefits of
interventions that make good decisions
and good outcomes the default position –
you have to go out of your way not to do
the right thing.
Daniel Kahneman is a Nobel Prizewinning psychologist and economist
whose best-selling books, most famously,
Thinking, Fast and Slow, based on
learning from many years of research in
the field of behavioural psychology gave
birth to a whole new field of enquiry –
behavioural economics. You might know
this as ‘nudge’.
What ‘nudge’ theory says, first of all, is
that people make bad decisions and do
so habitually. They suffer from inertia, or
inaction, when action is required. They
perceive the future overly optimistically.
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They put off difficult decisions with
long-term or uncertain consequences
while focussing on other issues nearer at
hand (think climate change). What these
tendencies result in – not all the time, but
far too often – is irrational decisions which
are not in our own interests. Nowhere is
this more pronounced than in the field of
personal finance.
So, what’s all this got to do with being
a payroll professional you might ask. Well,
in addition to identifying the problems
that drive poor financial decision making,
‘nudge’ also demonstrates there are
ways to construct financial products and
services – as well as those in a whole
range of other sectors of the economy
– so that a ‘good’ decision is the default
decision.
A great example of this is the hugelysuccessful automatic enrolment (AE)
pension scheme, where millions of those
who were failing to save anything at all for
their retirement are now actively saving
into a pension simply because to not do
so, they had to actively opt-out – and as
payroll professionals know better than
most, the vast majority didn’t even think
about opting out. It was a no-brainer.
It is for this reason that payrolldeducted saving and loans facilities
which encourage good habits are so
effective – payroll deducted services
like those offered by credit unions. In
2017, the Fairbanking Foundation – a
charity committed to improving financial
well-being for consumers – published a
report which investigated the credit union
practice known as save as you borrow
(SAYB). What it found has profound
implications for the power of ‘nudge’ and
payroll’s crucial role.
SAYB works by credit unions asking
their members to save a small amount
(perhaps £10) alongside their loan
repayments in an account they cannot
access until the loan is repaid. It creates
a saving default which is straight out
of the ‘nudge’ handbook, and it uses
the opportunity of a positive reason for
concerted action – a borrower wants
access to a reasonably-priced cash loan
to buy something they want or need – to
create a new habit which is good for them
but not directly related to the purpose of
their action, i.e. to save. In many cases,
the borrowers have never been able to
save before.
Based on Ipsos MORI survey evidence

t

as een esti ated t at one in our
lose slee o er oney worries

from 1,200 members across seven
credit unions located across the UK
and operating in both communities and
workplaces, the Fairbanking Foundation
report found the SAYB mechanism
was hugely successful. Whereas before
borrowing from the credit union, only
26% of the 1,200 respondents were
saving regularly, after having borrowed
from the credit union under a SAYB
model, 71% confirmed they intended to
save regularly thereafter.
To put that into context, that means the
cohort almost exactly went from savings
rates reported to the MaPS in its 2015
survey for households with an income of
£13,500 or less (25% regularly saving)
to those of households with an income
of £75,000 and above (76% regularly
saving). That is, this bridges the divide so
brutally exposed by the pandemic that we
began looking at.
And there is more – because with
payroll deduction-collected loans, credit
unions set up a deduction amount linked
to the SAYB repayment plan, but thereafter
(once the loan is repaid) simply allow the
full amount previously consisting of loan
payment and savings to roll into savings
there is a double-whammy ‘nudge’ effect
as savings accumulate much more quickly
once the loan is repaid.
The impact of poor financial wellbeing on mental health and, in turn,
performance and productivity at work
is well reported. It has been estimated
that one in four lose sleep over money
worries; that 59% of those with money
worries say their performance at work

suffers. And we all know how stress and
poor mental health are amongst the
most common drivers of health-related
absenteeism in the modern workplace.
Credit union payroll deduction
schemes offer an opportunity to reduce
the price your people pay to borrow. But
that’s only half the battle. More important
by far is how we turn borrowers into
savers and help our people build financial
resilience. It is here that the credit union
payroll scheme really comes into its own.
By harnessing the insights of ‘nudge’
and pioneering thinkers like Daniel
Kahneman, the SAYB technique – coupled
with payroll deduction – can truly
transform the savings behaviours of your
workforce, with untold benefits for you as
an employer, in terms of both reduced
cost from poor health and absenteeism,
and the enhanced commitment and
loyalty that comes from being valued as
an employee for whom their employer
takes a real interest in their well-being. ■
The Co-op Credit Union provides
savings and loans facilities to workers
in the co-operative and retail grocery
sectors. The author can be contacted
at: matt.bland@co-operativecreditunion.
coop. The Co-op Credit Union’s
website is available at http://ow.ly/
Llem30rXTwU.
To find a credit union to support
you and your people, speak to The
Association of British Credit Unions
(ABCUL) by calling 0161 832 3694 or
visit http://ow.ly/p2KC30rXTwZ.
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Fair and
un air
dis issal
Nicola Mullineux, senior employment specialist for Peninsula, reviews the
decisions in three cases centred on dismissals, highlighting how important it is
for employers to act fairly
Moore v Phoenix Product
Development Ltd
The employment appeal tribunal (EAT)
has held that a claimant was not unfairly
dismissed from the company he founded
after not being offered the opportunity to
appeal.
The claimant is the inventor of a waterefficient toilet. He was the chief executive
officer (CEO) of the respondent, Phoenix
Product Development Limited, for sixteen
years until he stepped down in 2017,
staying on as a director and employee of
the company.
Although the claimant was no longer
CEO, he was unable to accept that he
no longer had significant control over the
company’s affairs. He was later dismissed
without appeal due to an irretrievable
breakdown in relationships.
Bringing a claim to the employment
tribunal (ET), the claimant argued that
his dismissal was procedurally and
substantively unfair.

The ET rejected the claim, noting
that the irreparable breakdown in his
relationship with the company meant
that he was dismissed for some other
substantial reason (SOSR), and thus the
dismissal was not unfair.
The claimant appealed this decision to
the EAT, on the following grounds:
● the ET had failed to reach a reasoned
determination as to whether the dismissal
was fair
● the ET erred in its application of relevant
case law by finding that the respondent
not offering an appeal did not make the
dismissal unfair
● the ET erred by assuming that he would
not have appealed his dismissal if he had
been offered the opportunity
● the ET had failed to establish the correct
facts and/or apply the correct burden
of proof in finding that the claimant was
100% culpable for his own dismissal; and
● the ET’s reasons for dismissing the claim
were inadequate.

t e res ondent was le t wit little
to no
oi e ut to dis iss due to t e
lai ant s ina ility to let go o t e
reins a ter ste ing down as C
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The EAT upheld the ET’s decision that
the claimant was fairly dismissed, despite
not being given a right to appeal. The
EAT found that an appeal would have
been futile in these circumstances and
that it was not, in fact, necessary for the
respondent to stipulate that there was a
right to appeal.
Turning to each of the claimant’s
grounds for appeal, the EAT held that
the ET had not erred in its application of
the law. Specifically, on the first ground,
the EAT noted that the ET was right to
find that the dismissal was fair because
the respondent was left with little to no
choice but to dismiss due to the claimant’s
inability to ‘let go of the reins’ after
stepping down as CEO.
On the third ground, the EAT decided
that this was a conclusion that the ET was
entitled to reach.

D’Silva v Croydon Health
Services
The ET has decided that a National Health
Service (NHS) receptionist, who was
dismissed after telling her employer that
she was scared to work in a public-facing
role, was unfairly dismissed.
The claimant, who suffered from a
stress-and-anxiety-induced disability,
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worked at an NHS Trust in Croydon.
In 2017, she returned to work after a
lengthy period of sick leave. Following
her return, she discovered there had
been a restructuring of roles and her
administrative role was changed to include
reception work. The claimant told her
manager repeatedly that reception work
was stressful for her and suggested many
times that she be allowed to work in the
back office.
An occupational health assessment
was conducted which concluded that the
claimant was fit to work the reception
role and not on the front desk. It was
determined that she did not have the
functional resilience required to work in the
back office.
The claimant was ultimately allowed to
work in the back office but was told the
arrangement would be temporary until she
was able to return to reception work.
Later that year, she took another period
of sick leave after being admitted to
hospital with chest pains and stress. When
she returned to work in 2018, a sickness
absence review meeting was held where
she was informed she would be returning
to a reception role as the back office
role was unsustainable – even though a
colleague had already been appointed to
work at the reception desk.
The claimant tried to find alternative
roles within the NHS, and the Trust also
suggested roles it considered suitable for
her, but all to no avail as the claimant felt
she could not do any of the roles. In the
end, she did not put in an application for
redeployment.
An occupational health assessment
doctor later diagnosed the claimant with
having anxiety about working with patients,
naming it ‘public phobia’ – also known as
‘social phobia’.
In 2019, she was dismissed on the
grounds of capability because of her ill
health. The claimant then brought the
following claims to the ET:
● failure to make reasonable adjustments
● unfair dismissal
● disability-related harassment, and
● victimisation.
The ET found that, after the
occupational health assessment doctor
had offered a diagnosis, the Trust made
no effort to find the claimant alternative
employment and did not follow its own
policy on the matter. The Trust’s policy
was described by the judge as being

t e lai ant s ast si ness
a sen es were eld against er in t e
de ision a ing ro ess
‘light touch’, still putting a lot of the onus
on the employee…[when] the duty to
make reasonable adjustments is on the
respondent, not the claimant.”
The ET judge went on to say that:
“Leaving it to the employee to find an
alternative role might successfully lead
to an adjustment being made in some
cases but the approach adopted by the
respondent to leave all the effort to the
claimant, and indeed the only slightly
better ‘light touch’ approach in the policy,
runs the risk that, like here, there are a
number of suitable roles that would be
reasonable adjustments but an adjustment
is nevertheless not made.”
It was also found that the claimant’s
past sickness absences were held against
her in the decision-making process which
led to her dismissal.
The ET ultimately decided that: “If
a fair procedure had been followed
and reasonable consideration given to
redeployment then the likelihood is the
claimant would have remained at work in a
suitable vacancy.”
The unfair dismissal claim was therefore
upheld, and the claimant was awarded
£56,684.73, which included a £24,000
award for injury to feelings. Her other
claims were dismissed, however.

