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New ResourceLink features available now

Pay.
Rolling.

Navigate the complexity around national minimum wage rates  
and keep your business compliant.

As well as providing accurate payroll, our latest version of ResourceLink 
includes national minimum wage and national living wage monitoring, 
giving you peace of mind.

 
To find out more visit: zellis.com/minimumwage

Zellis_Advert_PayRolling_A4_ResourceLink_Sept19.indd   1 13/09/2019   09:43



“Whether something is sensible or not is subjective. 
What is sensible to me might not be for others.”

Radhika Apte (1985–) (http://bit.ly/32IFl93)

Good to see so many of you at our flagship 
Annual Conference and Excellence Awards 
at the Celtic Manor in Newport in the 
beautiful Welsh countryside.  Following 

member feedback, we’re delighted to 
announce that we have secured Celtic Manor as 

our venue for 2020, 2021 and 2022.  I look forward to seeing many 
of you again at this wonderful location.

And, of course, our conference continues to provide continuous 
professional development by covering legislative and current topics 
in all the workshops.  The plenary sessions once again introduced 
our global visitors, a further reminder of the all-reaching effect of the 
payroll family.

Excellence was once again rewarded at the awards ceremony and 
the CIPP congratulate all the worthy winners and share in celebrating 
their success. A supplement of the conference and awards is 
provided with this month’s magazine.

At the 2017 events, Eira Hammond, CIPP chair then, announced 

individual Chartered status (Chartered membership) for members 
meeting the necessary criteria. Since then we have received many 
applications and, as befitting our industry, the criteria in selecting 
Chartered members has been vigorous and thorough. It is pleasing 
to note that currently the Institute has thirty Chartered members – a 
tremendous success. To view members, have a look at the website 
cipp.org.uk/chartered – an aspiration for you all.

Finally, November is a further time for celebration as we hold 
our graduation ceremony in Birmingham for those who have 
successfully completed our university-approved qualifications. Well-
deserved congratulations to all.

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

The theme of this month’s magazine is 
one that I have enjoyed across my whole 
career. Managing teams and leadership 
is all about being responsible and taking 

decisions for the benefit of the business and 
its future. One of the most rewarding aspects of 

leadership is witnessing the development of team members through 
both professional and on-the-job experience. I have been fortunate 
enough to build several mentor and career plans to support 
individuals who may have joined with limited technical experience 
and have proved themselves to have the right aptitude and attitude 
for learning and personal development. A number of those mentees 
have gone on to have significant careers in the industry. Very well 
done, you know who you are.

Having an open mind and a desire for learning as well as 
recognising that there is always something new to learn is an 
essential ingredient to a growth mindset. Taking on the job 
opportunities to learn is also important and recognising that 
events put on such as ‘lunch and learn’ are a great way to pass 
on information for the benefit of others. It is often the case that a 

business may only send one delegate to a business conference, in 
which case it is essential that the delegate is able to consume, digest 
and then communicate effectively as much as possible with those 
not able to attend. 

With a discipline such as payroll, pensions or reward, the 
legislative landscape is constantly changing, so preparing yourself to 
assimilate information is as much a part of career planning as softer 
skill development. Becoming certified provides a platform to build 
upon, as it demonstrates that you have showed your diligence and 
persevered. Learning comes in many forms, as does continuous 
professional development. Look for opportunities wherever you can 
and remind your employer that attendance at many business events 
comes with the added benefit of learning. I frequently use the adage, 
that ‘every-day is a school day’. 

Jason Davenport MCIPP MIoD (jason.davenport3@cipp.org.uk)
Chair, CIPP

Chair’s message

CEO’s message

It’s an adage that nothing stays the same 
forever. Well, things in payroll can change 
very quickly – even ‘before the ink dries’.

Within a few days of receiving the article 
‘Employment allowance proposals’ (page 

17), the author emailed to say HM Revenue 
& Customs had that day sent news of fundamental changes to 
employers’ reporting requirements. So, although it meant an 
extensive (and unwelcome) rewrite of the article, the change in 
reporting requirements was very sensible – and very welcome. 

The author also rightly refers to “direction of travel as it relates to 
government’s use of the real time information (RTI) system”. There 
have been several attempts to extend RTI reporting beyond pay and 
benefits. Our Institute has yet again achieved sensible change to 

government proposals achieving enlightenment.
Does the extreme foolishness of imagining state aid amounts 

could be reportable in RTI returns. 
Perhaps encourage comparison with Monty Python scripts? See 

page 40 and the front cover for connection. 
This issue sees the Confessions series pause for a sabbatical. It is 

hoped the author will return in twelve months’ time and resume the 
series.

Mike Nicholas MCIPP AMBCS (editor@cipp.org.uk)
Editor
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Student loans
A meeting of the Student Loan 
Consultation Group, held in September, 
saw stakeholders get together with 
officials from the Department for 
Education (DfE), the Department for 
Business, Energy and Industrial Strategy 
(BEIS), HM Revenue and Customs 
(HMRC) and the Student Loan Company 
(SLC). This Group meets regularly 
throughout the year and has proved to 
be an effective forum for communicating 
progress and exchanging views on the 
operation of student loans.

It is no secret that from April 2021 
Scotland will have a new student plan in 
operation. Work is in progress to ensure 
readiness for this new system that 
will see all Scottish borrowers moving 
over from the existing plan 1 (where 
applicable) to the new plan which has 
yet to be named.

Identification of Scottish borrowers is 
ongoing. At first glance it would be easy 
to think Scottish rate taxpayers can only 
be Scottish borrowers, but life is never 
that simple thanks to the transient nature 
of further education students.

Research by HMRC has revealed 
that 70% of new employees are not 
returned with a ‘new starter checklist’. 
This leads on to discussion about the 
inadequacy of guidance to be found 
on GOV.UK which still indicates that the 
starter checklist is a direct replacement 
of the form P46 – which as we all know, 
it is not.

Representatives from all government 
departments remain committed to 

achieving improvements to the editorial 
guidelines of the Government Digital 
Services and to guidance in all areas of 
student loans.

As borrowers approach the end of 
their loan repayment term, they can 
apply to repay via direct debit thus 
reducing the risk of overpayments 
accruing. Overpayments are avoidable by 
using this method and yet only 35% of 
borrowers take advantage of this option. 
Processes are in place to ensure that 
credit balances are monitored so that 
refunds can be made where possible.

Discussion about the usefulness of 
employer prompts continues in a bid for 
HMRC to establish why so many appear 
to be ignored. Your experience and views 
on this would be welcome; please send 
to policy@cipp.org.uk. 

Meanwhile, HMRC’s Software 
Developer Support Team and the DfE 
have confirmed that the thresholds from 
6 April 2020 will be: 

 ● plan 1 will increase from £18,935 to 
£19,390

 ● plan 2 will increase from £25,725 to 
£26,575 

 ● postgraduate loans thresholds will 
remain at £21,000.

NMW consultation forum
For some years the policy team has 
lobbied for a permanent stakeholder 
forum to be established to enable 
regular dialogue between stakeholders 
and BEIS, which are the policy owner 
of national minimum wage (NMW), 
and HMRC which is responsible for 
compliance (including enforcing the 
correct payment of arrears for NMW 
where non-compliance is found). 
More recently we would expect this 
forum to also have representation 
from the Department of Labour Market 
Enforcement (DLME).

Lobbying initially began with HMRC 
Compliance Reform Forum (CRF) and 
at every opportunity we have made 
this request, to BEIS, to the Low Pay 
Commission as part of their annual 
reviews, and also to the director of 
Labour Market Enforcement, Sir David 
Metcalf, as part of his annual strategy call 
for evidence.

We are pleased to report that at the 
time of writing we are looking forward 
to the first meeting which is expected to 
launch a NMW stakeholder forum. 

Company cars
During the Budget of 2018 it was 
announced that a review would 
be launched on the impact of the 
worldwide harmonised light vehicles 

On your 
behalf

Policy team update

MEMBERSHIP INSIGHT
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test procedure (WLTP) on vehicle taxes 
which are linked to carbon dioxide 
(CO2) emissions. This followed the 
2017 autumn Budget where it had 
previously been confirmed that cars 
registered from April 2020 will be taxed 
based on WLTP figures.

It is believed that WLTP will be more 
representative of real-world driving 
conditions, compared to the previous 
test known as the new European driving 
cycle (NEDC). The result of this change 
means that it is likely that emissions 
would increase which would impact 
vehicle excise duty (VED) and company 
car tax. 

The Review of WLTP and vehicle 
taxes was published on 19 December 
2018 with the consultation closing on 
17 February 2019. The government has 
since published a summary of responses 
(http://bit.ly/2Onub5f) confirming the 
following:

 ● the existing VED rates will be 
maintained on introduction of WLTP from 
April 2020

 ● a call for evidence will be published 
later this year seeking views on moving 
towards a more dynamic approach to 
VED which recognises smaller changes 
in CO2 emissions

 ● most appropriate percentages will be 
reduced by 2ppt in 2020/21 before 
returning to planned rates over the 
following two years – increasing by 1ppt 
in 2021/22 and 1ppt in 2022/23. This 
applies to company cars first registered 
from 6 April 2020

 ● all zero-emission company cars will 
attract a reduced appropriate percentage 
of 0% in 2020/21, 1% in 2021/22, 
before returning to the planned 2% rate 
in 2022/23.

In response to the increasing 
number of queries being received 
from members, the CIPP advisory 
team recently posed several questions 
regarding these changes and received 
responses from HMRC:
Q: With the changes to how cars are 
being tested and some vehicles being 
re-tested for their CO2 emissions, when 
it comes to working out the value of the 
vehicle, which figure would you use? The 
new CO2 value or the original as stated 
on the registration document? This will 
also affect fuel charges so would have 
a big impact if the new CO2 was to be 
used.

The new WLTP emissions test regime 
only applies for cars registered on or 
after 6 April 2020. Pages 14–16 of the 
summary of responses to WLTP (http://
bit.ly/2Onub5f) show the relevant rates 
based on the date of registration of the 
car.

Q: We know that cars are protected 
from optional remuneration 
arrangements (OpRA) until April 2021 
unless there is a change to the vehicle, a 
variation to the terms of the contract or 
if the car has a CO2 of 75g. How would 
OpRA be affected on the following 
scenarios?
(i) The employee has a company car 
under a salary sacrifice arrangement, and 
it is changed within year to a car with 
CO2 emissions of less than 75g/km. 
Would this still be protected due to the 
car’s CO2 emissions or because there 
was a change to the vehicle would the 
OpRA rules now apply?
(ii) The employee has previously 
given up the right to car allowance for 
the benefit of a car which has CO2 
emissions of less than 75g/km. Mid-year, 
the employee changes the car to a car 
with the same CO2 emissions. Would 
this mean OpRA would now apply (due 
to the change), or because of the CO2 
emissions remaining below 75g would 
this still be protected?
(iii) A person has a company car and 
has done so without the offer of a cash 
alternative. Mid-year, the company offers 
the employee a choice of keeping the 
car or receiving a car allowance. The 
allowance was not previously offered at 
the time the car originally was. Would 
OpRA now apply as a cash alternative 
has been offered? If so, how would this 
be proportioned for reporting purposes?
(iv) We know that when a car is currently 
being impacted by OpRA and when a 
change happens mid-year, the amounts 
are proportioned to the time the car has 
been available. Would the same process 
apply for when OpRA didn’t apply but 

then did? (For example, April–June no 
effect of OpRA so the value of the car 
is reported. July–March, OpRA applies, 
therefore proportion the amount of 
‘cash’ given up that same period the 
new car was available?

In response, HMRC focuses on when 
the car was registered and when the 
OpRA was entered into:

 ● OpRA entered into on or before 5 
April 2017 – Regardless of when the 
car was delivered, the OpRA rules do 
not apply, unless there is a variation or 
renewal (including automatic renewal) 
of the arrangement, at which point 
the new rules apply from the date of 
variation or renewal (see below).

The CO2 emissions are based on 
the traditional (NEDC) emissions test 
values, and will continue to do so, even 
after 6 April 2020.

 ● OpRA entered into on or after 6 
April 2017 but on or before 6 April 
2021 – car registered on or before 
5 April 2020 – For cars with NEDC 
emissions of CO2 75g/ km or less, there 
is no impact from OpRA.

For cars with emissions of CO2 76g/
km or more, the OpRA rules apply. 
The CO2 emissions value is based on 
the traditional (NEDC) emissions test 
values, and will continue to do so, even 
after 6 April 2020.

 ● OpRA entered into on or after 6 
April 2017 but on or before 6 April 
2021 – car registered on or after 
6 April 2020 – For cars with WLTP 
emissions of CO2 75g/km or less, there 
is no impact from OpRA.

For cars with emissions of CO2 76g/
km or more, the OpRA rules apply. The 
CO2 emissions value is based on the 
new (WLTP) emissions test values.

 ● All OpRAs from 6 April 2021 – All 
‘grandfathering’ ends for pre-6 April 
2017 OpRA cars with NEDC emissions 
of CO2 76g/km or more. 