Sithirapathy v PSI CRO UK Ltd
and others
The ET has dismissed a series of claims
concerning discrimination, unfair and
wrongful dismissal, harassment and more,
to avoid encouraging ‘a culture of hypersensitivity’.
The claimant worked as a lawyer for
PSI CRO UK, the respondent. She was
offered a role at the company’s branch in
Switzerland but was told that her age ‘will
prevent [her] from commanding a higher
salary’. Due to unrelated personal reasons,
she declined the role.
The claimant told the ET she was
shocked by her employer’s response
and was unaware they knew so much
about her personal life. She cited that her
employer had asked what her personal
reasons were for declining the role and
allegedly went on to say that she doesn’t

have a boyfriend, isn’t married nor does
she have any children.
Later that same year, the claimant
applied for a promotion to senior legal
counsel and was told that she was not
ready to undertake the role as she was
performing at the same level as existing
senior legal counsels. She was also told
that she was too young to expect to be
promoted.
The following year, she accepted a
non-legal role in Switzerland and her role
in the UK was terminated shortly before
she began the new role – which the ET did
not accept was to prevent her from having
continuous service.
One month after moving to Switzerland,
the claimant’s new role was terminated
due to a ‘reorganisation’ of the team, after
which she made an unsuccessful attempt
to return to her role in the UK branch
because the role had already been filled.
The claimant bought 42 claims to
the ET including but not limited to
wrongful dismissal, unfair dismissal,
breach of contract, as well as age and sex
discrimination.
The ET decided that her claims could
not be upheld because, with regards to
wrongful and unfair dismissal, her contract
was terminated outside of the UK and
the contract came to an end by mutual
agreement. The Swiss courts also found
that the law of the land had not been
breached.
Regarding her discrimination, breach
of contract and harassment claims, the
ET agreed with the employer’s argument
that the comments made were to
explain to the claimant that her personal
circumstances would not be a problem at
the Swiss branch.
The ET judge went on to say that:
“The comments were unfortunate and
awkward. However, we bear in mind the
importance of not encouraging a culture
of hyper-sensitivity or of imposing legal
liability to every unfortunate phrase. We
have concluded that, in this case, taking
into account the context of the discussion,
these comments did not cross the line
such that they amounted to unlawful
harassment.” ■
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Carer s lea e a rand
new e
loy ent rig t
Danny Done, managing director of Portfolio Payroll, provides detail around
the new entitlement to leave available to working carers

T

he government has confirmed its
intention to introduce carer’s leave
as a new statutory employment
right. This will allow employees with caring
responsibilities to take time off from work
to focus on the person (or people) they
care for. Carer’s leave entitlement will be as
important as all other time off employees
currently get. For example, maternity leave,
shared parental leave, annual leave and time
off for dependants.
Carer’s leave will be a day one right for all
employees, meaning there is no minimum
amount of service required before staff can
request it. Eligible employees can take up to
one week (five working days) of leave per
year. The leave can be taken flexibly, either in
individual or half-days, up to a block of one
week.
There is no obligation for employers to
pay those who are on carer’s leave – the
statutory entitlement is unpaid for eligible
employees, but organisations have the
option of offering contractual pay. Details
of this should be outlined in the employer
handbook and communicated with staff. It
is important that any enhanced payments
are offered consistently, ensuring all staff
are treated fairly and equally. Doing so
minimises the potential risks of constructive
dismissal or discrimination claims.
The right will only apply to people with
employee status, so workers and selfemployed individuals will not be included.
These employees must be unpaid carers,
and the person they provide care to must
be someone with a long-term care need. For
example, a person with a long-term illness
or injury covered as a disability under the
Equality Act, or issues relating to old age and
terminal illness. The relationship between
the employee and this person will follow
what is already in place for the right to time
off for dependants. Namely, a spouse or
civil partner; child; parent; person who lives
in the same household (but is not a tenant,
lodger or boarder); or a person who relies
on them for care (i.e. an elderly neighbour).
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There is no set date for the entitlement’s
implementation. However, the government’s
consultation response document outlines
that legislation will be introduced to make
carer’s leave a statutory right as soon as
Parliamentary time allows.

legislation will
e introdu ed
to a e arer s
lea e a statutory
rig t as soon as
Parlia entary
ti e allows
Whilst this new legislation is very similar
to what is already available for time off for
dependants, carer’s leave is a brand-new
entitlement that employers need to factor in
as an additional type of leave and know how
it should be managed. Organisations should
consider providing additional training to their
managers and human resource (HR) teams,
and be prepared to update policies and
procedures and then communicate these
changes with the workforce. They will need
to assess how requests for carer’s leave will
be submitted and approved, review staffing
levels to ensure there are enough people in
place to cover those who go off on carer’s
leave and implement systems to manage
carer’s leave.
Managers already aware of employees
with caring responsibilities should consider
that they may request unpaid carer’s leave,
so should be prepared to accommodate it.
Refusing carer’s leave or failing to comply
with the new statutory entitlement
could lead to costly tribunal claims for
organisations. As well as breaching
employees’ statutory rights, there could
be the risk of discrimination (including
associative discrimination) claims if the
employee is placed at a detriment for
needing to take carer’s leave. Associative

disability discrimination claims can be made
when an employee is treated unfavourably
due to their relationship with someone
who has a disability. There could be an
increased risk of constructive dismissal
claims if the employee feels that they can’t
work somewhere anymore because their
employer refuses the leave.
Carer’s leave shouldn’t be included in
absence triggers for disciplinary action.
Doing so could further increase the risk
of tribunal claims. But it’s important that
employers keep track of how much carer’s
leave an employee takes, to make sure
they don’t exceed their entitlement of one
week per year. Managers with grounds to
believe their employee is unreasonably
requesting or taking carer’s leave can
discuss their concerns with them, and
subsequently decide what action to take.
Placing someone at a detriment, including
giving them a warning or dismissing, can
lead to unfair dismissal and discrimination
claims. However, if a full process has been
completed and there are unsatisfactory
explanations for utilising statutory carer’s
leave, employers can follow their usual
disciplinary policies to determine the best
outcome.
In situations where statutory carer’s leave
is not appropriate to use – for example,
if the person only has a short-term care
need, or does not meet the definition of
a dependant – organisations should not
automatically rule out other types of leave.
Time off for dependants can be used in
emergency situations, or compassionate
leave can be used to allow employees
to be with those who are seriously ill or
injured, without having a wider involvement
in providing their care. If the need for
the leave does not fall into any formal
categories, employers should be reasonable
in authorising unpaid leave to support staff.
Doing so helps reduce the risk of unplanned
and long-term absences and contributes
towards increased retention, motivation and
productivity. ■
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LONDON COVERING EAST ANGLIA, THE MIDLANDS,
LONDON, SOUTH WEST AND THE SOUTH
PAYROLL ASSOCIATE
£25,000 - £30,000 READING REF: 964999LW

Fill your vacancy or ﬁnd your next career
move at www.portfoliopayroll.com

Our client is looking for a Payroll Associate to join their large and friendly team.
This role will broaden your experience with complex weekly & monthly payrolls.
You’ll have knowledge of full payroll processing and will be proactive in keeping
up to date with legislation. You’ll be able to work on your own without requiring
regular supervision.

PAYROLL CONSULTANT
£30,000 - £34,000 LONDON REF: 966456AH
We’re recruiting a Payroll Consultant for a reputable corporate services company
who will require strong technical payroll experience and good communication
skills.You’ll manage the whole payroll function from start to ﬁnish plus assist with
the implementation of their new software. You’ll also support their international
client’s expansions, therefore will require an in-depth understanding of
complicated payroll issues.

RECRUITING
FROM YOUR
OFFICE...
...OR
REMOTELY

MANCHESTER COVERING MANCHESTER, NORTH
WEST, YORKSHIRE AND THE NORTH EAST

PAYROLL AND BENEFITS MANAGER TEMP TO PERM
£20 - £25PH CHESHIRE REF: 967158SP
Our client is looking for a Payroll & Beneﬁts Manager who can hit the ground
running and manage end-to-end payroll and the Payroll team. They are looking
for a strong leader, someone who has lots to bring to the table and in return they
are offering some great beneﬁts.

EXECUTIVE SOURCING EXECUTIVE PAYROLL TALENT
INTERNATIONAL PAYROLL MANAGER
UP TO £70,000 LONDON REF: 967224GC
An international professional business with ofﬁces across the globe are looking
to recruit an International Payroll Manager to join them on a permanent basis.
You’ll be responsible for a small payroll team and managing the EMEA payrolls
across 20+ countries; therefore, must have relevant experience. This role will be
able to provide a blend of ofﬁce and home working + AMAZING beneﬁts.

EMEA PAYROLL SPECIALIST – SENIOR ASSOCIATE
£55,000 - £60,000 LONDON REF: 966978RMC

CONTACT US TO HIRE THE
BEST PAYROLL TALENT

Our client, a world-leading Financial Services organisation are seeking an
experienced EMEA payroll professional. You’ll be responsible for processing
of multiple payrolls across the EMEA region, collating monthly payroll data to
provide to the payroll vendor. You’ll also assist with the continued rollout of the
payroll system across European regions therefore experience with project work/
change management would be ideal. A highly
progressive role with a competitive beneﬁts
package. The role will be a mix of in ofﬁce
and remote working.

Contact one of our specialist recruitment consultants to ﬁll your vacancy or ﬁnd your next career move!

LONDON 020 7247 9455

1 FINSBURY SQUARE, 3RD FLOOR, LONDON EC2A 1AE

MANCHESTER 0161 523 5585

THE PENINSULA, VICTORIA PLACE, MANCHESTER M4 4FB

www.portfoliopayroll.com

Please get in contact with us to request
a FREE copy of our salary survey
recruitment@portfoliopayroll.com
Rated as Excellent

PPPROCT2021 - FP - porfolio payroll.indd 35
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Payroll s ra ti al
role in deli ering
e
loyee rewards
and well eing
Jerome Smail, business journalist, engages with a team of experts to explore
whether payroll should extend its role to advise and drive change in relation to
employee rewards and well-being

T

he remit of payroll professionals has
grown extensively over recent years.
This is apparent in many areas, not
least the increasing extent to which payroll
is playing a practical role in delivering
employee rewards and well-being.
However, grey areas exist, and many
professionals in the industry might ask how
payroll should go about extending its role
in this area, and how can the function be
proactive, advise and drive change?
To find out, I sought counsel from some
leading luminaries in the field:
● Eira Hammond ChFCIPPdip, head of
payroll, Hi Group
● Ian Hodson MSc ChFCIPPdip, head of
reward, University of Lincoln
● Simon Juffs, corporate business
development manager, Radiant Corporate
Benefits
● Glyn King, group managing director,
Datagraphic.

How can, and should, payroll
extend its role, be proactive,
advise and drive change in the
ﬁeld of rewards and well-being?
Eira Hammond: It is important to
understand what motivates employees
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Per or ing sur eys
and understanding
w at ty e o
ene ts would
oti ate your
e
loyees is
relati ely si
le
to do
when considering implementing a reward
or well-being package. For example, there’s
no point in offering the option to purchase
extra holiday if it is difficult for employees
to take leave due to staff shortages.
Performing surveys and understanding
what type of benefits would motivate your
employees is relatively simple to do, and
the resulting employee well-being package
could have the potential to retain current
staff and attract new talent, enhance
employee well-being, improve productivity
and reduce absenteeism.
Even if reward as such is not formally
part of the payroll professional’s role, it is
important they keep up to date and aware

of all the options available when it comes
to reward and well-being, processing them
through payroll effectively and efficiently
to remain compliant. This will also ensure
their company is making the most of all
employee benefits available to support
their employees in the best possible way.
Ian Hodson: There are many additional
benefits for which a company can
use the workforce size to negotiate
discounted rates. They can be operated
through deductions via payroll at source,
whether this be cycles, gym, health plans
or insurances, which means payroll is
intrinsic. There are also aspects of financial
well-being, like short-term loans, where
deductions direct from payroll and a
lower likelihood of someone defaulting
on repayment, means a guaranteed lower
interest rate. For any other employee
benefits, the operational involvement of
payroll makes sense, as an extension to its
service of efficiently resolving queries. It is
also a respected voice in communications
which could help to promote the offering.
Strategically, as we see a growing need
to make the employee offering attractive,
displaying an ethical approach to wellbeing and a culture that is engaging,
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Feature topic – Payroll’s practical role in delivering employee rewards and well-being

ery organisation is di erent, and one
si e ost de nitely does not t all

payroll can lead on the progression of
influencing the design of employee reward
and well-being. This can be achieved
through the analysis of payroll information
and identification of trends, particularly
those with financial implications, such as
sickness absence. Knowing the problem
and identifying solutions from the reward
and well-being markets, and matching
these to measurable key performance
indicators (KPIs), will all help ensure
payroll is involved in business change.
Simon Juffs: Successful employee rewards
and well-being strategies all have one thing
in common: an excellent communications
strategy. Working within a wider team,
payroll can certainly help drive change. As
payroll typically communicates to staff on a
monthly or weekly basis, gentle reminders
and nudges using payslips (whether paper
or online) can add value to the overall
marketing campaign, so it makes sense for
them to be involved at the outset.
Glyn King: Payroll professionals already
have the key skills and the access to
employee information they need to have
a real impact on employee well-being.
There are some simple ways payroll can
help. For example, employees that are
nearing the end of their career may feel
anguish if they lack understanding about
the process, what they are entitled to
or the value of saving for retirement.
Working with your organisation’s pension
providers, you can help communicate
and educate employees about automatic
enrolment (AE) and the pension
scheme(s) available.

calculated manually before being loaded
into payroll.
Also, in recent months I have been
working with a brand new financial
technology (fintech) company that
specialises in technology and payroll (in
the employee well-being sector). I have
seen first-hand a payroll that has been fully
automated. This is from the moment the
client sends their data in a specific format
on a secure portal, to that file being picked
up, loaded, the payroll run, full validation
process performed and reports sent back
to the client. All without a single manual
intervention.
There is a halfway house, though,
where the key processes that are most
prone to error are automated using a
good technology platform, which reduces
manual intervention and subsequently
lowers the risk of errors. I believe it
is crucial for payroll to utilise the best
technology available to them. This could
be through software providers offering the
latest versions of their products or through
implementing a new solution that enables
more automation.
IH: Transitioning to online payroll advice
seemed like a huge step when it was first
happening but now we would not expect
anything else, as we access everything
through our phones and have one eye on
the environment.
Online pay advice will always provide a
continuous point of self-service to which
other functions can be added and utilised
due to the frequency at which pay details
are reviewed. I believe we are somewhat
dependent on technology to advance the
service and offering, and the key word is
‘flexibility’.
Every organisation is different, and one
size most definitely does not fit all, so
what is really needed is functionality that
can be turned off and on, as well as being
adaptable to ensure it fits correctly.
SJ: More and more, we are looking to
technology to inform and advise. If we
take payroll, we can see that, in recent
years, technology advancements have
negated the need for AE middleware. This
has generally been a huge success, saving
money and reducing errors and omissions.
The pensions industry has seen less
compliance breaches as a result.

To what extent must payroll rely
on technology and so ware to
achieve success?
EH: There are two scenarios that come to
mind in how we use technology (or not)
in payroll.
A company I recently worked with
receives data via spreadsheets exported
out of their human resource (HR) system,
which is not linked to their payroll system
at all. That data is manually input into
payroll, then the team uses the same
spreadsheets to perform a 100% check
on the data and output from their payroll
provider to ensure payroll is processed
accurately. The same company did not
have a system to record holiday or other
absence information, so that data was
all held on spreadsheets. Additionally,
sickness is recorded by payroll and

The link between payroll software
improvements is evident.
GK: Whether you view technology as friend
or foe, it is undoubtedly shaping payroll. It
is creating a path for payroll to spend less
time on data entry and number crunching,
and more time applying their analytical and
communication skills to the more ‘human’
aspects of the role. Unfortunately, without
the help of technology, payroll teams
will not have the time or resources to be
proactive and advise change in important
areas such as reward and well-being –
areas that are not considered their core
responsibilities.

Cost controls may be a factor for
organisations restabilising and
ultimately protecting jobs – how
can payroll analyse the data they
hold to inﬂuence good strategy
design?
EH: I would like to believe that most
payroll professionals are confident that the
data in the payroll system is as accurate
as it can be, and that being able to utilise
that information to inform and support
corporate decisions is one of the best
ways payroll professionals can influence
strategic design. Payroll should be able to
accurately report turnover of staff and take
up of employee well-being programmes,
showing which reward options are more
attractive to employees than others. Payroll
should also be able to highlight trends
in absenteeism using absence data and
benchmarking salaries for the industry
sector, using the benchmarking and salary
surveys that are published frequently in the
payroll industry.
A company I recently worked with made
a strategic decision to close one of their
global offices, and the decision process
was supported by the payroll team dealing
with that particular entity. Unfortunately,
incorrect information was provided to
calculate the expected redundancy
payment, as the system used performed
incorrect redundancy calculations, and
so the strategic decision to close that
office was invalidated. Consequently, this
caused quite difficult circumstances for the
employer who had much higher costs to
contend with than anticipated.
IH: I think cost control is, not only about
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Termination
payments

highlighting variable costs, but also about
providing a perspective of what alternative
costs may be. We often look at overtime
costs as being an avoidable overhead but
let’s offset that against what the overtime
achieved, or the alternative of trying to
engage casual labour at short notice.
What I like to see is rolling trend analysis
and comparison of year-on-year trends to
identify significant movements in absence
costs, holiday trends and benefit take-up
to then determine what has changed
and what may need to happen. Costs
associated with labour tend not to become
a problem overnight, but are more of
a growing trend that can be identified
early. I think the data is also particularly
powerful if overlaid with other employment
demographics to understand if there are
also any gender pay issues emerging.
SJ: For small and medium-sized
enterprises (SMEs) especially, salary
exchange is often underused and so offers
many employers a way to reduce the tax
that both employees and the employer
pay. For a business with fifty employees, an
average salary of £30,000 and in a group
pension paying 5%, typical annual savings
for the employer could be £10,350 per
annum.
With employers looking at ways to
negate the costs of the new health and
social care levy, salary exchange could
help. Payroll can be proactive in analysing
which clients and pension members don’t
use salary exchange to work out potential
savings. Even low take-up schemes can
increase savings with a rejuvenated
communications programme. Generally,
anything lower than 70% take-up should
be reviewed.
GK: Payroll teams have access to valuable
data and knowledge to help provide
guidance to other stakeholders within

Learn how to process a number
of common termination
packages correctly, from
redundancies to contractual
breaches, retirement and
death-in-service.
Visit cipp.org.uk/training
to book your place

CPD
3 points
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their organisation. For example, using
timesheets and pay information, payroll
teams can see how much is spent
on employees working overtime. This
information can be passed on to relevant
departments to evaluate what areas of
the organisation need help with working
more effectively and efficiently to reduce
unnecessary overtime costs. By cutting the
expensive overtime costs, the core jobs of
employees are more likely to be protected.

Do we need to think about se ing
objectives that are more focused
on inﬂuential change despite the
fact that transactional processing
should always come ﬁrst?
EH: I agree that transactional processing is
important, but should it always come first?
I’m not so sure.
Processing accurate and timely payroll
is absolutely the priority but, like in the
answer to one of the points above, we
should consider utilising technology more
effectively so that transaction processing is
reduced because of automation. This will
result in the whole payroll function being
more strategic and offering payroll teams
more in-depth roles than just that of data
processing.
IH: Absolutely – we do for management
and leadership roles and we need to get
the wider team involved in supporting the
change programmes alongside the dayto-day operations. That is what keeps roles
interesting, fresh and exciting.
SJ: For larger employers, health and
well-being governance committees are
becoming more and more common with
representatives from HR, pensions, reward
and payroll coming together. Terms of
reference and objectives are set at outset.
A collaborative approach to health and
well-being should always involve payroll
and we are seeing more and more of this
happening.
GK: Payroll’s core responsibility will
always be to pay people accurately and
on time. But as payroll teams start to use
automation technology, they will spend
less time on manual and administrative
tasks and use the time saved to focus on
other higher-value tasks such as providing
guidance on financial awareness and
insight to help improve employee wellbeing. It’s tasks like these that will help
payroll become involved in, and influence,
strategic decision making within their
organisation. ■
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Daniel Cookson, marketing director at Moorepay, looks at how the pandemic
has impacted payroll and human resource (HR) departments

D

espite the pandemic, the tech
industry has continued to evolve,
and some advances have been
directly driven by Covid-19’s effect on our
daily lives. For example, many businesses
transitioned to a remote working model
and needed cloud-based software, resilient
communications systems and enhanced
information technology (IT) security
measures to make this possible.
Looking closer to home, how has the
impact of Covid-19 affected the adoption of
digital technologies within payroll and HR?
While disruptive technologies, such
as predictive analytics have been in use
for some time, has Covid-19 pushed
businesses over the technology tipping
point?
The CIPP’s Future of Payroll Report
2020 revealed that 46.7% of payroll
professionals planned to develop their data
analytics skills within the next two years.
This suggests that payroll professionals are
recognising the power analytics can give
them in addressing the challenges we can
predict and seeing the importance of being
empowered to adapt rapidly to those we
cannot. Indeed, it’s perhaps more in these
moments when analytics really comes into
its own.
However, are payroll providers keeping
up with their clients’ demands for
innovative analytics solutions? In our annual
payroll industry survey*, we asked ‘what
are your top frustrations with your current
payroll provider?’ The top voted response
in 2019, 2020 and 2021 was ‘limited
reporting and analytics’. The trend line has
seen a consistent decline over the past

three years which means improvements
are being made in this area – but it is
not enough. As greater demand is placed
on payroll and HR professionals to build
objectives and strategy on accurate data
analysis, better software functionality is
required.
Real-time data that is automatically
configured in helpful charts and graphs
takes the headache out of data analytics.
Businesses that are combing through vast
amounts of data in Excel spreadsheets are
asking themselves why it’s not easier – and
rightly so.
We recently held a payroll industry
briefing where we discussed the findings of
our recent survey with a panel of experts.
Vickie Graham, business development
director at the CIPP, joined our panel and
stressed the importance of suppliers and
clients having open conversations about
analytics. This will ensure that frustrations
around reporting and analytics are
alleviated, and clients are not settling for
inadequate workarounds.
During our panel discussion, Anthony
Vollmer, managing director at Moorepay
discussed what the future could hold for
businesses with limited reporting and
analytics. He described two key drawbacks:
the time it takes businesses to analyse data
and the risk attached to not having access
to business-critical information. Without
analytics, you either don’t get to the insight
which can create risks that could otherwise
be mitigated, or it takes an awful lot longer.
Having dashboards that tell you
headcount growth rate by gender, or salary
range distribution by age for example, can