Cars with emissions of CO2 75g/km 
or less (NEDC if registered on or before 
5 April 2020, or WLTP if registered on or 
after 6 April 2020) are not impacted by 
the OpRA rules. n

Have your say
As ever your experience and views 
gained ‘at the coal face’ are vital and 
we value hearing from you at 
policy@cipp.org.uk. 

...when the car 
was registered 
and when the 

OpRA was entered 
into...

|  Professional in Payroll, Pensions and Reward  |  Issue 55 | November 2019 5

Policy hub



A: The standard weekly rate of SMP usually 
increases every year, on the first Sunday in 
April. In 2019/20, the rate of SMP increased 
on 7 April 2019.

The increase applies to those still within 
their SMP payment period (‘maternity pay 
period’). 

As SMP is a weekly payment, it depends 
on when the SMP commenced as to when 
any increase in the SMP rate should apply. 
For example, if an employee commenced 
her SMP on a Thursday, her SMP-week runs 
from Thursday to Wednesday which would 
mean the increase would not operate until 
SMP-week commencing Thursday 11 April 
2019.

Q: We have taken on a new payroll client 
who has asked if we, as an agent, can set 
up payrolling of benefits through their 
payroll?
A: Unfortunately, you cannot do this. 
Only an employer can set up payrolling of 
benefits. As an agent you do not have the 
authority to do this on their behalf.

Q: I have recently received a letter 
from a firm of accountants regarding an 
employee who is based in Scotland. The 
letter states that the employee has a 
protected trust deed set up and that we, 
as the employer, must make deductions 
from the employee’s pay and send the 
amounts deducted directly to them. 

Is this allowable and correct?
A: Section 174 of the Bankruptcy 
(Scotland) Act 2016 gives the trustee 
powers to apply to the employer for a 
deduction where a protective trust deed 
(PTD) is in place and where the employee 
has failed to pay the trustee on two 
consecutive occasions. 

A PTD is a formal voluntary agreement 
between an individual and their creditor/s 
where over a minimum of 48 months 
the debt is repaid. This is governed by 
the Protective Trust Deeds (Scotland) 
Regulations 2003. The individual is then 
required to make payments to a trustee. 

Under regulation 14, the trustee can 
apply to the employer using either a Form 
4A or Form 4B to make deductions from 
the employee’s earnings and to send the 
amounts to the trustee.

What you would need to ascertain is 
that the firm of accountants are in fact the 
trustee before you apply the order. It is also 
good practice to inform the employee that 
you are making the deduction.

Advisory

*please see summary at cippmembership.org.uk for details.

MEMBERSHIP INSIGHT
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Q: We run a payroll for a client, which 
consists of three workers. The client 
wants to employ his daughter, who is 
fourteen, for one day a week during the 
school holidays, such as Christmas and 
summer holiday periods. 

Is it necessary to put the daughter on 
the payroll during these periods?
A: I can confirm that you do not have to 
put this young person on the payroll. This 
is because when employing and paying 
children/young people who are under 
sixteen, they are not entitled to national 
minimum wage (NMW) and their earnings 
are not liable to class 1 National Insurance 
contributions (NICs). 

Providing the individual is earning under 
the pay as you earn (PAYE) personal 
allowance threshold, you would not have 
to pay her through the normal payroll you 
run.

Q: If an employee wanted to pay the 
whole of their monthly salary into a 
pension scheme via salary sacrifice 
would this be allowed? 
A: No, it would not be allowed. An 
employee cannot pay the whole of a 
monthly salary into a salary sacrifice 
pension scheme if he or she is entitled 
to be paid the national minimum wage 
(NMW). The salary sacrifice involves a 
change to the employee's rate of pay.

However, subject to scheme rules, it 
may be open to the employee, employer 
and pension scheme to agree to one or 
more substantial pension deductions. 
If the scheme operates the ‘net pay’ 
arrangement, such substantial deductions 
would affect the tax due in the period 
(perhaps reducing it to nil or negative). 

There would of course be no effect on 
class 1 NICs payable at all, so primary 
and secondary NICs would be due on the 
salary.  

Before agreeing to a substantial 
deduction, you should also investigate 
and consider the potential impact on 
other deductions (e.g. season ticket 
loan, charitable giving, etc) as the 
pension deduction might be defined 
to take precedence over them. Will, for 
example, arrears of deduction accrue, 
and entitlements be affected? But such 
considerations are relevant in any salary 
sacrifice situation, anyway.

Q: As we have a leap year in 2020 can 
you explain how we should calculate 
payrolled benefits? Should we pro rata 
for 366 or 365 days?
A: When working out the cash equivalent 
for a benefit, you would always use the 
days available in the tax year. During a 
leap year, these days are increased to 
366; therefore, you would use 366 days 
for 2020 to calculate when the benefit is 
unavailable (where applicable). Once you 
have worked out the cash equivalent of 
the benefit, you divide that figure by the 
number of pay frequencies left in the tax 
year.

Q: We have an employee who has 
received statutory maternity pay (SMP) 
during the two tax years 2018/19 and 
2019/20. 

When preparing the SMP payment 
schedule, should the SMP payable in 
2019/20 be paid at the new statutory 
rate of £148.68 and not the 2018/19 
rate of £145.18? 
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Q: We currently operate ‘IR35’ 
requirements for several personal 
service company consultants who are 
working for us. Should these consultants 
each receive a P60 certificate? 
A: Referring to guidance, yes you would 
issue a P60 certificate, but there is no 
effect on the employment status of the 
individuals. The reason for this is that the 
payments made via pay as you earn (PAYE) 
are ‘deemed employment payments’ and 
the figures need to be reported in a P60 so 
that the worker can enter them into their 
self-assessment tax return. If the worker 
then becomes an employee or is also an 
employee at the same time that they are a 
contractor, and all within the same tax year, 
then you would enter both figures in the 
same P60.

Q: Would we be able to cover the cost 
of a van benefit in our PAYE settlement 
agreement (PSA)?
A: Vans or company cars cannot be 
covered in a PSA as they do not fall 
into the available categories. A PSA can 
be used to cover things that would fall 
into the categories of minor, irregular or 
impracticable benefits.

Q: We have an employee who is 
receiving SMP. Her maternity pay 
period does not end until April, but 
she has informed us that she has been 
offered a new job and will be leaving 
our employment. What happens to her 
SMP? 
A: An employer’s liability to pay SMP 
ceases if the employee starts to work for 
a new employer after her baby has been 
born. 

Ask your employee when she will 
be starting employment with the new 
employer as this is the date up to which 
she should be paid SMP. 

Remember that SMP is paid in weeks, 
meaning that she can only be paid for full 
SMP-weeks, not part-weeks. 

As with all leavers, you must process 
her final pay to include any holiday pay 
that she has accrued during the period 
of maternity leave when she was still 
employed by you. You would not include 
the period in which she was no longer 
your employee, even if SMP is due for this 
period.

Q: It has been agreed that a leaver 
is to be paid gross (via a settlement 

agreement) and that as the employer 
we are going to pick up the tax bill. 
To gross up, I will apply 0T tax code, 
resulting in the values being substantial. 

If the individual in the future 
queries his tax paid in the year, and 
his allowances are applied, it will 
be apparent the tax collected on his 
earnings are incorrect and a refund 
would apply. Therefore, if a refund is 
calculated, will it be paid to us as the 
employer who paid the tax on the 
employee’s behalf or would it be paid to 
the employee?
A: Any tax that has been overpaid will be 
refunded to the ex-employee. 

The employer has deducted tax from 
the employee via PAYE in accordance with 
the tax code applied. HMRC would not 
know that the employer has grossed-up 
the payment so that the employee can 
receive an agreed amount of net pay. In 
the eyes of HMRC, the amount processed 
as gross is the employee's earnings in that 
period.

Q: We have recently taken on a new 
member of our sales team who will 
be using their own fully electric car for 
business use. 

We understand that when using a 
fully electric company car for business 
miles, each mile is reimbursed at a 
rate of 4p per mile. But what rate is 
applicable for a private electric car?
A: The rates that are reimbursed for 
business miles when travelled in a private 
car are called mileage allowance payments 
(MAPs). The MAPs are in relation to vehicle 
type rather than fuel type. 

The rate paid for every qualifying 
business journey is 45p for the first 10,000 
miles and 25p thereafter, without attracting 
tax and National Insurance contributions 
(NICs). This is the maximum you can 
reimburse your employee without tax and 
NICs liabilities. If you pay more than the 
approved amounts, then you would need 
to apply PAYE to the difference either via 
PAYE or report in a P11D return. If you 
decide to pay less, then the employee 
could claim tax relief directly from HMRC. n
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As automation technology reduces 
time spent on manual processes, 
payroll professionals can focus 

more on strategic tasks that have a 
positive impact on employee experience. 

Three quarters of UK employees have 
some sort of money worries (according to 
statistics revealed by Close Brothers Asset 
Management). Employee wellbeing is a 
top priority in most organisations and one 
of the biggest contributors to stress and 
anxiety is related to finances. Employees 
struggling with this can see a reduction 
in productivity, ability to concentrate, and 
absenteeism. 

There’s a clear case for taking action 
and supporting employee financial 
wellbeing and creating a healthy 
workplace. But how can employers help 
employees avoid financial difficulties, and 
whose responsibility in the workplace is it? 

The answer is everyone. All 
departments and management should 
help improve employee wellbeing. But 
payroll can specifically help with financial 
wellbeing, as you have the data and 
knowledge at your fingertips to help 
provide guidance to employees. If you use 
automation technology to help reduce the 
time spent on manual, repetitive payroll 
tasks then you’ll have more time to focus 
on financial wellbeing initiatives that can 
have a positive impact on employee 
experience. 

Often, financial education for 
those entering the workplace straight 
from school is limited. And for other 
employees, changes in their personal lives 
can create periods of financial hardship. 
For these groups, managing income and 
having to budget may be new or difficult. 
Payroll can offer advice to help employees 
better understand their payslips, make 
clearer which reward and benefit options 
are available, and help them save for the 
future. 

Here are some simple ways payroll 
professionals can help aid financial 
awareness and wellbeing in the 
workplace:

 ● Understanding payslips – Every week 
or month you provide employees with a 
payslip which contains lots of numbers 
and short-coded letters. When was the 
last time you explained the details of a 
payslip to an employee? You could help 
employees in their financial understanding 
by providing a quick reference guide with 
the payslip which explains what each 
section means. Help them understand 
the difference between gross and net pay, 
and the makeup of variable pay. 

 ● Understanding rewards and benefits 
– A recent Aviva survey found 18% of 
employees don’t take full advantage 
of the benefits on offer due to lack of 
information. Communicating and making 
clear which reward and benefit options 
employees are entitled to can help make 
a big difference. For example, schemes 
such as salary sacrifice offer ways to save 
money, or childcare vouchers help new 
parents return to work. 

When communicating the different 
options available, try to be as relevant as 
possible to each individual employee’s 
needs. You can achieve this by asking 
your employees what benefits they 
would like to receive through surveys 
and focus groups. You can match your 
health and wellbeing package to what 

your employees really want, which will 
have an immediate impact on employee 
engagement.

 ● Understanding saving for the future 
– 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 about auto-enrolment and the 
pension scheme(s) available. You could 
even offer one-to-one drop in sessions 
where employees can come and talk with 
you or a representative from the pension 
provider to discuss any questions they 
might have or talk through their options. 

 ● Understanding the drawback of pay 
on demand – Take the time to research 
and understand new concepts such 
as pay on demand, which lets workers 
access a percentage of their salary/
wage before their official pay day. Is it 
suitable for all your employees? It might 
be an attractive option to employees 
who are struggling financially, but it will 
require even closer financial guidance 
and monitoring by the payroll team. You 
would need to make sure employees 
who frequently request to access pay 
early don’t get trapped in a cycle of 
living outside of their means, having a 
detrimental impact on their financial 
wellbeing and productivity.

Time to make a difference
The impact of financial worries on 
employee motivation and their mental 
health can be significant. But by offering 
advice, using information you already have 
access to, and communicating effectively 
with employees can have a real positive 
impact. 

It’s time for the payroll profession to 
step up and make a difference. n

...you have 
the data and 

knowledge at your 
fingertips to help 

provide guidance to 
employees

Datagraphic’s Glyn King discusses how payroll is well-positioned to support 
this work

Financial awareness 
and wellbeing in the 
workplace
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W hile the majority of people know 
that attaining perfection simply 
isn’t possible, ‘perfectionism’ 

continues to be a stunting and common 
trait for many individuals. Though it may 
sound like a faux-problem, perfectionism 
can actually be a terrible blocker when it 
comes to creativity; in serious forms, it can 
trigger a range of issues from writer’s block 
to fear of failure. This is because, by its very 
nature, the perfection being sought after 
can never be fulfilled. 

No noted artist has ever shared 
work with the world declaring they have 
achieved something perfect. In fact, 
contrary to this, it is often the imperfection 
and flaws which are most widely 
celebrated in the artistic realm. 