s greater de and is la ed on
ayroll and R ro essionals to uild
o e ti es and strategy on a urate
data analysis, etter so tware
un tionality is re uired

help leadership teams make decisions
immediately. This kind of insight can take
hours, days or even weeks to obtain and
analyse manually, and in an unexpected
crisis that time can be exceptionally
valuable. In addition, real-time, data-driven
dashboards can intelligently join multiple
sources together and present insightful data
on factors you didn’t necessarily realise you
needed to review.
So, from an investment perspective,
businesses benefit from having analytics in
place for when the unexpected happens.
But, as many professionals are recognising,
you also want it in place to help with the
strategic function payroll performs today
– and will perform in the coming months
and years.
Much of the power of analytics comes
from the data being analysed, which is
where modern, integrated payroll and
HR systems really come into their own.
Interestingly, our survey results show there
has been more movement in the market
during the past year, with those stating they
have been with a new payroll provider less
than one year, seeing an uptick of 48%
year-on-year.
Meanwhile, the number of people who
have been with their provider long-term
– more than five years – has declined,
suggesting businesses are becoming less
loyal and more willing to shop around for
the right solution.
When thinking about the use of analytics,
we know that data fuels key business
decisions. It always has but when you face
a crisis such as the Covid-19 pandemic,
the hunger for this data increases.
Business leaders were forced to make an
overwhelming number of crucial decisions
and needed to be able to quickly digest
substantial amounts of data on labour costs,
skills gaps and absence rates, for example.
The intelligence from analytics is integral to
both the speed and quality of our decisions
in these critical and fraught moments.

* Moorepay Annual Payroll report 2021
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e uture
o ayroll
The CIPP policy and research team hosted a roundtable at National Payroll Week (NPW), led by
Samantha Johnson LLB(Hons) ChMCIPPdip, CIPP policy lead, to discuss how payroll might
look in the future
Candy Jackson – Microfinch
Eira Hammond ChFCIPPdip – Hi Group
Gemma Creamer – Portfolio Payroll
Jade Burke – Reward Strategy
Karen Beckett BA (Hons) ChFCIPP
– Dorset Healthcare University NHS
Foundation Trust
Leslie Symonds – Ceridian
Melanie Pizzey – GPA
Michelle Sutton MCIPPdip – Suez

N

PW provided the first opportunity
in 2021 for the CIPP to meet
face to face with its members.
Kicking off the week in style, the Future of
Payroll roundtable explored technology,
data security, flexible working, succession
planning and much more. The discussion
was based on the results of the 2020
Future of Payroll survey, which provided
interesting findings for the discussion.

Artificial intelligence (AI)
86% of survey respondents said that AI
will continue to replace more transactional
payroll tasks, and 68% considered that
this will allow payroll to add more strategic
value. What is the future for AI and payroll?
Will Jackson: Let’s demystify AI. Using a

Richard George MCIPPdip – The Payroll
Centre
Rob Gimes – Access People
Samantha Johnson LLB (Hons)
ChMCIPPdip – The CIPP
Spencer McDonald – ADP
Steve Watmore – Sage
Vickie Graham DipM ACIPP ACIM – The
CIPP
Will Jackson – Zalaris
macro to automate a spreadsheet function
is technically AI, it is using automation.
However, there is a second aspect of
it – that is machine learning, where the
machine gets smarter the more you use
it. Chatbots are a notable example, as they
use history to start to anticipate what the
next question might be.
Vickie Graham: The CIPP uses security
software where machine learning identifies
what normal behaviour is, giving it the
ability to flag when something out of the
ordinary happens.
Samantha Johnson: AI is one of those
terms that has a different definition for
everyone. It can be anything from a system
calculating sick pay all the way through
to machine learning. Software providers

at orona irus as done or a lot
o ayroll de art ents is a e t e
analyse t e ris s in ayroll and t eir
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are giving payroll growing opportunities to
shape what payroll could look like.
Michelle Sutton: Customer service is still
an important aspect of payroll. You cannot
have a conversation with a machine.
Rob Gimes: I agree, people will still need
to speak to people and there still needs
to be skilled individuals who understand
how things are calculated to then relay
that information to others. That will be the
future of payroll.
MS: Every year we send an email to
all employees on a month 1 tax code.
Employees love that service because they
get their rebate sooner. The task can be
automated, but a machine would not have
thought to deliver that level of service.
Eira Hammond: To me, that is the true
value of payroll – understanding how it
is done to then automate and give space
to deliver an exceptional service. Before
I joined Hi Group, I never believed that
technology could run payroll. However,
I have seen with my own eyes that it is
possible. Payroll teams often think, ‘what
are we going to do if technology takes our
role?’ but using the technology to do the
simpler stuff allows payroll to use their
skills and experience in more complex
areas.

Security
Only 38% of respondents hosted software
in the cloud. How do you see this figure
changing in the future as people continue
to work remotely? And what impact could
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remote working have on data security in
payroll?
Spencer McDonald: The traditional ways
of working have been highlighted during
the pandemic. Companies had to find a
way to run payroll offsite, and it is amazing
how many people still have paper payslips.
For businesses, security is paramount, and
they are asking how secure data is more
so than ever.
MS: Good security is about education.
Your payroll team needs to understand
what acceptable use is. For example, they
could download a bank automated clearing
service (BACS) file onto a desktop, but
they wouldn’t because they know it is not
acceptable.
VG: It is important that teams understand
the reason why too. What is the risk of
breaching acceptable use? Data is so
valuable and cyber security is becoming
more popular as a topic because
scammers are using more intelligent and
complex methods to extract data from
individuals.
WJ: What coronavirus has done for a lot of
payroll departments is make them analyse
the risks in payroll and their disaster
recovery processes. We mobilised easily,
but we had to step in for customers who
didn’t have a plan B.
Richard George: The other challenge is
the change in environment from office to
home. There is such a huge educational
change around the parameters of how
people work when working from home
(WFH), and security needs to form part of
that.
Gemma Creamer: Recruitment is so
much easier for hybrid working and it
is seen as more of a benefit than a pay
rise for many people. Money is not the
main motivator anymore. Recruiters are
having to manage recruitment processes
differently because it is all about flexibility,
well-being and employer empathy.
Employers have also found they have
been able to identify training concerns
highlighted due to WFH.
SJ: Do you think if there are security

t goes a
to
t e asi s o
ayroll, treat
e eryone s ay as
i it is your own
breaches when WFH, we will start to see
the industry go back to the office or will we
see security technology adapt to manage
the risk?
Leslie Symonds: We will see security
addressing the gaps to manage the data
risk. Companies also need to think through
and adapt their policies so that they make
sense and hold true in the new working
environment. Do you have a password on
home Wi-Fi settings, for example?
Karen Beckett: It goes back to the basics
of payroll, treat everyone’s pay as if it is
your own. That is the education from day
one. Treat all data in that way.
EH: Many small and medium-sized
enterprises (SMEs) use payroll products
and manage their processes through Excel,
using emails to share information. It is a
huge risk.
RGi: That is how many businesses operate
– that is why education is so important to
encourage them to choose to work in a
different way. There are file-sharing tools
that are widely available to keep data
safe – nobody should be sending email
attachments. I have worked hard to keep all
exception reporting inside the product, but
users still ask if they can export the data.

MS: We implemented drawdown to
support employees and help them avoid
going to pay day loans. We see regular
users of the scheme and you could argue
it is encouraging the cycle of debt, but it
is likely they would have gone elsewhere,
and this is a better alternative.
EH: When companies moved payrolls
from weekly to monthly, it was to support
employer cashflow – nobody asked if it
was right for employee well-being. When
we give employees money at the end of
the month, do we know what people are
going to spend it on? It is their money,
what right do we have to prevent people
from having access to their own money?
RGi: I agree, for me the moral dilemma is
the cost – asking employees to pay a fee
to access their earnings.
Melanie Pizzey: It is also a concern
that there is no body regulating these
companies, and there are some dubious
companies coming into the space at the
moment.
Steve Watmore: The people most
impacted by this are those that are more
vulnerable. It is important to also educate.
Employers should be facilitating POD for
the right reasons.
WJ: The gig economy will create an
environment in which people have more
than one job. Technology will ultimately
support flexibility and the ability to
drawdown. POD is not just about financial
challenges, but perhaps because that is the
way it should be.

Pressures of technology
Pay on demand (POD)
97% of respondents did not offer a
POD solution, but 35% said they would
possibly, or will, introduce a solution in the
future. Will this payment facility be a part
of the future of payroll?
RG: The nature of the world is changing.
In the gig economy it’s already POD.
It is a very morally difficult position for
employers. Are you doing the right thing
for your employees, or are you just
increasing the problem?

Payroll needs to re rand
e need to
tal a out ow any illions ow
t roug
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In her foreword, Daniela Porr describes
technology as “bringing new solutions
and pressures” into payroll teams, what
pressure does technology place on payroll?
WJ: Technology will not solve all your
problems. Testing is crucial, but not as
crucial as looking at what you are trying
to do differently. Do not reconfigure and
implement the same thing. Look at what
you are doing now, and work with your
provider to shape what you want.
MP: Sometimes people sell the dream,
and it does not come true. People lose
jobs because they implemented software
that did not deliver. There should be a
responsibility on providers to be honest
and transparent. This often happens
because payroll teams are not involved
right at the beginning.
SM: Companies should not just look at
technology – they should look at their
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own process. Trying to sell to users is
difficult because you are often working
at stakeholder level when the users who
implement the software have not been the
decision makers.
SW: We also need to be careful of buzz
words throughout, such as integration and
automation. You need to have auditability
of what these words do.
SJ: Throughout implementation projects,
assumptions happen by the provider and
the teams, creating results that neither
party wanted. If payroll get involved earlier,
they can ask the detailed questions sooner
rather than later.
KB: The challenge for payroll is that we
only trust technology when we test it.
SW: You must trust technology otherwise
you will never step forward. The technology
should be telling you it thinks something is
wrong and flagging for you to check it.
KB: Payroll teams also need to have
fundamentals and not just rely on the
system. We are the ones that need to give
answers to employees.

Flexible Working
67% of respondents saw an increase
in flexible working requests and 82%
allowed teams to work from home. How
will flexible working impact the future of
payroll?
WJ: Crucially, you must have the option.
For example, removing start and end
times or allowing heads of departments
to decide where their teams work.
If someone does their job in twenty
hours rather than forty, that is them
being efficient. Employ with trust and all
employees must do is keep it.
RG: It is a double-edged sword. In the
pandemic, we saw two different things.
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Certain people stepped up their outlook,
productivity, and their attitude to work.
Others did not. WFH enhanced that vision
of what happens in an office.
SW: It’s not a will, it’s a skill. Without that
communication and collaboration work
in the office some people really struggle.
Companies need to teach employees how
to work from home, educating about how
not to burn out, how not to always be online.
MP: Equipment and environment is also
important. People had to set up desks and
chairs. Some were working on their dining
room table, others in studio flats with
partners. There have been some really
challenging working conditions.
SM: It has been really difficult over the last
eighteen months, and we should avoid
talking about who has done nothing. We
have all faced personal challenges with
home schooling, mental health and the
logistics of WFH. Employers should be
careful about saying who has been a
superstar and who has not.
SJ: The pandemic has given us an
opportunity to experience WFH. Each
business now needs to decide, based
on its own culture, what is right for them.
Employers must be aware they could
create a flight risk if employees want to
continue to work remotely or in a hybrid
fashion and it is not offered.