Taking this into the workplace arena, 
trying to create a faultless plan to 
implement your ideas will likely result in no 
plan at all. This is why learning to accept 
both ideas and a strategy that are ‘almost 
right’ is essential.

Some of the best ideas of recent times 
probably sounded crazy or impossible 
when first suggested. When Apple created 
the iPhone, it went against everything the 
market was telling them: they designed a 
phone which was larger, with worse battery 
life and a bigger price tag than anything 
else dominating the industry at the time. 
When the idea was first proposed to create 
a phone without a keypad – and when 
this idea resulted in a product with all the 
aforementioned ostensible issues – a 
‘perfect’ standard would have resulted in 
scrapping this idea and going back to the 
drawing board. And yet, with innovation 
and strategy the iPhone has become the 
most disruptive and transformative mobile 
phone ever released. This is a classic 
example of the difference between good 

ideas, and perfect ones. 
While ideas are wonderful in 

themselves, the next step has to be taken 
otherwise they lose all value. The ideation 
process begins with knowledge; you need 
to read up on the area you’re looking 
to innovate in, then walk away entirely. 
Practising focussed daydreaming (http://
bit.ly/33idbkT) is not only an important 
way of uncovering new ideas, it removes 
the temptation to eliminate the seeds 
of good concepts just because they are 
imperfect. To practise this, do something 
else after you’ve done your reading (e.g. 
go for a walk or doodle); whatever the 
activity it should take you away from the 
subject at hand so your subconscious can 
work overtime. You’ll soon find fresh and 
original ideas waiting for you, ready to be 
refined and actioned so you can turn your 
daydream into a reality.  

To take these ideas from inception 
to implementation you need to get a 
wiggle on. If you wait around for perfect 
conditions and perfect resources, you’ll 
likely never get started. This isn’t to say 
you should begin your plan in terrible 
conditions, just that ‘nearly there’ is 
enough. 

To commence an ‘almost right’ plan, 
make sure your strategy is agile and 
adaptable. Inevitably, unexpected things 
will crop up and your plan needs to 
be flexible enough to go with the flow. 

Looking into fostering change management 
skills (http://bit.ly/2M3xAVe) can assist 
greatly with this – and will be a valuable 
skill that will serve you well in all manner of 
situations. 

While a perfectionist may struggle with 
relinquishing control over their ideas, 
allowing them to grow in a real-world 
situation may just let them blossom into 
something even greater. Nonetheless, 
having a plan-B that can be rolled out if 
your original plan doesn’t go as expected 
is always a good safeguard if you want to 
keep up speed and learn to roll with the 
punches. 

Overall, it’s key to remember things are 
ever-changing. Even if you were to uncover 
an idea or plan that seemed ‘perfect’ at the 
time, when it comes to implementation 
that perfection may quickly fade under 
the strain of unforeseen circumstances. 
If you’re going into unknown territory – 
which is likely if your idea is innovative 
– how can you possibly know beforehand 
what the ideal plan looks like? By learning 
to adjust and work under ‘almost right’ 
circumstances you’re far more likely to get 
a greater number of ideas off the ground. 
Perhaps they won’t all work as hoped, but 
failure is another key element of creative 
success. So, by actually putting yourself 
out there and trying your best to keep 
generating ideas and plans you significantly 
increase your chances of accomplishment. 
After all, winners fail more than losers even 
try. So, stop waiting around for crystal blue 
skies and still waters, all you need is for the 
wind to be blowing in the right direction. n

Chris Griffiths is co-author of The 
creative thinking handbook – Your 
step-by-step guide to problem solving in 
business (https://amzn.to/324l39B). 

Chris Griffiths, founder of OpenGenius and author, argues that getting 
started is key to making your ideas happen

...classic example 
of the difference 

between good 
ideas, and perfect 

ones

Almost right is 
good enough



A brief background 
I bought my first home last year in 
Dereham, where I grew up, and live there 
with my black pug Percy close to my family. 
Outside of work having sung and danced 
on stage when I was younger I enjoy 
theatre trips along with eating good food 
and spending time with friends and family. 

Can you give us an insight into 
your career and qualifications 
background?
I left sixth form working as a care assistant 
having not gained a place to study law at 
the university for which I now work. Injury 
forced me out of the role and after a period 
of rehabilitation and searching for a new 
job I began a role as an accounts assistant. 

It was when my financial controller 
moved and wanted to take me with him 
that the opportunity of payroll came up: 
“the lady who does the payroll is leaving…
do you fancy giving it a go?”. And that was 
that. Since then I have worked in a housing 
association, local government and the 
National Health Service before gaining the 
role I have now at the University of East 
Anglia. Alongside all of this I achieved my 
goal of graduating with a law degree from 
the Open University.

Which course did you study and 
why did you choose it?
I studied the Foundation Degree in Payroll 
Management taking the RPL (recognition 
for prior learning) test before completing 
years two and three. 

And did the fact that the CIPP is 
Chartered or recognised within 
the industry influence your 
decision to enrol with the CIPP?
Yes, it did, I hadn’t considered doing any 
more study but once this was suggested 
to me and I did some more research, the 
fact that the CIPP being the recognised 
qualification and institute for my industry 
really encouraged me.

How important is this degree in 
relation to your future career?
Very important – it was on the essential 
criteria of my latest role and I doubt I would 
have been able to move into management 
without it. 

How do you cope with work-life 
balance and study?
I am pretty good at work-life balance and 
study as I have had enough practice. I 
have always made a point of taking a day’s 

leave from work which I have dedicated to 
making a good start on my assignments 
or revision uninterrupted. I’ve then found 
it easier to work the odd hour here and 
there.

With module one completed of 
your course, how do you think 
you did and was it what you 
expected?
I really enjoyed it. Having studied for the 
past six years I already knew that working 
and studying alongside was a challenge, 
but it had become part of my routine. 
It was really good to be studying topics 
which I encountered on a daily basis and 
be able to network with other like-minded 
professionals.

How did you see the rest of the 
course working out and were you 
getting used to making it part of 
your routine?
I saw it working out well. I found it easier 
studying something connected to work 
and with which there was more group 
interaction. 

For someone who is thinking 
about studying for a CIPP 
qualification, what would your 
advice be to them? 
Go for it! Without this qualification I 
wouldn’t be where I am today. It is a really 
good qualification that opens doors and lifts 
your profile. Study hard and get the most 
out of every job you work in; any role is 
possible. n

Diary of a student…

Sophie Chapman LLB (Hons) 
MCIPPdip
Head of payroll and pensions, 
University of East Anglia 
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Access Group 

PAS – case study

The Payroll Assurance Scheme – an 
accreditation available from the CIPP 
– provides payroll departments with 
assurance that:
● their payroll and associated processes 
are fit for purpose and comply with 
government legislation
● they have the right payroll activities in 
place, and
● they have suitable processes in place 
for picking up and preparing for legislative 
changes. 

How beneficial has the PAS 
assessment been for your 
organisation?
It’s a really great accreditation to hold as 
it lets us benchmark ourselves against 
other organisations. When we advise our 
customers that we are PAS accredited – 
something that only 100 organisations have 
achieved – it’s a glowing reference of how 
excellent our team is. 

This year, we attained a PAS success mark 
of 100% which is very rare and just goes to 
show the hard work our team has put in. 

It’s not an easy accreditation to obtain 
but the reward of showing our team and 
customers that the practices we have in 
place are the best, is certainly worth it.

What advice would you give 
to organisations considering 
investing in the PAS programme? 
Just bite the bullet and go for it. It’s a widely 
recognised industry standard and if you’re 
a payroll professional who has a passion 
for the profession, then this is the perfect 
accreditation for you to hold. Everyone who 
works in the profession is familiar with its 
significance. 

 
How has the CIPP, as an 
organisation, added value to your 
organisation and in particular 
payroll department over the 
years? 
The fact that the CIPP is the only recognised 
body in the payroll sector is what makes the 
CIPP so beneficial. In our view, the CIPP is 

the best in the field. 
Similar providers don’t provide the same 

levels of investment in individual payroll 
professionals’ learning. In addition to this, 
the networking, regular events, legislation 
updates and wide range of relevant training 
courses they offer are excellent. They support 
professional development throughout 
an individual’s career and provide great 
opportunities for payroll professionals to 
meet like-minded individuals. 

Why do you feel the PAS was the 
best resource available to help 
with your company objectives? 
The CIPP are the only providers of these 
industry recognised benchmarks and 
qualifications. The PAS accreditation only 
serves to demonstrate the high level of 
competence and expertise required in the 
payroll field.

Where did you learn about the 
CIPP PAS accreditation? 
Primarily from the CIPP bulletins and 
communications. However, both Emma 
Long, operations manager, and Vicky 
Smith have worked towards achieving the 
accreditation in previous organisations, 
therefore knew first-hand of the benefits of 
such a qualification. 

What would you recommend 
about the PAS to other 
organisations that may be 
considering engaging in the 
scheme? 
Achieving and maintaining the PAS 
qualification is a huge commitment and is 
not something that should be undertaken 
lightly. However, it certainly is worthwhile 
as it provides your organisation with a solid 
payroll foundation and a golden standard for 
working practices. 

It’s also great that the CIPP come back to 
each organisation throughout the two-year 
accreditation period, ensuring that regular 
communication is in place and that the 
organisation is still adhering to best practice 
and has access to any support required.  n

|  Professional in Payroll, Pensions and Reward  |  11

For more information:

Visit: cipp.org.uk/training
Email training@cipp.org.uk 
Call: 0121 712 1000
Live chat with us

cipp.org.uk
@CIPP_UK

*correct at time of publication

Payroll and 
HR legislation 

update

50% DISCOUNT FOR 
CIPP MEMBERS

Updated every 
seven days7

Payroll legislation is 
constantly changing, and 

this essential update course 
covers the latest legislation, 

case law and all the 
proposed future changes, 
with the course material 

constantly updated to reflect 
the changes to payroll and 

HR in the UK.

Career development insight   
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Movers
Shakers

CoreHR APPOINTS STEVE LEESON
JOINING THE executive team at CoreHR as chief revenue officer, Steve brings experience of heading growth 
strategies of respected SaaS (software as a service) vendors. 

“I’m extremely excited to join CoreHR and further develop and deliver on the company’s ambitious growth 
strategy” says Stave. “HR leaders everywhere are looking at technology to automate routine, help better serve 
employees and give HR back the time it needs to align people management strategies with business goals. It’s a 
great time for me to join this amazing, growing company.”

Dean Forbes, chief executive officer (CEO) at CoreHR said: “…I’m delighted Steve has chosen to join us. Steve 
brings exceptional people leadership, commercial acumen, market knowledge and vision to CoreHR and I know 
he’ll play a truly instrumental role in our future.”

CIPP STAFF APPOINTMENTS 
THE CIPP has recently made several appointments within its policy and education teams. The five members of staff are, namely:

 ● Diana Bruce MCIPPdip – technical author
 ● Ben Carter BA (Hons) FCIPPdip MCMI – education manager
 ● Joanne Leather ACIPP – education support specialist
 ● Lora Murphy ACIPP – senior policy liaison officer
 ● Fiona Smith MCIPPdip – trainer
Diana has recently moved from the CIPP’s policy team to material updates in her new role. She joined the CIPP in 2009 and was 

previously responsible for providing content for CIPP’s magazine, amongst other things, which sets her in good stead for her new role 
assisting in the updating and maintaining of the Institute’s training and qualifications materials.

Prior to joining the CIPP in 2017 as a trainer, Ben worked as a payroll consultant for a large payroll and HR software developer. 
This enabled him to work with payroll professionals across different industries and illustrated the interaction that payroll has with other 
internal, and external, stakeholders at a strategic level. Ben was appointed education manager in July 2019, replacing Toni Green when 
she retires in November 2019. Ben will be instrumental in continuing Toni’s hard work in developing and maintaining our professional 
qualifications and relations with tutors. 

After nearly 23 years working in ‘finance’, accruing a vast amount of experience and two children, Joanne joined the CIPP in 2013 as 
a qualification administrator. Joanne’s role is essentially to support the education manager in the development of all qualifications and to 
manage our online learning portals.

Lora, who has worked extensively within payroll for approximately ten years, joins the CIPP as senior policy liaison officer, filling 
Diana’s former role. She will be predominantly responsible for keeping CIPP members informed of legislative updates across a variety 
of communication platforms and be involved with the maintenance of the Institute’s social media accounts. There will also be some 
analytical scope to the role, as she will be creating surveys and collating results.

Fiona was appointed with effect 30 September as a full-time trainer, joining the CIPP from her role as assistance group payroll 
manager. Fiona brings a wealth of experience and knowledge from which our course delegates can learn.

MICHAEL CUSTERS JOINS SD WORX
AS CHIEF marketing officer, with responsibilities including expanding the company’s product range and 
communication and marketing activities, Michael joins the SD Worx executive committee, reporting directly to 
CEO Kobe Verdonck.

Michael sees three major platforms to contribute to growth, observing: “First of all, we want to continue 
to optimise the customer experience. Secondly, we want to further innovate our range of solutions. Thirdly, 
of course we need to create good commercial dynamism, strengthen our brand awareness and the brand 
internationally and, through relevant content, help our clients ask and answer the right HR questions.”

“We want the company to become the European number one and are convinced that Michael has the 
right experience and expertise to support our ambitious marketing growth. I wish him every success in his role”, 

CAREER DEVELOPMENT INSIGHT
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CIPP
update

Payroll Assurance Scheme 
THE CIPP is pleased to announce that several organisations have 
successfully achieved the prestigious Payroll Assurance Scheme 
accreditation. They are:

 ● Moore East Midlands
 ● Dumfries and Galloway Council
 ● Durham County Council
Ken Pullar, CIPP chief executive officer (CEO), said: “We are thrilled that so many 

organisations have embarked on the journey to achieve this respected accreditation. It is 
imperative that organisations comply with government legislation and the Payroll Assurance 
Scheme is designed to help companies do just that.”

Visit cipp.org.uk/PAS or email info@cipp.org.uk to find out more about the Payroll 
Assurance Scheme.

CIPP achieves bronze in overall best UK 
association 
IN OCTOBER 2019, the CIPP was awarded bronze in the overall best UK association 
category at the association excellence awards. This is the third time the Chartered 
Institute has been recognised within this category.

The judges stated that they were particularly impressed with:
 ● membership benefits such as the annual benchmarking exercise, providing members who 

participated with a free report
 ● investment and development of apps such as the CIPP payroll factapp and the annual 

conference app; as well as the responsive design of the CIPP website, enabling use on smart 
phones in the same way you would access an app

 ● hosting live events for members through YouTube
 ● the number of Chartered Members who have joined/upgraded since the initial launch in 

2017.
Speaking on the CIPP success, Ken Pullar, CIPP CEO, said: “This is a fantastic 

achievement for the CIPP and something that the team are incredibly proud of.  This 
award recognises the hard work we are doing to ensure that the profile of payroll as a 
profession is raised within UK plc and within the government.  

“As members, you have had a part to play in this award, you raise the profile of payroll 
within your organisations through the role you play and the value you bring, and for that 
I thank you.”

Further information on the CIPP’s success at the awards, and the other winners and 
short-listed organisations, can be found at: http://bit.ly/2IPClzK. 

For more information:

Visit: cipp.org.uk/training
Email admin@cipp.org.uk 
Call: 0121 712 1000
Live chat with us

cipp.org.uk
@CIPP_UK

*correct at time of publication

P11D, expenses 
and benefits

Need clarity and 
confidence on how to 

process the P11D?

Course content

Outline of expenses and benefits

Identifying the different returns 
for expenses and benefits

Summarise the purpose of PAYE 
Settlement Agreements (PSAs)

Demonstrate form P11D completion

Plus much more...

CIPP update
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Can’t find a date or location to suit your needs?
Let us know by visiting cipp.org.uk/trainingreg. New dates and locations may be added if there is enough interest.

Dates are subject to change. More dates are available at www.cipp.org.uk/payroll-
training-listing

Have you considered in-house delivery of training courses?
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Events
Horizon
Full details of events and training courses can be found 
at cipp.org.uk or you can email info@cipp.org.uk for 
more information.

Training courses
Course Date* LocationCourse Date* Location

National forums 2020
Exclusive to CIPP members*, the national forums are a perfect opportunity to hear from 
the policy team, as well as other key speakers, on developments in payroll, pensions and 
reward legislation. These events also provide an excellent chance for you to network with 
other CIPP members.

The national forums for 2020 will take place between January to March to ensure we 
can give you all an update following the budget. 

Bookings are now open.

*applicable levels of membership only. 
Please be aware that lunch will not be provided.

Automatic enrolment and 
pensions for payroll

29 November Bristol

3 December London

Payroll and HR 
legislation update

(50% off for members)

2 December Newcastle 

6 December Birmingham 

Accuracy skills – delivered by 
Scott Bradbury

4 December London

Introduction to income tax 
and NICs

18 November Leeds

2 December Birmingham

4 December Exeter

Essential additions to payroll 
basics

3 December Birmingham

5 December Exeter

Salary sacrifice and other 
optional remuneration 
arrangements

17 December Newcastle

Off-payroll working and 
other employment status 
considerations

4 December London

CIPP and AAT hot topic events
50% off for members

Birmingham – 3 December   | London – 5 December

This is your opportunity to take part in educational and interactive sessions, where you 
will learn all the latest payroll and pension legislation changes, including recent changes 
to recording hours worked on payslips, the Good Work Plan and CEO pay ratios reporting. 
You will also gain clarity about IR35 regulations and learn about the common pitfalls in 
national minimum wage compliance and how to avoid them.

The workshop also provides an excellent opportunity for members to achieve their CPD, 
and discuss their CPD objectives and requirements with a member of the CIPP team.



Statutory bereavement pay and leave
PARENTS WHO lose a child (under the age of 18) or who suffer a still-birth from 24 weeks of 
pregnancy on or after 6 April 2020 may have a statutory right under the Parental Bereavement 
(Leave and Pay) Act 2018 to parental bereavement leave (PBL) and statutory parental 
bereavement pay (SPBP). 

PBL will be a ‘day one’ employment right, but eligibility for SPBP will be subject to certain 
qualifying conditions. SPBP will predominantly follow the same administration rules as all 
other parental statutory payments and will be treated as earnings for tax and class 1 National 
Insurance contributions. 

Regulations are to be laid setting out details, such as definition of a bereaved parent, the 
window in which the entitlement can be taken, how the leave and pay can be taken, record 
keeping, and how the entitlement will work in practice. Detailed guidance for parents and 
employers will be available on GOV.UK with a target publication date of December 2019. 

There will also be forms available for employers/employees to use, which includes 
employer’s record keeping forms and the employee’s declaration form for SPBP. The P60 
certificate will include a new section to record SPBP figures. 

HM Revenue & Customs (HMRC) has published Software developer guidance – Statutory 
parental bereavement pay (SPBP) reporting, which can be fund here: www.cipp.org.uk/sdg.

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 6
Deadline for payment of PAYE and NICs etc to HMRC’s Accounts Office by 
non-electronic method

19 November

Deadline for payment of PAYE and NICs etc to HMRC’s Accounts Office by 
electronic method 22 November

Diary dates

October Employer Bulletin
ISSUE 80 of HMRC’s Employer Bulletin, which can be found here: http://bit.ly/2VTxNNP, 
contains a section headed ‘Guidance for employers on reporting PAYE information in real 
time when payments are made early at Christmas’. This section advises that “If you do pay 
early over the Christmas period, please report your normal (or contractual) payday as the 
payment date on your full payment submission (FPS) and ensure that the FPS is submitted 
on or before this date.”

Payroll 
news
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Payroll news

Agency workers 
DRAFT REGULATIONS have been laid which, when approved, will amend the Agency 
Workers Regulations 2010 with effect 6 April 2020. The Agency Workers (Amendment) 
Regulations 2019 (http://bit.ly/2IHK1E9), which extend to England, Wales and Scotland, 
make amongst other things provisions in respect of:

 ● requirement to provide written statement
 ● unfair dismissal and the right not to be subjected to detriment, and
 ● special classes of person.
All agency workers will be entitled to receive equal pay as their permanent equivalents, 

once a twelve-week employment period has passed, whether or not they are paid between 
assignments.

Guidance for employment businesses providing a ‘key information document’ for agency 
workers, is available here: http://bit.ly/2OBVoRx. Employment businesses can download the 
blank key information documents and adapt as necessary. 

The requirement to provide such a document operates from 6 April 2020 by virtue of 
new regulation 13A of the Conduct of Employment Agencies and Employment Businesses 
Regulations 2003. After this date all new agency workers must be given this document 
before agreeing terms with an employment business.



T here are so many considerations to 
ensure you successfully bring your 
payroll service arrangement back in-

house. The subject is much broader than a 
short article.

Although I will not go into the transfer of 
undertakings (protection of employment) 
rules as these would typically apply for 
those wholly involved in the delivery 
of service, at the least they need to be 
reviewed. For the purpose of this article I 
am concentrating on the principles of what 
you may need if you find yourself planning 
for an exit from the outsource arrangement 
and needing to build capability within your 
organisation.

The actual reason for bringing back 
could be many and varied. For example, 
the arrangement may have reached a 
contractual review period and the reasons 
for the original outsourcing may no longer 
be prevalent in your business. 

The time to write an exit plan within 
a contract is before it is live. Whilst this 
may seem very pre-emptive and may not 
contain all the details of the future, it will 
be possible to set out at a high level what 
would be required for the transfer back 
and what reports or access to the database 
(or likely a mix of both) would be needed 
as part of release. It is also to identify, 
ahead of time, who the key stakeholders 
will be and to establish a typical transfer 
duration for your industry. Another reason 
for putting detail into an exit plan, prior 
to commencement of service, is to take 
the emotion out of the situation, so that 
when the time comes having an agreed 
template, with responsibilities clearly 
articulated, leaves little room for ambiguity, 
which otherwise can create anxiety.

It is essential to do your homework 

and establish the fundamentals in the 
current delivery model. Are all processes 
documented; is housekeeping regularly 
performed; and do the current team 
perform multiple tasks outside of the 
core system in order to deliver the pay/
pensions cycle? 

If knowledge of the system processes 
sits mainly in the ‘grey-matter’ of key 
individuals it is crucial that time is taken 
to support them in documenting what 
they know. This should be considered as a 
key objective of succession planning and 
business continuity planning in the current 
delivery model.

Reviewing the service with the audit 
team and understanding the level of 
assurance provided by previous audit 
reports will give a good measure of where 
weaknesses exist and may help to split any 
areas of concern between people, process 
and technology.

Considering the effectiveness of current 
delivery will allow you to ascertain how 
much resource and the mix of skills/
experience that will be needed for the 
future delivery model. Do remember that 
if weaknesses existed in an area, then 
rather than thinking you can achieve more 
with the same resource, do look to secure 
additional budget to shore up those areas.

If needing to recruit and train a new 
team, then allow for a much broader 

window within the project for bringing 
new staff into the business, providing 
full induction, and training them in the 
responsibilities and accountabilities of 
the service model. New eyes bring new 
ideas and different experiences. Look to 
embrace ideas that may help to engage 
new staff more quickly and may ultimately 
lead to improvements in the service 
delivery.

Planning is a key element to ensure 
everything is listed and owned as part of 
the project to return service. No doubt the 
original migration will have taken many 
months to complete. Don’t think the exit 
can be achieved any quicker if establishing 
a new team, with a new infrastructure, 
as the same diligence must be applied. 
Test all routines; an example of one 
often missed, is not testing that you are 
able to submit your own BACS transfers. 
It is often the small items to one side 
which get missed, such as new physical 
addresses for post or electronic addresses 
for delivery.

If moving to a new team, then unit 
testing and parallel runs are important for 
assurance that the routines have been 
documented, tested and understood. 
Stress testing for volumes is also important 
if creating a new infrastructure and 
ensuring reporting expectations can still be 
delivered.

From a relationship management 
perspective, whilst losing a client may not 
be welcome, the outsourcer should look to 
work at achieving a successful transfer for 
two reasons: many tender opportunities 
require detail on recent exits; and you 
never know when you may meet again. 

I hope the above is informative. I’d be 
pleased to hear any additional comments. n

...previous audit 
reports will give a 
good measure of 

where weaknesses 
exist... 

In this the third and final article, Jason Davenport MCIPP MIoD, CIPP chair, 
discusses some of the issues to bring payroll processing successfully back in-
house
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T he Budget announcement that 
from April 2020 employers 
with class 1 secondary National 

Insurance contributions (NICs) in excess 
of £100,000 in the preceding tax year 
would no longer receive the £3,000 
annual amount for the employment 
allowance was met with little response. A 
shrug of the shoulders at most, with many 
commenting “don’t know why it took so 
long”.

The policy intention of the employment 
allowance has always been to encourage 
growth in business and thus increase 
employee numbers – and so the ultimate 
beneficiaries have always been seen to be 
micro and small businesses.

The impact (also known as ‘unintended 
consequence’) of making this change 
means that, by restricting the amount to 
one group of ‘economic entities’ to the 
exclusion of others no matter how large 
they may be, HM Revenue & Customs 
(HMRC) has to account for these annual 
amounts as de minimis state aid.

There are various types of state aid, ‘de 
minimis’ being the category that requires 
the least reporting to the European Union 
by the UK. However, for the public sector 
body that provides such funding it still 
requires records to be maintained by that 
public sector body for ten years – in this 
case, that public sector body is HMRC.

Draft regulations 
The draft Employment Allowance 
(Excluded Persons) Regulations 2019  
were published for technical consultation 
during the summer months – a summer 
which proved for many not to be ‘balmy’ 
but ‘barmy’. The proposed policy seemed 
to be asking UK employers to account 
for an item in euros through their payroll 
system – surely, this proposal topped the 
charts for being the barmiest.