Co
anies s ould
not ust loo at
te nology t ey
s ould loo at
t eir own ro ess

KB: Some people cannot work from home,
for various reasons. It could be anything
from their home set-up to their mental
health. As a manager, you have got to
try and identify if people cannot cope at
home.
SM: The other side to consider is remote
workers. It is difficult not to let the officebased workers dominate the airways and
ensure remote workers get to contribute.
Often, people will return to work if they
want their voices heard.
LS: Firms need to have policies in place to
adapt for those issues. For example, if any
of the team are not present in the office,
the whole meeting should happen online.
We are going to have to see more of a
conscious effort of how WFH works.
GC: The good thing about the pandemic
is that it has accelerated attitudes to WFH
– but you would still be surprised how
many companies are insisting on five days
a week in the office. That is a tough sell to
candidates on the market right now.

Key Skills
The top five skills respondents were
looking to develop in the future were
leadership, technology automation,
remote working, communications and
data analytics. Do you agree with this list
as the priorities for payroll professionals?
SW: I do not think the individual needs
a skill of technology automation. You
need to understand it to a point, but if
you understand it too much, you become
a developer. Payroll is more about the
people-focused elements of the role.
SJ: If you constantly rely on a provider, it
is going to come at a cost. Understanding
the system and being able to adapt it to
change is how you get value out of both
the system and the team.
MP: Fifteen years ago, payroll was all about
customer service. It has been forgotten for
a few years but is coming round again.
MS: It does depend on the team. I cannot
imagine my team not delivering great
customer service because that is the
standard we set. But I recognise there is
really bad service out there too, where
errors aren’t corrected, and employees
have no contact with the payroll team.
RGi: Is it because the resource in payroll
has been squeezed that we have moved
away from customer service? Return on
investment cases are often based on the
reduction of the size of teams.
SW: Or is it because payroll teams are
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better than they used to be? They are not
getting it wrong because technology is
helping them?
MP: Customer skills have decreased
slightly. People can sometimes avoid using
the phone and communicate via emails
instead. Customer service is an important
skill for payroll professionals to hold.

Communication
With 93% of respondents using email,
phone or face-to-face methods to answer
queries, and only 2% using chatbots, will
this technology play a part in the longterm future of payroll?
LS: Financial institutions are using chatbots
and many people are happy to engage in
this way. It is strange that people do not
want to engage with this in payroll.
VG: Payroll is a complex and emotive
subject. Using chatbots for basic tasks
is fine but pay is emotive with lots of
elements impacting it and people want
reassurance that it is correct.
SW: A chatbot should not replace a
person who is adding value. Chatbots
should signpost to the relevant person.
They should be designed to absorb the
basic questions, such as ‘what day is my
pay day?’, and then the experienced and
knowledgeable people deal with complex
queries that come through.
RG: Pushing people to chatbots first,
only to find out they cannot help you
will frustrate people when it takes fifteen
minutes just to speak to someone.
MP: We use chatbots because they are
quicker than email, more responsive and
more visible. Automation can work, you
just have to invest in it. It is only as good
as what you put into it.
RGi: Perhaps the reason it’s not prevalent
in some payroll departments is because
they do not have the time to build up a
bank of questions.

Payroll Policy
64% of respondents agreed that a single
enforcement body would be a positive
step forward. How will this policy decision
shape the payroll role in the future?
MS: I would like to understand if they will
be specialists in their areas? Will they be
looking for fault and interrogating the data
for any technicality or will they be more
pragmatic? Holiday pay is an area of real
complexity.
SW: What is the aim of doing this?
Employees should be protected but

e a e too any ite s o o
le
legislation, so it is not trans arent or
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loyees
employers should not feel attacked by this
— employers get things wrong because
legislation is unclear. The bodies should be
clearly accountable for what they want to
achieve.
MP: Will they use this body to recoup
money from the coronavirus schemes?
In Australia, there is a lot of naming and
shaming for holiday pay and minimum
wage.
KB: Her Majesty’s Revenue and Customs
(HMRC) will audit on current rules and
some small companies will not have the
knowledge and insight to prepare for an
audit like this.
SW: We have too many items of complex
legislation, so it is not transparent for
employees. This change needs to
come from policy makers, not just the
businesses with employees in them.

Maintaining compliance
82% of respondents look to webinars
to help understand how to implement
changes in legislation, how will
technology play a part in developing
the skills and understanding of payroll
professionals?
KB: A lot comes to payroll because people
don’t trust HMRC. People are not getting a
great service from HMRC.
RGi: They see payroll as being on their
side, not HMRC. We need to be thought
leaders in the profession and start to
roll out education to our employees and
provide financial support. This feeds into
the well-being piece.
SJ: The success of pay as you earn (PAYE)
is also its downfall. People forget the
relationship is between them and HMRC,
not their employer and HMRC. Payroll can
help people understand that they own
their own tax affairs, the employer simply
works as an intermediary.
RGi: I think we can share messages better
as companies and software providers, for
example using payslip messages to give
people clarity.

Payroll Strategy
59% of respondents consider that pay
strategies should remain confidential.
Gender pay gap reporting is in place and
ethnicity pay gap reporting is a potential

future development. What part can
payroll play in future pay strategies?
LS: Employees see it as a plus where
employers are transparent about their pay
strategy. Employees feel they can rely on
it, and that action is being taken to close
the gaps. These ethics and values are
positively received in the market, so more
employees will seek that transparency.
EH: Often pay is kept confidential because
for many employers, pay is unfair.
WJ: For employers, there can be a
challenge in releasing salaries because
competitors can headhunt key talent
and draw them in with higher salaries. It
pushes the cost of employment up and
ultimately increases customer costs.
EH: Is payroll strategy then about
analysing the payroll and benchmarking
internally and externally? This often already
exists in reward, but not all companies
have reward teams.
VG: Often this is done within departments,
but it is not joined up with the rest of
the business. Payroll teams are in a
good place to join up with the rest of the
business and make sure reward is fair
across the company.
RGi: This is often reliant on role structure
being in place across the organisation, and
many SMEs use spot salaries because it is
not in place. Arguably though, it is the only
way we reduce the pay gaps.

Succession
Only 41% of respondents had a
succession plan in place. Is the payroll
industry investing enough in future talent?
MP: People outside of payroll do not
really understand what we do. We need
to change this perception. No one should
ever ask, ‘what is payroll?’ We need to
promote the industry to the younger
generation.
SW: Payroll needs to rebrand. We need to
talk about how many millions flow through
payroll and draw people in. It is all about
marketing. We need to make it sexy.
SJ: Branding is important, but we also
need to be proud to work in payroll. We
need to tell people why we love what we
do and be role models for the industry.
Shout about payroll to promote and
support the future of our industry. ■
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Unlimited holidays, well-being days, remote working: reward and ‘perks’
packages are changing to suit new ways of working. With a big focus on
employee well-being, Glyn King, group managing director at Datagraphic,
looks at how payroll teams can use their skills (with a little help from technology)
to understand what employees want and to drive change

D

uring the pandemic, many people
took time to evaluate their worklife balance and understand the
importance of their well-being. In response
to this, organisations are looking at their
rewards and benefits packages to reflect
new ways of working and help improve
financial, health and mental well-being.
The challenge going forward is offering
relevant rewards and benefits that are
sustainable, affordable and relevant to
individual needs.
This is where payroll teams can step up
and contribute towards their organisation’s
reward strategy, drive change and help
improve employee well-being.

Using existing skills to drive
change
Your teams already have the skills
and information to help improve your
organisation’s reward and benefit offering.
● You have an engaged workforce –
Your teams regularly communicate with
employees, from handling calls and emails
about pay-related queries to sending
payslips and other employee documents
on a weekly or monthly basis. As a regular
touchpoint for employees, you can check in
on employees to see how they are feeling
and communicate important company
updates, making them feel valued.
● You have access to valuable data –
You have the data and knowledge at your
fingertips to help guide employees and
other stakeholders. If you can see from
the data a proportion of your workforce is
close to retirement age, you can check to
see how they are preparing for that stage
of their life. Employees making savings for
the end of their career can feel anguish if
they lack understanding about the process,
what they are entitled to or the value of
saving for retirement. Working with your
organisation’s pension providers, you can
help communicate and educate employees

21.10.20 PPPRNOV2021

about automatic enrolment (AE) and the
pension scheme(s) available.
The impact of financial worries, poor
health and stress on employee motivation
and mental health can be significant. But by
offering advice, using the information you
already have access to and communicating
effectively with employees, you can have a
real positive impact on their well-being.

Using technology to drive change
Employees want to see if their payslip, and
the amount they’ve been paid is correct.
So, whether this is on a weekly or monthly
basis, payday is the perfect opportunity
to grab their attention and share valuable
information on rewards and benefits or
employee well-being updates.
If you deliver online payslips, use this
technology to engage further with your
employees. There are third-party solutions,
like Datagraphic’s Epay, that provide more
than online payslips. Using the secure online
portal, you can create a communication
hub to share pension advice, helplines for
mental health support, company updates
and more. You can also have a two-way
conversation through the portal, so you
can reach out and check in on employees,
and they can instantly respond securely
and privately.
To offer relevant rewards that will help
improve employee well-being, you need to
understand what employees want. Again, by
interacting with employees when they are
already engaged with you (i.e. on payday),
you can encourage employees to take part
in online surveys to tell you what reward
and benefits they would value the most. You
can then use this information to help guide
the organisation on their reward offering
and help match the health and well-being
package to what your employees want,
which will immediately impact employee
engagement.
If you already have a reward and benefits
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platform, you can use your online payslip
delivery as a way of driving engagement to
your platform through single-sign-on (SSO).
This means employees are going through
the reward platform first and possibly
engaging with the different benefits you offer
before clicking to view their latest payslip.
SSO is great for employees, having access
to all their information in one place, so they
can quickly locate the information they need.
Technology can help in many ways.
As more employees work remotely, you
must use easily accessible technology to
communicate with them regularly so they
feel empowered and engaged with what’s
happening in your organisation.