But on a more serious note, their 
publication meant that the draft 
regulations, published for public review, 
were met not with indifference but with 
howls of indignation.

The key features of the draft regulations 
called on employers to:

 ● Indicate in each tax year if the 
employment allowance is to be claimed.

 ● Account for a three-year financial period 
to consider whether there is sufficient 
space to accommodate a claim of £3,000 
in the coming tax year (regardless of the 
intention to claim the whole £3,000 or 
not).

 ● Indicate which sector the employer is in 
which could include agriculture, fisheries 
and aquaculture, road transport and 
industry.

 ● Account for de minimis state aid 
received in the three-year period in euros. 

As this was the first time that we had 
been asked to consider this subject, we 
took many of the same steps that we 
would with a public consultation held at 
an earlier stage of policy development.

Think tank roundtable
Our think tank roundtable meetings 
are proving to be a very useful tool to 
gather views and experiences from the 
membership. They provide us with an 
opportunity to drill down to the finer 
valuable detail that is often needed in 
order to gather an informed view as to the 
impact that new or amended policies will 
have.

The roundtables also provide valuable 
opportunity for government officials to 
meet with employers and professionals 
to gain a real insight into the workings of 
busy payroll operations. As we know well, 
no one size fits all.

The CIPP thanks Karen Thomson, 
partner at Armstrong Watson, for providing 
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Samantha Mann MAAT MCIPPdip, CIPP senior policy and research officer, 
reveals how the CIPP has effected government policy change 

Payroll insight
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Employment allowance 
proposals

Clarification
The ‘Policy team update’ (see page 6 of Issue 53,  September) omitted to mention 
that different caps to the de minimis state aid apply according to the industry sectors. 

Thankfully, payroll will not need to be aware of these caps when completing EPS 
returns.
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us all with a warm Borders’ welcome that 
played a valuable role in gathering more 
insight into this latest proposal.

Our consultation response
It is fair to say that the CIPP is 
disappointed that other options weren’t 
previously considered in a public 
consultation, and we are concerned at the 
proposed direction of travel as it relates 
to government’s use of the real time 
information (RTI) system. It is also fair to 
say that the proposals on accounting for 
the de minimis state aid amounts were 
met with wide-spread objections. 

Thank you to all members who were 
generous enough to share their time to 
feed into our response. 

In our written response (which can be 
read in full here: cipp.org.uk/my-cipp/
policy-hub) to the technical consultation 
we made several recommendations, 
and reiterated that we are of the belief 
that the draft Employment Allowance 
(Excluded Persons) Regulations should 
not be passed in their current form. This 
is because they place on employers’ 
payroll processes unacceptable levels of 
administrative burden – not least because 
the data required within the declaration is 
not available to the payroll function and so 
will require significant manual intervention. 

We recommended that: 

 ● As with any new policy or policy 
adaptation it is vital that a good 
communications plan which makes use 
of all communication avenues open to 
HMRC is used, and to an appropriate 
timescale. Such resources include direct 
communications to inform all employers 
about the policy change (i.e. hard-copy 
letters planned for later in the tax year 
– February/March). Whilst electronic 
communications are not ideal, if also used 
they will ensure that all who are involved 
in submitting the employer payment 
summary (EPS) will have been made 
aware; this is a high-level communication, 
but it is important to ensure it arrives at 
the correct place.

 ● Guidance should be updated on GOV.
UK pages at a basic level as well as a 
more-advanced level, that considers more 
complex or unusual circumstances and 
the needs of agent and service providers. 
Please continue in this vein with a clear 
explanation of:

 ❍De minimis state aid – the sectors 
affected as well as the principle, which 
must include good examples of what 
employers need to be aware of i.e. how 
they might receive such aid.

 ❍The impact of the ‘less than 
£100,000’ on class 1 secondary NICs 
liabilities – how is this calculated and what 
exclusions are there from this amount? 

We understand that secondary NICs 
arising from ‘deemed’ payments are to 
be excluded – is this for all employers 
or simply personal service companies/
intermediary employers that directly 
employ the contractor?  This needs to be 
made clear.

 ❍Can the £3,000 be offset against all 
class 1 secondary NICs or are there any 
exclusions? Again, this needs to be made 
very clear, not only to software developers 
but also to employers, agents and payroll 
providers.

 ● Use of webinars (detailed and technical 
‘talking points’ for agents) and employer 
webcasts.

 ● Use of stakeholder engagement to 
cascade the message across all sectors 
(particularly those that have limited state 
aid ceilings) and professions.

 ● A brief summary in the Employer 
Bulletin and Agent Update – which 
ideally will have working links to updated 
and accurate pages on GOV.UK – is not 
enough.

 ● Frequently-asked-questions sheets have 
been found to be useful in the past and 
we would be happy to supply suitable 
questions – we have many. 

We are aware of the limitations that 
Government Digital Services (GDS) place 
on the format of information held on GOV.
UK and we would be happy, together 
with other stakeholders, to cascade such 
information. 

We continue to be frustrated at the 
limitations that GDS place on information 
uploaded to GOV.UK. Our work is not 
simple, and neither will it become so with 
this latest policy change. So, the guidance 

Employment allowance EPS data items from 2020/21

166 Employment allowance indicator rule changed

199 Employer is in the agriculture sector added

200 Employer is in the fisheries and aquaculture sector added

201 Employer is in the road transport sector added

202
Employer is in the industrial sector 
(Complete this item if the employer is involved in economic activity, and is not within 
the agriculture, fisheries and aquaculture or road transport sectors)

added

203

State aid rules do not apply to employer
Complete this item if the employer is not undertaking any economic activity (e.g. 
charities, community amateur
sports clubs, employing someone to provide personal care)

added

204 Enter 0.00 added

205 ‘euros’ added

...guidance should equally not be 
simple – it should comprehensively 

provide for all needs and be provided in 
all formats
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Book online at cipp.org.uk/training, email info@cipp.org.uk or call 
0121 712 1000 for more information.

●

One day

This course explains how to assess employment status, the financial risk of getting it wrong, 
the right to work in the UK and a variety of modern employment practices. It covers recent 
developments such as the IR35 process changes (‘off-payroll working’) and possible future 
developments following various Government consultations.

This course covers:
 ● Optional remuneration arrangements
 ● Legislation and salary sacrifice case law
 ● Contractual implications
 ● Effective arrangements
 ● Payroll implications
 ● Salary sacrifice and noncash options

Off-payroll working and other 
employment status considerations

should equally not be simple – it should 
comprehensively provide for all needs and 
be provided in all formats.

We welcome the opportunity to 
continue to work with HMRC on 
communicating this change and feeding 
into the increased guidance that is in the 
design process.

The latest position
In early October, a week or so after 
finalising the content of this article, we 
received notification of a significant 
development regarding the data items 
being added to report the employment 
allowance in EPS returns from the start of 
the 2020/21. These new data items are 
shown in the table.

HMRC’s Software Developers Support 
Team emailed developers with this 
message:

“We’ve had lots of feedback over the 
past few weeks, about employment 
allowance reforms from 06 April 2020, 
and its link to de minimis state aid. Many 
of the comments were in relation to data 
items 204/205, in the recently published 
RTI RIM artefacts and Data Items Guide 
for 2020 to 2021. 

In response to feedback, HMRC can 
now confirm that we do not require 
employers to calculate and report the 
amount of de minimis state aid in this 
data item. 

Employers still need to complete 
business sectors: 

 ● data items 199 to 202 (all that apply) 
for businesses undertaking economic 
activity, this means providing goods or 
services to the market. Businesses do 
not have to make a profit: if others in the 
market offer the same goods or services, 
it is an economic activity.  In the case 
of this allowance, this will apply to most 
businesses, or

 ● data item 203 where de minimis state 
aid rules do not apply to the employer 

because they are not engaging in 
economic activity: for example, charities, 
community amateur sports clubs, 
employing someone to provide personal 
care.

The RTI schema for 2020/21 will not 
be amended; however, the amount of de 
minimis state aid received or anticipated 
(in euros) is no longer required – if one or 
more of the de minimis state aid business 
sectors has been selected (data items 199 
to 202), complete item 204 with 0.00.  If 
possible, software products should report 
0.00 by default in these cases.

Any figure that is supplied in this field 
will be disregarded by HMRC back-
end systems and will not be stored or 
displayed, for example in Business Tax 
account.

RTI schema for 2021/22 will be 
amended to remove data items 204 and 
205 completely.” n

Conclusion
The decision to remove the 
requirement to report state aid 
amounts is very welcome. And it 
demonstrates that we can bring 
change.

...decision to 
remove the 

requirement to 
report state aid 
amounts is very 

welcome
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T hose of us who have been dealing 
with the public sector for many 
years will recall the concerns 

that HM Revenue & Customs (HMRC) 
had in relation to its dealings with large 
businesses, which culminated in the 
release of the so-called ‘Varney report’ in 
2006 and the ‘Varney delivery plan’ which 
followed in 2006. In these documents, 
the nature of the working relationship 
between large businesses and HMRC was 
reviewed in detail emphasising “the need 
to establish more common ground in what 
constitutes unacceptable tax planning and 
behaviours”. After an extensive consultation 
exercise, this work was followed by the 
introduction of HMRC’s detailed framework 
for assessing the tax compliance risks 
presented by these large businesses.

Under this new approach, the volume 
of HMRC’s interventions in a company’s or 
organisation’s affairs – and the nature of 
the working relationship between the two 
– was determined by reference to a risk 
rating given to the company/organisation 
by HMRC. The lower the risk, the lower 
the expected level of HMRC involvement 
in the day-to-day workings of a business. 
These business risk review (BRR) ratings 
were confirmed as being ‘low risk’ or 
‘not low risk’, with ‘low risk’ organisations 
benefiting from a ‘light touch’ approach by 
HMRC.

Together with the risk-based approach 
came the appointment by HMRC of a 
customer relationship manager for the 
largest and most complex businesses, 
including many public sector bodies, to 
act as a single point of contact across all 

taxes. From 2014, these became known as 
customer compliance managers, reflecting 
the shift in HMRC’s focus on improving 
overall tax compliance.

In September 2017, HMRC published 
a consultative document entitled Large 
business compliance – enhancing our 
risk assessment approach (http://bit.
ly/326exiv). The consultation sought 
views on whether the efficiency and 
effectiveness of the BRR could be 
improved with the intention that these 
improvements would benefit both HMRC 
and large business. The consultation 
considered: the current BRR process; the 
aspects of risk to be assessed; the results 
of the BRR and how they are presented; 
and the outcomes and potential 
opportunities that existed for their use.

HMRC has defined a low-risk business 
as one that has an open and transparent 
relationship with HMRC, effectively 
manages its own tax compliance risk, and 
is trusted not to engage in aggressive tax 
planning. HMRC trusts such a business to 
raise issues to discuss in real time, and to 
pay the right tax at the right time. It regards 

all other large businesses as not low risk. 
There was a concern that this sub-division 
into two categories is too restrictive 
and does not accurately represent the 
significant differences across the large 
business population. 

Following this consultation and a 
pilot exercise, a new BRR process was 
announced by HMRC and was rolled-out 
to several Public Bodies Group customers, 
including some of our own local authority 
clients, with effect from 1 October 2019. 
So, what has changed? 

HMRC has advised that it wishes to 
provide greater clarity and consistency 
for customers around the BRR process, 
through greater collaborative working and 
by developing clearer guidelines and a 
standardised approach. The original two 
risk ratings have been replaced with four 
new ratings, which are: low risk, moderate 
risk, moderate-high risk, and high risk.

HMRC determines a customer’s 
overall level of tax compliance risk by 
direct reference to the sector in which 
the organisation operates, in terms of, 
for example, their size, complexity and 
the degree and pace of change they 
experience. By creating these four risk 
categories, HMRC confirms that they can 
more efficiently target resources to where 
they are most needed. 

For low-risk customers generally, HMRC 
has advised that it still expects BRRs for 
large businesses generally to be carried out 
every three years, as they were previously. 
Whether this is achievable for public sector 
organisations remains to be seen, as we 
do know that the HMRC Public Bodies 

...intention 
that these 

improvements 
would benefit both 
HMRC and large 

business

Tim Bridgett, employment taxes senior manager at PSTAX, reviews recent 
developments and discusses implications for public sector organsiations
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Group has had some resourcing issues 
recently. What we can say is that it is more 
likely that for those bodies with higher risk 
ratings the more frequent and in-depth the 
BRRs will be. 

For customers that have been awarded 
moderate, moderate-high and high-risk 
categories, HMRC suggests that BRRs will 
usually be carried out on an annual basis. 
Again, whether this would be the case 
in the public sector is unclear, but the 
prospect of more frequent and in-depth 
reviews should provide incentive enough 
to address the relevant issues.

During the BRR, which is a collaborative 
process, HMRC determines how the 
customer mitigates tax risk through their 
behaviour, specifically in three areas. These 
are summarised below with emphasis on 
the required behaviour to help achieve a 
low-risk rating.