Sharing your insight to drive
change
Sharing the data and insight you gain with
other stakeholders within your organisation
can help guide strategic decision-making
and drive change to improve employee
well-being. For example, you have access
to timesheets and can see the numbers
of hours worked, so you can see who
is consistently working overtime. This
information can be shared with line
managers for them to encourage those
individuals to adopt a better work-life
balance and prevent employee burnout.
By proactively sharing valuable information
with other departments, you can make
a real difference and improve overall
employee well-being.
In the future, reward and well-being
strategies will need a flexible approach to
meet the changing needs of all employees.
The use of technology will become
even more crucial in boosting employee
engagement and helping payroll and
human resource (HR) teams manage
their reward strategies more effectively,
ultimately helping to create a forwardthinking culture based on data-driven
decisions. ■
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To provide some light relief, the CIPP’s policy and research team are delighted to have prepared for your enjoyment this classic
word puzzle which features 32 words related to this issue’s feature topic of ‘payroll’s practical role in delivering employee
rewards and well-being’.
The words can be forward or backward and vertical, horizontal, or diagonal. Visit cipp.org.uk/wsnov21 to see the answers.
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(Note that a space between or hyphen in multi-word search items listed is ignored in the table above. So, FLEXIBLE
WORKING would be shown as FLEXIBLEWORKING, and WELL-BEING as WELLBEING.)
ATTRACT
BENEFITS
BONUS
CHARITY
CHILDCARE
COACHING
COMPETITION
CYCLE TO WORK

ENGAGEMENT
FLEXIBLE WORKING
GIFT CARDS
HEALTHCARE
HELP
INCENTIVE
MENTAL HEALTH
MENTORING

MORALE
MOTIVATE
PERKS
PHYSICAL HEALTH
PRAISE
PROGRESSION
RECOGNITION
RETENTION

REWARDS
SALARY REVIEW
SUPPORT
TEAMBUILDING
THANK YOU
VALUED
VOUCHERS
WELL-BEING
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Content is supplied by the organisations themselves. Professional in Payroll, Pensions and Reward cannot
accept any responsibility for the accuracy of the information that is supplied or the views contained therein.
If in any doubt, please contact the organisation directly.
To book one or more entries in the Professional in Payroll, Pensions and Reward useful contacts directory, contact
Daniel Cull on 0121 712 1021 or email advertising@cipp.org.uk

CONSULTANCY
Chartered Institute of Payroll Professionals
Goldfinger House, 245 Cranmore Boulevard, Shirley,
Solihull, West Midlands, B90 4ZL
Tel: 0121 712 1000
Email: consult@cipp.org.uk
Website: www.cipp.org.uk

LitE Consulting
Clover House,
John Wilson Business Park,
Whitstable, Kent,
CT5 3QZ
Tel: 01227 206495
Email: sales@liteconsulting.co.uk
Website: www.liteconsulting.co.uk

CIPP Consult provides payroll, reward, benefits and HR advice which is completely
independent of all relevant software and service suppliers. You can rest assured that our
recommendations are based on our excellent research and knowledge base and not on
the amount of commission we might earn (because we earn £0 commission). All of our
consultants are appropriately experienced and qualified in their fields and we will work with
you to ensure that your expected outcomes of the assignments undertaken are agreed
at the outset and fully met. We can offer you consultancy relating to payroll forensic
audit, procurement support, project management, holiday pay, National minimum wage
compliance and automatic enrolment for pensions.

Consult

LitE Consulting are an Independent consultancy practice that assist clients in selecting,
implementing and managing their HRIS and Payroll solutions. By utilising our extensive
experience, we help you select the most appropriate solution to meet your requirements
and compliment the skills within your teams. We pride ourselves on the quality of our
deliverables and offer the following services:
HR & Payroll Software Selection · Process and Change Management · Data
Analysis and Migration · Project Management · Implementation · Support and
Training

COMPLIANCE AND QUALITY STANDARDS
Payroll Assurance Scheme (PAS)
Goldfinger House, 245 Cranmore Boulevard, Shirley,
Solihull, West Midlands, B90 4ZL
Tel: 0121 712 1000
Email: compliance@cipp.org.uk
Website: www.payrollcompliance.org.uk

The CIPP Payroll Assurance Scheme is a payroll quality and compliance service aimed
at accrediting organisations who display best practice in payroll processes and people.
Consisting of two modules; the process module and the people module; the scheme
assesses payroll and associated processes to ensure compliance, reduce errors and
highlights areas for improvement; as well as diagnosing staff skill levels and learning and
development needs.

FULLY MANAGED OUTSOURCED PAYROLL SERVICES
Frontier Software
63 Guildford Road, Lightwater, Surrey, GU18 5SA
Tel: 0127 645 6902 Contact: Sales Department
Target Employee Range: 50+
Email: sales@frontiersoftware.com
Website: www.frontiersoftware.com

Moorepay Ltd
Lowry Mill, Lees Street, Swinton
Manchester, M27 6DB
Email: sales@moorepay.co.uk
Tel: 0845 184 4615
Website: www.moorepay.co.uk

OneSource Virtual
1 Ropemaker Street, Suite 1223, London, EC2Y
9HT
Tel: +44 (0) 208 895 4657
Email: info@onesourcevirtual.com
Contact: UK Sales Team
Website: www.onesourcevirtual.com

Zellis
239 Thorpe Park Rd, Peterborough PE3 6JY
Tel: 0800 042 0315
Email: tellmemore@zellis.com
Website: www.zellis.com

Frontier Software Payroll Services can be tailored to meet individual requirements.
With our fully managed service, users enjoy all the accessibility, flexibility and control
of processing payroll in-house, without having to allocate staff, equipment, time and
resources to manage it. And, when it comes to reliability and accuracy our team can
be relied upon to ensure the timely payment of yours. Business Continuity Plans – UK
Service Centres – BACS approved – HMRC PAYE Recognition: Trust Frontier Software
with your Payroll Processing
Our fully managed outsourced payroll services are designed for UK businesses. We provide
easy-to-use software including employee self-service and powerful analytics. Our dedicated
UK-based payroll & technical support team manage the whole payroll process for you - from
data validation and calculation to distributing payslips and reporting. Founded in 1966, we
have 10,000+ customers across the UK and process over half a million payslips every
month.
Moorepay. Making payroll & HR easy.
OneSource Virtual offers Managed UK Payroll Services that reduce administrative
burdens and allow you to reclaim internal resources for more strategic projects. As a
Workday Service Partner, our multinational payroll services are exclusive to Workday
customers. By operating within your Workday application we become an extension of
your organisation, lowering risk and reducing failure points. Delivered by experienced UK
payroll professionals who are also Workday Experts, our service levels are designed for
flexibility and control.
With over 50 years of cross-industry experience, we have both the size and scale to offer a
broad range of services, including Fully Managed Payroll, Partially Managed Payroll, Payroll and
HR Advisory Services, and HR Administration Services.
We run a trusted, expert-led and technology-driven service using an optimal mix of onshore
and offshore operations. This allows us to meet the specific needs of our customers, and
provide them with cost-efficiency, flexibility, and resilience.
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INTEGRATED PAYROLL AND HR
CIPHR
Abbey House, 28-32 Chapel Street, Marlow, Bucks.
SL7 1DD
Tel: 01628 814 242
Email: sales@ciphr.com
Website: www.ciphr.com

By choosing CIPHR as your single provider of HR and payroll solutions, you avoid
duplication of work and manual data entry, while also improving the accuracy and
security of your data. CIPHR’s payroll software and outsourced payroll services integrate
seamlessly with CIPHR’s HR software and are supported by a dedicated team of UK
based, qualified payroll professionals and account managers.

Frontier Software
63 Guildford Road, Lightwater, Surrey, GU18 5SA
Tel: 0127 645 6902 Contact: Sales Department
Target Employee Range: 50+
Email: sales@frontiersoftware.com
Website: www.frontiersoftware.com

The fully integrated ichris system allows HR and payroll to share all employee
information, working in real time from one database, with on-premise or cloud (hosted)
options. Flexible and easy to use, ichris automates routine tasks and benefits from an
inbuilt report designer for efficient data analysis and a self service interface for on-line
payslips and workflow authorisations. Optional modules to manage the employee
lifecycle include Recruitment, Onboarding, Learning & Development, Performance
Management, Time & Attendance and Expenses Management.

Our intuitive, integrated HR & Payroll software is designed for UK businesses. You get HMRC
& BACs accredited software and access to dedicated UK-based subject matter experts. Our
rich functionality includes employee self-service, easy expense & timesheet management,
intelligent absence management and rapid recruitment & selection. Founded in 1966, we
have 10,000+ customers across the UK and process over half a million payslips every
month.

Moorepay Ltd
Lowry Mill, Lees Street, Swinton
Manchester, M27 6DB
Email: sales@moorepay.co.uk
Tel: 0845 184 4615
Website: www.moorepay.co.uk

Moorepay. Making payroll & HR easy.

ResourceLink is Zellis’ award-winning, integrated payroll and HR solution within Zellis HCM
Cloud, designed to fulfil the complex needs of large organisations. As the software of choice
for a third of the FTSE 100, ResourceLink pays 5 million employees in the UK and Ireland
each month.

Zellis
239 Thorpe Park Rd, Peterborough PE3 6JY
Tel: 0800 042 0315
Email: tellmemore@zellis.com
Website: www.zellis.com

ResourceLink manages the end-to-end employee experience, combining our market-leading
payroll functionality with core HR administration tools, including onboarding, leave and
absence management, performance management, T&A tracking, and more.

PAYROLL BUREAUX
Frontier Software
63 Guildford Road, Lightwater, Surrey, GU18 5SA
Tel: 0127 645 6902 Contact: Sales Department
Target Employee Range: 50+
Email: sales@frontiersoftware.com
Website: www.frontiersoftware.com

Frontier Software Payroll Services offer a ‘process and deliver’ bureau option. Simply
send employee details and/or payslip information to our processing centre, via the
secure portal or encrypted email, and we do the rest. Payroll reports and payslips
can either be transferred to you in the same manner, or printed and couriered to a
designated office. We send net pay details to your bank for processing. A payslip portal
for employee self service access can also be provided. Trust Frontier Software with
your Payroll Processing

Payescape
Payescape house,18-20 Church St, Ballymoney, Co
Antrim, BT53 6DL
Tel: 028 2764 1060
Email: Sales@payescape.com
Website: www.payescape.com

Payescape is one of the UK’s fastest growing payroll providers, combining secure
cloud-based technology with world-class customer service. Our payroll solution
enables companies to focus on their core strengths while our CIPP trained staff
offer a complete back-office solution. With hundreds of satisfied customers
throughout the UK, we understand the intricacies of payroll legislation, current UK
tax requirements and PAYE so our customers don’t have to.

Payroll Business Solutions Ltd
Abbey House, 28 Chapel Street, Marlow,
Bucks, SL7 1DD
Tel: 0203 855 4297 Fax: 020 8551 8861
Contact: Steven Spires Email: sales@payrollbs.co.uk
Website: www.payrollbs.co.uk

Our outsourced service portfolio offers fully managed or bureau services as well as
hosted payroll software with Bacs approved payment service.
Our clients benefit from dedicated, individual payroll administrators who are all
professionally qualified and experienced. Online payslips and P60s are delivered
via 3rd party HR self-service or our own secure portal. We work with all types of
organisations, automating and streamlining payroll processes with support for HR,
pension and accounting systems interfaces, pension processing administration,
payroll costing, client-specific calculations, standard and custom reports, and year-end
services.