 ● Systems and delivery – The 
organisation must be able to demonstrate 
that it has processes and suitable 
resources in place to deliver timely and 
accurate returns, declarations, payments 
and claims that are suitable for the size 
and complexity of the business. 

The organisation must maintain 

documented tax policies and procedures 
and share these on request from HMRC. 

All returns and payments must be 
submitted to HMRC on time. 

 ● Internal governance – The organisation 
will have clear accountabilities up to and 
including the board for the management 
of tax compliance risk and tax planning 
and have appropriate tax accounting 
arrangements to enable accurate tax 
reporting.

The organisation must appreciate its 
potential liability under corporate criminal 
offence legislation and have taken steps 
to profile and manage the risk of failing 
to prevent the facilitation of tax evasion. 
It must also identify and promptly 
communicate to HMRC any significant 
uncertainties or irregularities.

 ● Approach to tax compliance – The 

organisation is expected to maintain an 
open and transparent relationship with 
HMRC and be open with HMRC in real 
time about how tax compliance risk is 
managed across all relevant taxes and 
duties.

The organisation must not be involved 
in tax planning other than that which 
supports genuine commercial activity. n

So, what now? 
Clearly these are significant changes across 
the large business community generally 
and public sector bodies are very much 
part of that. We are aware that HMRC has 
already started, and finalised, a number 
of the new BRRs and we can expect the 
programme of visits to be stepped up in 
the coming months and years. 

As with any compliance process that is 
run by HMRC, it is advisable to pre-empt 
such reviews well in advance by reviewing 
internal processes and policies and 
considering the behaviour that underpin 
these. This could involve working closely 
with your advisers and ensuring that there 
is the right level of ‘buy-in’ within the 
organisation to help keep the risk rating 
low. 
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P46 error lead to income 
tax underpayment

M s Riquier (‘Ms R’) was employed 
by Intelligent Positioning Ltd 
from the beginning of tax year 

2015/16 until 17 December 2015.  She 
commenced employment with Towergate 
Underwriting Group (‘TUW’) on 7 December 
2015.        

TUW applied tax code 1060L on the 
non-cumulative basis, in accordance with 
Ms R completing statement B in form P46 
(since replaced by the starter checklist). In 
December 2015,  Ms R benefitted from two 
sets of personal allowances and additional 
entitlement to the basic rate tax band being 
set against the income received from these 
employments.

In January 2017, HM Revenue & Customs 

(HMRC) received Ms R’s self-assessment 
return for tax year 2015/16 which declared 
foreign income of £1,000 for the tax year 
but did not report any employment income. 
In January 2018, HMRC opened an enquiry 
under section 9A of the Taxes Management 
Act 1970 and requested information in 
respect of Ms R’s employment income. 

In March 2018, Ms R emailed HMRC 
expressing concern that the underpayment 
of tax was caused by employer error. She 
complained that TUW had applied her 
allowance twice, saying she was not in a 
position to check whether the accounting 
department had made a mistake.  

HMRC responded by e-mail and provided 
an explanation of how the underpayment 

arose because of the entry in the P46.  
In April 2018, HMRC issued a closure 

notice and amendments to Ms R’s tax return 
showing additional tax due of £1,227.85 
of which £827.85 was attributable to the 
employment income.  

Ms R replied, saying that the options in 
form P46 were imprecise, and that though 
none quite matched her situation it made 
sense to select statement B as “Towergate 
was my only job in December, I wasn’t 
going to return to the other job.  It was just 
to end a notice”.

The First-tier Tax Tribunal dismissed Ms 
R’s appeal against the closure notice. (The 
case report can be found here: http://bit.
ly/2MmDGQN.) n
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Y ou’re likely reading this article because 
you have a vested interest in UK 
payroll. It might therefore surprise you 

to see the relatively low ranking of the UK at 
34th in the 2019 Global Payroll Complexity 
Index (http://bit.ly/2qgV2Wo) (‘the Index’). 
We were initially surprised considering the 
intricacies we know go into each payroll run.

A deeper dive into the feedback of nearly 
2,500 payroll professionals highlighted UK 
payroll as established. Processes are mature 
and increasingly standardised. Technology 
is often in place to reduce admin and 
maximise accuracy. Laws are in place and 
changes well-communicated and usually run 
to a calendar. Across much of Europe this is 
not the case and explains why the top ten 
is dominated by countries including France, 
Italy and Spain where multiple external 
influences including powerful works councils 
and regional variances make managing 
payroll far more challenging. 

Further to this, 2019 saw for the first 
time the rapid rise of countries considered 
to be growing economies. Where once 
there were few rules and little employee 
protection in order to compete in the global 
market, countries across Eastern Europe, 
South America, Asia and Africa have had 
to implement major reforms, putting them 
ahead of the UK as major cultural changes 
come into play. 

Recently, I had the opportunity to sit 
down with Jason Davenport, CIPP chair, who 
shared his thoughts on the findings of the 
research. To paraphrase, Jason explained that 

across Europe, and further afield, change 
can come much quicker and governments 
make tax changes with little warning. The full 
conversation with Jason Davenport, part of a 
webinar with Dan Wilson, who heads up the 
UK business as NGA HR, can be watched 
here: http://bit.ly/2OWYDTJ.

The top five UK payroll complexities as we 
move into the 2020s are discussed below.

Data and GDPR-led changes
What the General Data Protection 
Regulation (GDPR) has done is highlight 
the ‘vulnerability’ of data and the handling 
of it. The pressure is set to only get greater 
as we all become aware of our digital rights. 
Through the readiness process, organisations 
had to pull together companywide PII 
(personally identifiable information) handling 
and storage policies and processes. As 
a result, many respondents to the Index 
reported heightened awareness of the 
liabilities around data handling and this 
has added more stress. What controls and 
measures are in place? How are these being 
monitored and checked? Am I liable?

If it were not arduous enough, countries 
have layered their own data protection rules 

on top of GDPR and many more outside 
the European Union are adding their own 
GDPR-like legislation. The blog ‘GDPR is 
Going Global’ (http://bit.ly/31qQoBX), by 
Sascha Schneider of NGA HR’s legal team, 
goes into detail. 

Scenario planning and legislative 
change management
By the time this article is published we’ll 
know the outcome of the 31 October Brexit 
deadline. The payroll and human resources 
(HR) complexity impact is yet unknown.

Jason Davenport provided a quick 
explanation: “If we leave with a deal we 
have until 2020 to look at what data and 
legislative changes there might be. If we 
leave without a deal, it’s off the table. There 
might be more regulations imposed as a 
result of this. 

“The Information Commissioner’s Office 
is working hard to get as much data together 
as possible for organisations to outline what 
might happen.”

There are more immediate challenges, 
as highlighted by NGA HR’s Dan Wilson: 
“Multiple clients are asking the same 
question. In fact, I have this challenge 
in my own team; what happens with 
employees on short-term international 
assignments where on appointment to the 
role they had the right to live and work in 
the UK – do they still? What happens to the 
application process now? Does it change the 
employee’s status? Where does their contract 
sit – in the UK or elsewhere? Under which 

Caroline Garstang, of NGA Human Resources, and co-author of the 2019 
Global Payroll Complexity Index, presents key findings and the observations of 
industry leaders
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payroll legislations do they come? 
“These are not just process challenges, 

but real GDPR and PII data protection risks.” 
As with any change scenario, business 

planning is crucial. In most organisations 
workstreams will be in place to cut potential 
Brexit workforce scenarios, but there is no 
clarity to the true impact on the workforce. 
Besides the emotional factors, there are 
legalities to be untangled. What percentage 
of the workforce will be affected in 
instance A or B? will support be required 
for applications such as indefinite leave to 
remain? What’s the cost of repatriation? 
What future travel be more expensive, not 
just financially but in terms of time? Will 
employee contracts and salaries need to be 
changed?

For those organisations where payroll data 
is accurate and analytics can deliver clear 
business intelligence, this will have been 
easier. For those without single data source, 
the process of workforce mapping has 
and will continue to be high risk and highly 
challenging. 

Salaries and rewards review
There has been a fundamental shift 
towards employee-driven salaries. 

According to Index feedback, people don’t 
just want cash. They want to be rewarded 
for personal contribution and in a way that 
supports their individual circumstances – 
often frequently changing circumstances. 

Furthermore, people want to move 
away from the standard working day and 
contract statuses. Not so many years 
ago the response might have been, 
“if you don’t like it here…” However, 
today, there are employers that see the 
benefits of opening the workplace, and 
coupled with greater salary transparency 
and compensation options, are draining 
talents from organisations still employing 
outmoded pay and rewards models. 

The findings of an independent HR 
industry research study sponsored by 
NGA Human Resources, will be published 
next year. Already, the ‘HR2025’ findings 
suggest that the move is faster than 
we thought, but this is not the end of 
the office, which we might think more 
outdated. 

There are interesting times ahead 
for sure. And, challenging times for HR 
and payroll teams who will need to get 
used to the challenges these will bring. 
Already, many organisations are running 

retrospective payrolls almost of the norm 
now.

Employee leave entitlement
Most of us now consider ourselves as 
equals. Gender pay gap reporting called 
on huge resource from the payroll and HR 
departments. Shared parental leave is having 
the same impact. It’s incredibly complex to 
administer. 

According to the Index, take-up in the 
UK is on the up and paternity leave take-up 
increased by 15% in the past two years. This 
very much turns on its head the expectation 
that the traditional primary carer earns less 
than the traditional ‘bread winner’. It also 
points to the reality that a man is as likely as 
a woman to be the primary carer. 

This change in workforce dynamics 
has also been positive for the profile of 
the payroll department. There’s now clear 
understanding in the boardroom that the 
business intelligence needed to keep a 
workforce performing comes from the 
payroll process. The data is accurate and can 
be cut to reveal any retrospective, current or 
future impact of change there might be. Let’s 
hope now that we will start to see more 
investment in payroll processes. n
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I n recent years, HM Revenue & 
Customs (HMRC) has increased 
its activity by adopting a range of 

approaches. A compliance review might 
just cover general pay as you earn (PAYE) 
compliance, be an aspect review or 
part of a business risk review for larger 
employers. 

However, over the last couple of 
years HMRC has also taken a desk-top 
approach, issuing a letter containing a 
list of questions to establish if an onsite 
visit or further interactions are needed. 
When a full review is instigated, HMRC 
will now often request details for the past 
three years instead of just one. This is 
an interesting development as, arguably, 
it changes the focus of the visit from 
that of a check to ensure an employer 
is compliant, to one where HMRC is 
also seeking to identify areas where 
errors have been made and to recover 
underpaid taxes. 

For basic PAYE compliance checks, 
HMRC will want to speak to the people 
who deal with payroll, expenses and 
benefits and often human resources. 
In smaller employers this may be one 
person, but in larger employers it is likely 
to be at least different three people. 
In these circumstances, it is important 
that the employer is well-prepared, as 

any seemingly inconsistent or unclear 
information provided to HMRC in relation 
to a particular benefit or expense can lead 
to undue complications. 

Business risk reviews
HMRC is likely to be engaging with the 
top 2,000 of the UK’s largest businesses 
in ‘real-time’, via customer compliance 
managers and as part of the business 
risk review (BRR) process which aims to 
identify emerging tax risks across the taxes 
and to resolve disputes at the earliest 
opportunity. In 2018/19, this area yielded 
£9.8bn.

HMRC has been piloting a new 
approach to the way it evaluates the 
tax risk profile of large businesses. The 
new BRR encompass changes to risk 
assessments which will formally apply 

from October 2019.
Historically, HMRC has conducted 

periodic BRRs which would lead to a 
business being designated as either 
‘non-low risk’ or ‘low risk’. The new risk 
assessment process will provide for four 
categories of risk:

 ● low
 ● moderate
 ● moderate–high, and
 ● high.
These categories will apply for each 

tax stream, of which employment tax 
is one, of course. Behavioural factors 
will be assessed for each regime and a 
behavioural risk rating awarded for each 
regime. Businesses will also be allocated 
an overall rating. 

Methodologically, HMRC will consider 
three factors when assessing risk, namely: 
(i) approach to compliance; (ii) internal 
governance; (iii) systems and delivery. 

Several factors will therefore be 
reviewed and are deemed important by 
HMRC when determining the risk ratings, 
including:

 ● the senior accounting officer (SAO) 
process, which requires businesses to 
submit an annual declaration to certify 
whether the business had in place 
both the appropriate tax accounting 
arrangements and the appropriate 
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documentation setting out the procedures 
and processes. A penalty regime operates 
for failure to comply with the SAO 
requirements

 ● the criminal corporate offence under 
provisions of the Criminal Finances Act 
2017. Businesses will be reviewed on their 
compliance, so that HMRC can understand 
what risk assessment has been performed 
and the steps put in place to mitigate any 
risks. 

HMRC will also want to understand the 
controls that a business has in place and if 
and how they have been tested, whether 
internally by the business or by a third party. 
In other words, it is no use having a sound 
control framework on paper – you will also 
have to demonstrate that it is effective in 
practice. 