PAYROLL SOFTWARE
Frontier Software
63 Guildford Road, Lightwater, Surrey, GU18 5SA
Tel: 0127 645 6902 Contact: Sales Department
Target Employee Range: 50+
Email: sales@frontiersoftware.com
Website: www.frontiersoftware.com

ichris payroll software is tested and recognised by HMRC’s PAYE Recognition Scheme
and comes with all the core functionality expected of an established provider.
Compliant with legislation in all countries of operation, ichris payroll can be provided
with fully integrated HR, Time & Attendance Expenses, Vehicle Management and
P11D. All payroll parameters can be user defined according to requirements and the
system handles calculation and payment of statutory pay. Payslips can be hard copy,
email or through employee self service.

Issue 75 | November 2021 | Professional in Payroll, Pensions and Reward | 47

21.09.29 PPPRNOV2021 on

s dir

ory.indd

7

05/11/2021 0 :57

se ul onta ts directory
Moorepay Ltd
Lowry Mill, Lees Street, Swinton
Manchester, M27 6DB
Email: sales@moorepay.co.uk
Tel: 0845 184 4615
Website: www.moorepay.co.uk

Intelligo
78 York Street, London, W1H 1DP
Tel: 0208 187 2800
Contact: Martin Sweeney
Email: sales@intelligosoftware.com
Website: www.intelligosoftware.com

Payroll Business Solutions Ltd
Abbey House, 28 Chapel Street, Marlow,
Bucks, SL7 1DD
Tel: 0203 855 4297 Fax: 020 8551 8861
Contact: Steven Spires Email: sales@payrollbs.co.uk
Website: www.payrollbs.co.uk

Our easy-to-use Payroll software is specifically designed and innovated for UK businesses.
While you take care of data-entry and reporting, our software will handle the HMRC
legislation, calculations and processing. Our Payroll software solution includes specialist
UK-based support, employee self-service, people analytics, and auto enrolment. Founded in
1966, we have 10,000+ customers across the UK and process over half a million payslips
every month.
Moorepay. Making payroll & HR easy.
An award winning single source for payroll and people services for the UK and Ireland.
Trusted by more than 1000 clients, including all the Big 4. Our proprietary technology
is designed to offer the best possible user experience to the payroll professional, while
ensuring compliance and delivering the actionable insights you need. Run in the cloud,
on-premises or in a tailored outsourced model. ISO27001 accredited. Workday Access
Partner. Interfaces with leading T&A and Financial applications.
• RTI • Auto-Enrolment • Statutory Payment Processing • UK and Irish calculation
engines • Employee & Manager Self Service • Payslip Mobile App • Powerful inbuilt
report writer
Accord Payroll is a comprehensive, scalable and configurable system with advanced
features that include pension processing and auto-enrolment, holiday pay uplift, salary
sacrifice, client-specific calculations, and user reporting tools. We offer both hosted
(SaaS) and on-premise solutions which can interface with 3rd party HR, T&A, pension
and accounting systems.
Specialised functionality includes support for pension payrolls and schools and
colleges (TPS, LGPS). Online payslips, P60s and other documents can be delivered by
3rd party HR systems or our own MyPay portal.
Our software is HMRC-recognised & Microsoft tested. PBS is an ISO 9001 & 27001
certified, GDPR compliant company.

Zellis
239 Thorpe Park Rd, Peterborough PE3 6JY
Tel: 0800 042 0315
Email: tellmemore@zellis.com
Website: www.zellis.com

ResourceLink is the award-winning, best-of-breed payroll solution within Zellis HCM
Cloud, designed to fulfil the complex needs of large organisations. As the software of
choice for a third of the FTSE 100, ResourceLink pays 5 million employees in the UK
and Ireland each month.
With market-leading functionality and over 400 built-in automated checks to deliver
exceptional accuracy, efficiency, and compliance, ResourceLink covers all in-country
and territory legislation, public sector returns, and COVID-19 measures.

PAYROLL TRAINING AND QUALIFICATIONS
Chartered Institute of Payroll Professionals
Goldfinger House, 245 Cranmore Boulevard, Shirley,
Solihull, West Midlands, B90 4ZL
Tel: 0121 712 1000
Email: info@cipp.org.uk
Website: www.cipp.org.uk

The CIPP has spent the last 40 years leading the education of payroll, pensions and
reward professionals, through the delivery of qualifications from level three through
to MSc (Level seven) and through a wide range of up-to date, payroll, pension
and reward training courses, held throughout the year, utilising a variety of delivery
methods.

PAYSLIP DISTRIBUTION AND ARCHIVING
Datagraphic
Ireland Industrial Estate, Adelphi Way, Staveley,
Chesterfield S43 3LS
Tel: +44 (0)1246 543000
Contact: Joanne Hawxwell
Email: enquiries@datagraphic.co.uk
Website: www.datagraphic.co.uk

Join over 800 UK organisations who trust our Epay application to connect their
workforce to vital payslips, P60s, P45s, reward statements and more. Epay integrates
with existing payroll software, enabling you to distribute time-critical employee
documents in 2% of the time and achieve a return-on-investment in as little as three
months. Connect employees securely to their data around the clock from any internet
enabled device with a GDPR compliant application.

PayDashboard
4th Floor, 86-90 Paul Street, London EC2A 4NE
Tel: 020 377 33 277
Email: info@paydashboard.com
website: www.paydashboard.com

PayDashboard integrates with your existing payroll software to provide employees
with digital payslips and documents via a secure online portal. By providing
pay data in a digital format, PayDashboard unlocks a wealth of innovation,
such as providing your employee payslips in any language, complete mobile
optimisation, employee financial education, benefits and discounts. For payroll
bureaux we also offer a secure document portal for you to exchange documents
and reports securely with your clients. PayDashboard’s award winning portal is
perfect for both companies running an outsourced bureau service and those
managing their internal payroll in-house.
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PROFESSIONAL BODIES
The Chartered Institute of Payroll
Professionals
Goldfinger House, 245 Cranmore Boulevard, Shirley,
Solihull, West Midlands, B90 4ZL
Tel: 0121 712 1000
Email: info@cipp.org.uk
Website: www.cipp.org.uk

The CIPP’s mission is to lead payroll and pension professionals through education,
membership and recognition. This is achieved by elevating the standing of the payroll
profession, awarding it the recognition it deserves.

RECRUITMENT AGENCIES
Frazer Jones
95 Queen Victoria Street, London, EC4V 4HN
Tel: 020 7415 2815
Email: FJpayroll@frazerjones.com
Website: www.frazerjones.com

As a result of the growth & development in payroll & payroll complexity we have
developed a payroll specialist practice here at Frazer Jones to support our client’s
recruitment needs.
Frazer Jones is a leading global specialist within search and recruitment, where we are
firmly established as a market leader.

Hays Payroll Management
3rd Floor,1 Colmore Square, Birmingham, B4 6AJ
Tel: 0844 778 2376 Fax: 020 7068 5319
Email: helen.livesey@hays.com
Website: www.hays.co.uk

Hays Payroll Management recruits across a range of UK industries and specialises
in placing professional experts into payroll jobs. With a national network of offices
and expert consultants who have an in-depth knowledge of how the busy payroll
environment works, our consultants match the skills and experience of individuals with
the most suitable payroll jobs and employers.

James Gray Associates Ltd
4a Parkway, Porters Wood, St Albans, Hertfordshire
AL3 6PA
Tel: 01727 800377 Fax: 01727 221220
Email: info@jgarecruitment.com
Website: www.jgarecruitment.com
Twitter: @jgarecruitment

James Gray Associates specialise in Payroll, HR and Reward recruitment, supplying
permanent, contract and interim professionals for vacancies across the UK, Europe
and Asia. JGA offer a professional, bespoke and responsive recruitment service and
are delighted to offer CIPP members 20% discount off standard terms. With 12 years
average payroll recruitment experience per consultant and industry leading client
servicing and candidate sourcing techniques including social media - JGA recruit better
talent faster.

Portfolio Payroll
One Finsbury Square,
London EC2M 7LD
Tel: 020 7247 9455 Fax: 020 7256 5421
Email: recruitment@portfoliopayroll.com
Website: www.portfoliopayroll.com

Portfolio Payroll is a market leader and the longest established payroll recruitment
consultancy in the UK. Listed in the Sunday Times Fast Track 100 twice in the past three
years we are the CIPP’s sole preferred supplier, recruiting payroll professionals for
thousands of companies, across all industry sectors throughout the UK. Our specialist
consultants provide tailored permanent, temporary and contract recruitment solutions
at all levels of the market, with further divisions providing executive and public sector
recruitment. For all your payroll recruitment needs call the UK’s payroll recruitment
specialists

Want to be seen?
95%* of readers find every issue relevant to their role, and 58% of
readers pass their copy on to up to five colleagues.
So to ensure that your company is seen by the right people, call
0121 712 1021 or email advertising@cipp.org.uk to discuss
advertising opportunities.

*

as taken from a recent membership survey.
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HOT TOPIC

new ealt and so ial are
le y w at we now so ar
Gemma Mullis MCIPP, CIPP policy and research oﬃcer, gives the lowdown
on the health and social care levy, discussing what payroll professionals should
expect in the years to come

W

hile payroll professionals
around the UK were celebrating
National Payroll Week, the prime
minister, Boris Johnson, gave us a treat of
his own – the announcement that payroll
professionals will be required to pull up
their sleeves and tackle processing a
newly announced health and social care
levy.

What is the tax?
Speculation was rife in the weeks leading
to the official announcement that National
Insurance contributions (NICs) would
increase. This was to raise funds needed
by the National Health Service (NHS) and
the social care sector.
The prime minister made the
announcement on 7 September 2021,
advising Parliament of the introduction
of a new tax, which in tax year 2022/23,
would see a temporary increase of 1.25%
to both the main and additional rates of
class 1, class 1A, class 1B and class 4
NICs.
In tax year 2023/24, NIC rates will
revert to those applicable in 2021/22 and

What does this mean for the
payroll industry?
Payroll professionals are no strangers to
ever-evolving legislation and guidance,
however, it seemed appropriate to split
the changes over the two tax years that
will be most affected.

Tax year 2022/23
In tax year 2022/23, all systems will
need to be developed and updated to
reflect the additional 1.25% increase to
the NIC calculation. The increase in NIC
rates will result in employees who earn
above the primary threshold to the upper
earnings limit (UEL) paying 13.25% in NIC
contributions, with those above the UEL
paying at a rate of 3.25%. Employer class
1 NICs will also increase to 15.05% based
on an employee’s NICable earnings above
the secondary threshold.
In addition, any benefits provided that
attract class 1A NICs which are awarded in
the tax year 2022/23 will be increased to

e ri e
inister ade t e
announ e ent
on
e te
er
, ad ising
Parlia ent o t e
introdu tion o a
new ta
15.05%. As the increase is encapsulated
within the class 1A calculation, the levy
will be processed in the same manner
– via a P11DB in the following tax year
(2023/24). The same will apply when
payment of class 1B NICs are calculated in
relation to expenses processed via a PAYE
settlement agreement (PSA).
There will be an increase for those who
are liable to play class 4 NICs, namely
those who are self-employed. This will
see class 4 NICs rise to 10.25% on profits
between £9,569 and £50,270 and 3.25%
on profits thereafter.