As before, there are clear advantages 
associated with low-risk status which include 
fewer HMRC interventions. 

Nudge letters
Many businesses (and individuals) are 
receiving letters from HMRC requesting 
detailed information about things such 
as the employment status of contractors 
or national minimum wage (NMW) 
information. 

This ‘nudge’ approach makes recipients 
aware of potential problems, often providing 
the chance to correct errors without the 
expense and stress of more in-depth 
enquiries. It also enables ‘innocent’ 
taxpayers to confirm that their affairs are 
in order. Recent examples include the 
following.

 ● Letters sent to every large business to 
remind them of their SAO. These letters are 
generic and meant to remind only.

 ● NMW letters where HMRC estimate 
that potential arrears owed are low and 
the number of workers is small. Under the 
NMW triage process for handling worker 
complaints, a nudge letter may be issued 
to the employer as the first response. 
Employers that receive the nudge letter 
rather than the inspection should think 
themselves lucky as, unlike an inspection, 
it will not lead to financial penalties and 
‘naming and shaming’.

 ● Letters to contractors about IR35; 
examples we have seen include a long list 
of questions, implying serious consequences 
for non-compliance. For example, an IR35 
letter can ask over fifty questions about the 
nature of a contractual relationship. 

Care should be taken when replying 

to these letters. First, you should consider 
the status of the information request. 
Unless HMRC raises a formal enquiry, 
statutory rights are not engaged, so 
informal requests can allow HMRC to 
bypass taxpayer rights when asking 
questions. Second, the responsibilities of 
the recipient to third parties. If an engager 
provides HMRC with detailed information 
about a contractor, does it risk breaching 
General Data Protection Regulation rules?

Unless or until HMRC changes its 
approach, recipients of nudge letters need 
to consider carefully how to respond. The 
best approach is to use the letter to think 
about whether there is a problem, and to 
respond either by making a disclosure in 
an organised way or by confirming that 
to the best of knowledge and belief, no 
action is required. Finally, it goes without 
saying that if in doubt take advice before 
doing anything at all.

NMW reviews
HMRC is particularly active with NMW 
checks and have significantly increased 
the team undertaking them. There are 
now more than 400 NMW compliance 
officers, and in 2018/19 HMRC posted 
its highest figures yet, identifying over 
£24.4m in arrears. NMW is mainly 
enforced in the following two ways.

 ● Encouraging workers to complain to 
Advisory Conciliation and Arbitration 
Service or HMRC if they have concerns. 
HMRC follow up all complaints, with 
statistics indicating that these make up 
approximately half of all NMW inspections. 
As part of this the government has 
raised awareness of NMW rights through 
social media, radio and TV advertising 
campaigns. For example, in 2018 HMRC 
sent out approximately 1.6 million texts 
to workers paid NMW to check that their 
employer was paying them the NMW and 
giving them details of who to complain to 
if not. 

 ● Targeting specific sectors. HMRC selects 
employers that have a high-risk profile 
based on factors such as business sector, 
geographic location and their history of 

NMW compliance. Targeted enforcement 
accounts for half of all inspections. 

The process commences with a 
letter from HMRC confirming the NMW 
investigation and the proposed dates. 
Usually two inspectors will attend and 
will ask questions about the organisation, 
mostly around pay and working hours, 
and request copies of certain employment 
records. As part of its work HMRC will also 
speak to employees to help inform their 
conclusions.

HMRC will not usually allow self-
correction once an employer has been 
contacted to initiate an investigation. 
Therefore, once contact has been 
made HMRC can issue a ‘notice of 
underpayment’ and penalties of up to 
200% of the arrears, capped at £20,000 
per employee.

In addition to the financial implications, 
there is significant reputational risk, as 
employers issued with a notice have 
historically been ‘named and shamed’ by 
the government’s business department 
even for small technical failures. The good 
news is that this is currently under review 
and may change. n

Conclusions
It is clear that we have seen an 
increase in the number and type of 
interventions initiated by HMRC and 
that this is likely to continue for some 
time. It is equally clear that employers 
should not take these visits or letters 
lightly as the financial and reputational 
consequences are potentially 
significant. 

In addition, employers that engage 
off-payroll workers should look closely 
at those arrangements, as experience 
has shown that the tax consequences 
of incorrect status can be costly 
especially given the imminent changes 
in this area. 
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P ayroll practitioners in the UK have 
a lot on their minds these days, 
from Brexit and the gig economy 

to the gender pay gap and evolving data 
protection obligations. Furthermore, 
payroll experts need to keep pace with 
best practices and technology trends that 
impact the payroll function, in addition 
to managing changing workforce and 
compliance requirements. 

To better understand current 
perceptions, challenges, and practices 
around the use of payroll technology in 
the UK, we conducted a survey – carried 
out by Reward Strategy on behalf of 
Ceridian – of UK payroll experts across 
a wide range of industries. This revealed 
some interesting findings around how 
payroll experts use technology today, and 
how they plan to use it and evolve their 
strategies in the future.  

Here are some of the key findings.

Compliance 
According to 32% of respondents, the top 
challenge payroll professionals are facing 
today is compliance. This may come as no 
surprise, given the changing rules around 
regulatory requirements and data collection 
following the rollout of the EU’s General 
Data Protection Regulation (GDPR). 

Additionally, the payroll function 
increasingly comes with a greater 
responsibility, as payroll leaders are 
key stakeholders when it comes to risk 
management in this area as the guardians 
of the largest source of an organisation’s 
personal and proprietary information 
(http://bit.ly/2MnyBpO).

There are hefty consequences to non-
compliance, including penalties and fines: 
non-compliant companies today face as 
much as €20 million in fines or 4% of 
annual global turnover. Fines across the 
EU, in fact, totalled €€56 million in the 
GDPR’s first year of existence (http://bit.
ly/329XMDi). 

The after-effects of GDPR are likely to 
be the reason for compliance ranking as 
the biggest payroll challenge in the UK this 
year.

Leveraging technology
We also asked respondents how they are 
applying technology across key payroll and 
human resources (HR) functions, to better 
understand if and how they are harnessing 
technology to make their jobs easier.

 ● Onboarding – The most common 
response (34%) was that respondents 
use in-house technologies. However, just 
under a third of respondents (31%) aren’t 
leveraging technology for onboarding, and 
are still relying on paper-based or offline 
methods. 

With onboarding being a repetitive 
and time-intensive process, this highlights 
an opportunity for more professionals 
to consider streamlining onboarding by 
moving away from offline methods.

 ● Benefits administration – Our 
research identified that while 33% are 
keeping the process in-house, a significant 
21% of respondents are outsourcing 
the administration of employee benefits 
programmes, making this the process 
most likely to be outsourced of those 
asked about in the survey. Administering 
these benefits to employees can be a 
complicated and time-consuming task. 
Outsourcing can reduce the onus on the 
company to repeatedly negotiate with 
insurance carriers.

 ● Year-end reporting – A critical output 
of the payroll department is the accurate 

management of year-end processes, 
including any tax obligations. When it 
comes to using technology to manage 
these processes, the largest number of 
respondents (33%) indicated a preference 
for keeping their year-end in-house. 
Vendor-based solutions were also favoured 
by a significant number of respondents, 
garnering 30% of the responses.

Exploring new technology
For many payroll experts surveyed, new 
technology is on the radar. In fact, 72% 
of UK payroll professionals are actively 
planning to use new payroll technology, 
while 60% of payroll professionals 
currently using in-house tech plan to 
review it in the next year. The latter finding 
spotlights a shift in attitude around in-
house payroll technologies.

About a quarter of respondents 
indicated an interest in looking specifically 
at artificial intelligence and cloud/SaaS 
(software as a service) solutions to 
expedite and improve the payroll function: 
a slightly higher percentage than the 21% 
captured in EY’s 2017 global payroll survey 
(https://go.ey.com/2MzlZfo).

This underscores a widespread 
understanding among UK payroll 
professionals of how technology could 
make their work more efficient, compliant 
and less prone to errors. 

The survey highlights that most 
practitioners in the UK today are realising 
that emerging technology is helping us all 
work smarter, faster and more accurately – 
and many professionals are on side to take 
full advantage. For many, it’s time to take 
full stock of their current systems with a 
critical eye, and potentially embrace newer, 
better technology to catapult their payroll 
department to the next level.

Ceridian’s The UK Payroll Technology 
Report (http://bit.ly/2B1Y0Al) provides 
further insight into how UK payroll experts 
are using technology. n
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The Payroll Site voted Payroll Software of the Year
THE COMPANY behind AccountingWEB, a popular website for 
accountants, completed its 2019 survey into the views of software users, 
receiving over 12,000 responses across eleven categories.

The Payroll Site, the cloud payroll system for small businesses, won 
AccountingWEB’s accounting excellence Payroll Software of the Year 
award, having received the highest user ratings.

Runners up were BrightPay, Capium, IRIS Payroll, Moneysoft, Sage 
50cloud Payroll, Sage Business Cloud Payroll and Xero Payroll.

The Payroll Site received software satisfaction awards in 2011, 2012 
and 2013, making this the fourth AccountingWEB award for the small firm.

 

Industry 
news

Flexible and/or remote working 
ACCORDING TO research from Moorepay, a leading payroll and human 
resources software and services provider, flexible and/or remote working is the 
single most commonly provided benefit to employees of small- to medium-size 
enterprises (SMEs). Beyond the top financial rewards, it is flexibility that holds 
most appeal for SME employees.

The option of working a four-day week is named as important by 24% of 
respondents; and performance-based leave, where additional leave is granted 
as a reward for hitting performance targets, is prioritised by one in ten (10%). 
The provision of holiday buy, sell or trade schemes is important for employers to 
offer, say 9%.

The findings show that it is flexibility that holds most appeal for SME 
employees, with four of the top eight most attractive benefits offering some 
form of flexibility or improvement to work-life balance. 

Women place significantly more importance than men on benefits that allow 
flexibility – particularly flexible and/or remote working, which is cited by 35% of 
female employees and 26% of male employees. A greater proportion of female 
employees name every flexibility-related benefit as a priority in comparison 
to their male counterparts, including holiday trade schemes (15%:12%); and 
performance-based leave (13%:10%).

Anthony Vollmer, managing director at Moorepay, said: “The Taylor Review of 
Modern Working Practices said that encouraging flexible work has been shown 
to have a positive impact on productivity, worker retention and quality of work, 
and it demonstrates the increasing importance of flexibility to SME employees, a 
sentiment that is echoed by our research.

“Employees, particularly those in younger generations, are increasingly aware 
of the importance of work-life balance, so if employers want to ensure they can 
attract, retain and develop their people, they must seriously consider how they 
can introduce benefits that enable a healthy work-life balance.”

(The report, The engaged employer, can be found here: http://bit.
ly/2VINqb7.)

 

Payday countdown 
IN OCTOBER, income-streaming app Wagestream 
projected a countdown image onto the White Cliffs 
of Dover highlighting how long workers have to wait 
until the traditional monthly payday of 31 October. 
Some media outlets mistakenly assumed the stunt 
related to Brexit.

Wagestream ambassador, Olympic rower and 
Strictly Come Dancing contestant James Cracknell, 
helped beam the message onto the White Cliffs, 
saying: “It’s a national scandal that employees are 
denied access to their own money by the monthly 
pay cycle, which is a relic of the 20th century. At a 
time when Britain is divided, we hope everyone can 
come together and help us make the lives of millions 
of employees better.”

 

Hastee Pay relaunches as Hastee 
TO SUPPORT continued growth, workplace financial 
wellbeing technology provider formerly known as 
Hastee Pay has rebranded as simply ‘Hastee’. The 
company’s new identity, which includes contemporary 
branding and a fully redesigned website, will help it in 
its mission to increase financial wellbeing and workplace 
productivity. 

Hastee’s chief executive officer, James Herbert, 
commented: “This brand refresh comes at a time of 
significant growth for us, having recently signed up a 
diverse variety of clients across a range of sectors and 
will support our continued development. We’re here 
to help employers realise the importance of financial 
wellbeing in an age where pay cycles don’t really fit with 
the on-demand lifestyles workers are now living.

“In 2019, everything from entertainment to shopping 
and meals are available on-demand, but earned pay is 
not. Workers still have to endure traditionally rigid pay 
cycles. Hastee helps businesses become destination 
employers by providing on-demand pay as a workplace 
benefit. In turn employers get better engagement and 
productivity with no financial impact on the business or 
its cashflow.”
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Okwu v Rise Community Action 
In this case the Employment Appeal 
Tribunal (EAT) was tasked with deciding 
whether an employee’s complaint qualified 
as a protected disclosure, therefore 
potentially rendering her employer’s 
decision to dismiss automatically unfair as 
a result. 

Okwu’s employer, a small charity that 
provided support to vulnerable women, 
extended her probationary period due 
to concerns over performance. Not long 
after this, Okwu submitted a letter of 
complaint that outlined her belief that 
the organisation was acting in breach 
of the Data Protection Act 1998 (DPA). 
She specifically referred to their failure to 
provide her with a work mobile phone 
and secure storage at work when she was 
dealing with sensitive and confidential 
personal information relating to service 
users. 