Employee class 1
NICs

Employer class 1, 1A & 1B
NICs

Self-employed class 4 NICs

Tax Year 2021/22

12% / 2%

13.8%

9% / 2%

Tax Year 2022/23

13.25% / 3.25%

15.05%

10.25% / 3.25%
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From a processing point of view, this
change is quite simple – the amount
that NICs are calculated by will simply
increase by 1.25% across all amounts that
are subject to NIC deductions, however,
software providers will be busy behind the
scenes ensuring that updates are made so
the new calculations can be actioned.
The levy will also apply to the selfemployed who receive dividends, seeing
this increase to 8.75% for basic rate
taxpayers.
Her Majesty’s Revenue and Customs
(HMRC) has advised, that although it is not
legally required, employers should state
on employee payslips that the increase to
NICs is due to the levy.
Emailing employees or issuing a letter
prior to the start of the tax year advising
them that their NICs will rise from April
2022 due to the levy would be best
practice and could result in fewer queries
for the payroll team. Advising other
departments that headcount costs will
increase would be a proactive step to take,
highlighting payroll’s strategic value.

Tax 2023/24
This tax year will see the NIC rates revert to
those in operation in tax year 2021/22 and
the levy will be calculated and collected in
isolation.
The information that has been
presented so far insinuates that the levy
calculation will align with the NI thresholds
operated within that tax year, meaning that
if an employee is subject to pay class 1
NICs, then the levy will also be due. One
of the substantial changes for tax year
2023/24 (and those going forward) is
that employees who are of state pension
age or above and receiving earnings from
paid work will also be liable to pay the levy
charge.

In tax year 2023/24, the levy will need
to be shown as a separate item on an
employee’s payslip. This will mean software
has to be updated to allow a new element
to be processed, and so will real time
information (RTI) data items. Employers
will need to ensure that it is not included in
the NICs calculation as before and that this
new deduction is clear to all who it affects.

o tware ro iders
will e usily
wor ing away
e ind t e s enes
The levy charge will also be payable on
class 1, class 1A and class 1B employer
NICs. Class 1 employer NICs will be
collected via pay as you earn (PAYE). This
will also be calculated in isolation, and, as
with employees, class 1 NICs, will align to
the NI thresholds in operation.
It is unknown at present how class
1A and class 1B NICs will be reported,
however, following the CIPP’s Annual
Conference, in which we held a Q&A
session with HMRC, it was suggested that
current documents, such as the P11DB,
will be updated so that the levy due on
class 1A NICs can be reported via current
methods.

Employment allowance (EA)
For the tax years studied here and for
subsequent years, the levy paid will form
part of the calculation which enables
employers to assess if they are able
to claim EA. Employers can claim EA if
they are a business or charity (including
community amateur sports clubs), and
their employer class 1 NI liabilities were

e guidan e t at we are all waiting
eagerly to e u lis ed will o e ully
answer t e ultitude o uestions on
e ery ody s inds

less than £100,000 in the previous tax
year.
In 2022/23, the levy will form part of
employer class 1 NICs, therefore it will be
simple to assess if an employer is able to
claim. From 2023/24, however, employers
will need to add both the class 1 NICs
and the levy payments together. If they
are still under the £100,000 limit they can
continue to claim – if they are above, then
they will be unable to claim the EA.
The EA allows eligible employers to
reduce their annual NICs liability by up to
£4,000. From 2022/23, the levy can also
be included within the £4,000.

Eﬀects on oﬀ-payroll workers
When processing deemed employment
payments for those that fall within the offpayroll working rules, the fee payer is also
liable for employer NICs. In 2022/23, the
levy is included within the NICs payment.
In 2023/24, both the off-payroll worker
and the fee payer will be liable for the levy
charge, based on deemed employment
payments. As with employees, this will
need to be shown as a deduction in
isolation on the statement provided to the
off-payroll worker. Those that engage with a
personal service company (PSC) will need
to consider this additional cost.

What else do we need to
consider?
Software providers will be busily working
away behind the scenes to ensure that,
for tax year 2022/23, the rate NICs are
calculated on has been updated.
From 2023/24 onwards, there are many
different things that need to be considered,
such as the changes to stationery, how this
will interact with the processing of court/
attachment orders and how those that are
currently processed via an expat payroll will
be affected.
The guidance that we are all waiting
eagerly to be published will hopefully
answer the multitude of questions on
everybody’s minds as to how this will be
actioned in practice. As the saying goes –
the devil really is in the detail. ■

Employee class 1
NICs

Employer class 1, 1A & 1B
NICs

Self-employed class 4 NICs

Tax Year 2023/24

12% / 2%

13.8%

9% / 2%

Health and social care levy

Employee

Employer

Self-employed

1.25%

1.25%

1.25%

NICs

Tax Year 2023/24
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Con essions o a ayroll anager
C arity starts in t e o
e
Another anonymous episode revealing
the world of payroll featuring payroll
avatar, Penelope (‘Penny’) Fortham,
who is payroll manager at the nation’s
favourite biscuit makers Crumbitt’s
Confections.

A

s the nights draw in and the
weather grows colder, our thoughts
invariably turn to Christmas and
we are reminded that it is, indeed, a ‘time
for giving’. Yes, there may be presents to
buy, an array of decorations to hang and
more food to purchase than can ever be
comfortably consumed, but charity – giving
to those less fortunate than ourselves,
those in need, also draws our attention.
The payroll team decided that, with the
festive period looming, there could be no
better time to promote the payroll giving
scheme than now.
The scheme is operated through payroll
and offers a tax efficient way, particularly for
those that pay in the higher tax threshold,
to donate regularly direct from pay. With
a scheme ready for employees to join
and with so many worthy charities to give
to, the only question was which charities
should receive the donations? Enter the
payroll team – stage right.
With half of the team in the office and
the remainder at home, we held a hybrid
Zoom/live meeting in the boardroom with
Stevie, Tom, Evie and Tony dialling in. Amy
Kitchen, our newest apprentice, hurriedly
wrote each suggestion on post-it notes and
stuck them to the white board, beaming
with excitement. However, we realised that
there must have been some issues with
hearing/comprehension (possibly due to
broadband issues) when we read some of
them back – I really don’t think the ‘Wake a
Fish Foundation’ is a thing!
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After some deliberation (and a few
rounds of ‘rock, paper, scissors’) the team
selected three local charities to come
along to the factory for a ‘meet and greet’
lunchtime session to promote their good
causes. The charities were the Barkleydale
Juniors Football Team, the Prickles Wildlife
Hospital and the Barkleydale Amateur
Performance Society.
Tom was tasked with contacting and
inviting all three charities to join us and
Jace printed off a pile of application forms
for payroll giving, with a target of enrolling
fifty new colleagues onto the scheme. At
the mention of charity, Mr Crumbitt, of
course, offered to open the event and
provide samples of his new ‘spice up your
life’ chilli biscuits to all who attended.
I think, over the course of the
pandemic, we may have forgotten some
of the fundamentals of organising actual
real life, in-person events. Things like
limiting numbers isn’t so vital on Zoom,
but when forty colleagues all show up at
the same time, trying to get through the
same door down the same corridor – it’s
not so simple as muting them all. Add in
a basket that’s slowly releasing footballs
through a hole in the bottom, and a
gaggle of excitable children in moth-eaten
football kits who have taken Mr Crumbitt
at his word and overindulged so much
in the ‘eat as many biscuits as you like’
invitation that they are running entirely on
sugar and fat, and it’s a recipe for disaster.
The Prickles Wildlife Hospital came
along with five hedgehogs, which
suddenly became just one and a mad hog
hunt ensued. The Barkleydale Amateur
Performance Society saw the opportunity
for drama and turned the whole thing into
a kind of ‘whodunnit’ farce complete with
a Sherlock Holmes-style character and a

magnifying glass made from aluminium
foil, a ruler and a handful of glacier mints.
The children, still buzzing on sugar, found
three of the hedgehogs huddled together
in the office cleaning cupboard. The
remaining escapee was found curled up
asleep in a punctured football, which was
gently rocking against one of the factory
machines.
It was one of the most chaotic hours
the team had experienced since the late
realisation of tax week 53 when about to
start the year-end process. However, once
the footballs had all been gathered up, the
hedgehogs put safely back in their cages
and the dramatic song and dance finale of
‘Where’s My Hedgehog?’ had concluded,
we were surprised to see a huge pile of
new application forms… 63 to be precise,
including all the payroll team (as ever,
leading by example).
A calming cup of tea later, I reflected
that payroll can make a difference beyond
just getting people paid and perhaps
for the next year or so the football team
would have a kit (and a basket without
a hole), the hedgehogs a supply of fresh
food, bedding and veterinary care and
the performers would have the funding
for putting on a new show. Payroll is
something to be proud of and somewhere
to make a difference. With murmurings
that one of next year’s charities could
be the local donkey sanctuary, I have a
feeling the next open day could be even
more eventful!
The Editor: Any resemblance to any
payroll manager or professional alive
or dead, or any payroll department
or organisation whether apparently or
actually portrayed in this article is simply
fortuitous.
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STAY SAFE AND STAY INFORMED
with the established and trusted voice for the pay and reward profession

Join the community by becoming a member today, where we’ll ensure you’re up-to-date
with legislative changes and trending strategies, as well as receiving practical guidance
and vital expert opinions from respected journalists and industry leaders

SILVER

GOLD

PLATINUM

• 12 month subscription to
Reward Strategy magazine

• 12 month subscription to
Reward Strategy magazine

• 12 month subscription to
Reward Strategy magazine

• Unlimited online access

• Unlimited online access

• Invitations to private roundtables

• Invitations to private roundtables

• Invitations to private roundtables

• A pass to the Reward & Payroll
Summit, Dec 7

• A pass to the

• Qtax Pro calculator

• 25% discount on conference
passes

• 25% discount on a pass for the
• 50% discount on award entry fees

Payroll & Reward Conference,
2022
• 50% discount on award entry fees

£975

£475

SAVE £195

• Unlimited online access
• Qtax Pro calculator

Reward & Payroll Summit,
Dec 7
Payroll & Reward Conference,
2022
• Complimentary award entries

£1,395

SAVE £405

CIPP members save 40% on a
Reward Strategy Silver Membership
Individuals with CIPP annual membership can purchase a Reward Strategy Silver Membership
for £285. Quote ‘CIPP21’ upon booking.*

BECOME A MEMBER:
Call 020 7940 4801
Email subscribe@reward-strategy.com
Visit reward-strategy.com/member-zone
*Correct at time of printing. One new membership per person. Visit reward-strategy.com for full terms and conditions.
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Transform the
way you pay.
Radically improve the speed,
accuracy, and ﬂexibility
of your processes with
Zellis Agile Payroll.
Learn more at www.zellis.com
or call 0800 042 0315

zellis.com
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