The charity dismissed Okwu, claiming 
it was satisfied that she was not prepared 
to take reasonable instructions in respect 
of the previously identified performance 
issues. However, in the letter of termination 
the organisation stated that the decision 
was “compounded” by her recent 
comments regarding data protection, 

saying it demonstrated her “contempt” for 
the charity.

Ms Okwu brought a claim to 
Employment Tribunal (ET) for automatic 
unfair dismissal on the grounds of making 
a protected disclosure. However, the ET 
dismissed this claim as aside from lacking 
clarity the employee was found not to 
have made any protected disclosures, 
as the matters raised were not in the 
public interest as they concerned her own 
contractual provision. This included the 
potential breaches of the DPA as they were 
relevant to her performance issues, and the 
ET accepted that the charity had provided 
clear evidence that showed it had genuine 
concerns. 

Believing the ET had erred in its 
approach to the question of whether 
her disclosures amounted to a protected 
disclosure, Okwu appealed to the EAT. She 
argued that the organisation had failed to 
provide a clear reason for her dismissal 
as they had already noted their issues 
with her performance and had previously 
extended her probationary period. Crucially, 
the only change between this and the time 
leading up to her dismissal had been her 
disclosures.

In deciding to uphold her appeal the 

EAT applied the precedent in the case 
Chesterton Global Limited v Nurmohamed. 
This case outlined that where a disclosure 
could have been made in the personal 
interests of the employee, it will be up to 
tribunals to determine, as a matter of fact, 
whether there was sufficient public interest 
for it to qualify as a protected disclosure. 

The EAT found that the ET had failed to 
properly consider whether the claimant had 
a reasonable belief that her disclosure was 
in the public interest. Given the sensitive 
nature of the information, the EAT stated 
it was hard to believe that it could not be. 
The EAT went on to explain that the ET had 
also failed to demonstrate why the original 
disclosures lacked specific details to be 
considered protected, as the employee had 
clearly demonstrated the exact nature of 
her concerns according to them. 

The case has been remitted back to 
tribunal to consider whether the disclosure 
was in fact the reason for dismissal. 
However, it is a good reminder that 
employers must be extremely cautious 
when basing dismissal decisions on 
disclosures of any kind, as they could 
face claims for unfair dismissal if these 
disclosures are later judged to be 
protected.

Linsley v Commissioners for Her 
Majesty’s Revenue & Customs
This case focused on the issue of 
reasonableness as it pertains to making 
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reasonable adjustments at work to 
accommodate a disabled employee. In 
this case, the EAT had to decide whether 
the employer’s efforts could be called into 
question. 

The employee suffered from ulcerative 
colitis, a condition that could manifest 
itself in a sudden, unpredictable need for 
a bowel movement. This condition could 
be aggravated by stress, therefore, under 
the orders of several Occupational Health 
reports the employee was provided with 
a dedicated parking space near an office 
building, to allow her to reach a toilet 
urgently and remove the stress of having to 
find a parking space each day. 

However, in 2016 the employee 
moved sites and was not provided with 
a dedicated parking space at the new 
location. Instead, parking was arranged 
on a first-come-first-served basis and the 
employee was permitted to park either 
near the toilets if she could, or alternatively 
park in an unauthorised zone without 
incurring a parking sanction, although 
she would later be required to move the 
vehicle. 

Interestingly, the employer had a 
specific policy in place outlining that 
priority needed to be given to staff 
requiring a parking space as a reasonable 
adjustment. Therefore, although the 
employee conceded that these alternative 
arrangements did guarantee her access to 
a space at all times, she claimed that the 
time spent looking for a space caused her 
to become stressed and exacerbated her 
condition.

Linsley brought a claim to ET for 
disability discrimination on the basis that 
the employer had failed to put in place 
reasonable adjustments. However, the 
ET dismissed this claim, finding that the 
adjustments in place were sufficient to 
not have breached the duty to make 
reasonable adjustments, despite them 
not being what the employee would have 
preferred. Additionally, although the ET did 
find that the organisation had clearly failed 
to comply with its own policy on parking 
space allocation, they concluded that the 
policy was not a contractual right. 

Unhappy with the outcome, the 
employee appealed to the EAT, where it 
was upheld on all grounds and remitted 
back to the ET to reconsider. In its 
judgment the EAT confirmed that the initial 
ET failed to consider the relevance of the 
employer’s policy in this situation when 

assessing reasonableness. By referring to 
the policy as non-contractual, the ET had 
incorrectly diminished its significance. 

The ET was also said to have failed to 
properly consider the stress of looking 
for a space, as this was the issue that 
any adjustment should have been 
attempting to resolve, and the alternative 
arrangements failed to address the 
disadvantage caused by searching for a 
space. 

In summary, this case acts as a useful 
example of how employers ought to 
approach issues involving reasonable 
adjustments, particularly that focus should 
be on the particular disadvantage suffered 
by the employee when assessing the 
reasonableness of the steps taken by the 
employer. It also emphasises that where 
there is more than one disadvantage 
involved, employers must consider whether 
the reasonable adjustment has the desired 
effect for both. 

Community Based Care Health 
Ltd v Narayan
In this case the EAT was responsible for 
determining the employment status of 
an out-of-hours GP, who had set up her 
own limited liability company to receive 
payments. 

Ms Narayan had provided out-of-hours 
care for Community Based Care Health Ltd 
(CBCH) over a twelve-year period. CBCH 
was not obliged to offer any shifts, and 
Narayan was not obliged to accept any 
work offered. She was also able to take 
holidays whenever she wished. Following 
advice from her accountant, Narayan set up 
a limited company and received payments 
into its account from CBCH. Although new 
bank details were provided, she did not 
inform CBCH of this new arrangement.

During this time, the National Health 
Service (NHS) introduced a new standard 
contract for providers of out-of-hours 
services, requiring providers such as CBCH 

to ensure the doctors providing the services 
were competent and properly qualified. In 
order to satisfy this, CBCH was obligated 
to produce audits of the work completed 
by Narayan. Following an audit, CBCH 
took issue with some of the advice she 
was issuing to patients and also claimed 
that she had swapped some of her duties 
without informing them on short notice. 

As a result, CBCH confirmed that it 
would no longer be offering Narayan 
any more work. In response, Narayan 
presented claims of unfair dismissal, race 
and sex discrimination, breach of contract 
and unpaid holiday pay to an ET. However, 
CBCH argued she did not have legal 
grounds in which to bring such claims as 
their arrangement with her amounted to 
her being self-employed.

In order to determine Narayan’s 
employment status, the ET examined 
the key factors of control, mutuality of 
obligation and personal service which are 
key in determining employment status. The 
ET determined that control was present as, 
having accepted a shift, Narayan would risk 
a financial penalty if she did not attend on 
time, or work for the duration of the shift. 
Another degree of control was the fact that 
she was required to use the equipment 
provided by CBCH. 

Narayan was also required to carry 
out any work personally and could not 
send another individual in her place, but 
mutuality of obligation was not present. It 
was determined that Narayan had worker 
status and could proceed with her claims. 

CBCH appealed the decision, arguing 
that the separate company Narayan had 
set up for pay purposes was actually 
the contracting party. However, the EAT 
confirmed that the separate company 
established by Narayan could not have 
been the contracting party because it did 
not meet the requirements introduced 
by the NHS; specifically, that contracted 
providers had to meet strict qualification 
requirements. This was because the 
company was not a doctor, or ‘even 
human’, and CBCH could not have 
approved of it without knowing of its 
existence. Therefore, CBCH had not 
become a client of it.

This case is yet another reminder of 
the challenges that can be faced when 
determining employment status and 
that tribunals will always endeavour to 
look into the true nature of the working 
relationship. n

Reward insight
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T he latest figures released by research 
group the Resolution Foundation 
have revealed the surprising extent to 

which employers are failing to provide staff 
with their workplace entitlements. These 
findings, which are the result of a three-year 
study into UK working practices, suggest 
there is significant room for improvement 
in key areas such as annual leave, national 
minimum wage (NMW) payments and the 
issuing of itemised pay statements.

Amongst a number of telling statistics, 
the study reveals that one in twenty 
respondents fail to receive their entitlement 
to paid annual leave, causing individuals 
to miss out on over £1.5bn a year in total. 
In light of this, it is important to remind 
employers that all employees and workers 
are entitled to the statutory minimum of 
5.6 weeks’ annual leave per year, which 
equates to 28 days for those who work 
the traditional five-day week. The same 
provisions also apply to part-time workers; 
however, their entitlements should be 
pro-rated in relation to their normal weekly 
working hours. 

Things can become more difficult 
when it comes to holiday entitlements for 
those who work irregular hours, such as 
zero-hours’ staff. In situations where staff 
are offered the statutory minimum leave 
entitlement, these individuals should accrue 
annual leave at a rate of 12.07% of the total 
time worked. It is important that employers 
offering enhanced leave understand that this 
calculation will be different for them. 

Therefore, when a zero hours’ worker 
comes to request time off, employers 
should review their total working time over 
the leave year and inform them that they 
are able to take 12.07% as annual leave. 
Good record-keeping will be essential here 

in tracking how much time the individual 
has worked and any leave they have already 
taken earlier in the year. Having said this, 
recent case law has questioned whether this 
method is appropriate, given the different 
forms of irregular work, which means there 
may be further developments in the near 
future. 

A misunderstanding of employment 
status may also contribute to the failure 
to provide annual leave, with notable 
employers recently facing criticism for 
incorrectly categorising staff as self-
employed as opposed to employees or 
workers. Self-employed individuals are not 
entitled to rights such as annual leave, NMW 
or statutory sick pay. Therefore, employers 
need to have a firm grasp of employment 
status to ensure they are not erroneously 
withholding rights from staff.

Employers often rely on contractual 
agreements to justify an individual’s 
employment status; however, tribunals will 
be inclined to look ‘behind the contract’ into 
the true nature of the working relationship. 
Therefore, employers should examine 
the conditions they place on their staff to 
accurately assess whether they are truly self-
employed, otherwise they will be entitled to 
a host of additional workplace entitlements. 

The study also revealed that employers 
continue to fall foul of the law around 
NMW, especially when it comes to younger 

workers, as those aged 25 and under 
proved twice as likely to miss out on their 
NMW entitlements compared to any other 
age group. These figures are likely to be 
influenced by the multiple age-brackets 
associated with the NMW, as minimum 
hourly rates change frequently for those 
aged between 18 and 25. It can be difficult 
for employers to keep track of correct 
entitlements as an individual moves up 
between the age brackets; it is therefore 
important for human resources and payroll 
teams to work in unison to prevent any pay 
discrepancies from occurring.

Smaller employers can find themselves 
particularly at fault when it comes to 
providing staff with their statutory 
entitlements, as those with limited resources 
can often struggle to keep up with legislative 
developments. This is perhaps why the 
Resolution Foundation found that workers in 
smaller companies faced a greater chance 
of not being provided with their itemised 
pay statement. New laws introduced in April 
2019 extended the right to receive a payslip 
to include all workers, including casual and 
agency workers, and all employers have a 
duty to comply with this new requirement. 
Failing to provide staff with payslips will 
allow them to claim the total cost of any 
unnotified deductions, whether lawful or 
not, over the thirteen weeks prior to the 
claim being made. 

Ultimately, given the worrying findings 
of the Resolution Foundation, it would be 
wise for all employers to review their existing 
business practices on a regular basis to 
ensure staff continue to receive the correct 
entitlements. After all, failing to carry out 
this due diligence could create a number of 
issues down the line and potentially result in 
costly tribunal proceedings. n

Danny Done, managing director at Portfolio Payroll, discusses recent 
research findings on workplace entitlements and provides advice
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Contact one of our specialist recruitment consultants to fill your vacancy or find your next career move!

EXECUTIVE 
SOURCING EXECUTIVE PAYROLL TALENT

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

PAYROLL MANAGER 
£50,000 London Ref: 961792GC
A Payroll Manager is currently being recruited for an international business based 
in London. As Payroll Manager you will be responsible for processing a monthly 
payroll from start to finish - ensuring all statutory deductions (SMP, SPP, and SSP 
etc.) are made accurately and on time. You will ensure that year end is completed 
including p60s and p11Ds. The Payroll Manager will liaise with HMRC regularly 
and resolve any associated queries. You will also process all benefits through the 
payroll & liaise with providers where necessary. Acting as subject matter expert 
for all payroll related projects and lead on these where necessary.

PAYROLL MANAGER
£60,000 Berkshire Ref: 961748GC
A very established business with an amazing history is currently hiring a Payroll 
Manager to join them on a permanent basis. Reporting into the Head of Payroll, 
the Payroll Manager will be responsible for: processing a high volume payroll from 
start to finish payroll for monthly & weekly paid employees; ensure that all statutory 
deductions are made & filed on time, liaise regularly with HMRC and ensure all 
third party payments are made. Resolve any escalated queries and day to day 
management of the payroll team - including appraisals, one to ones, and recruitment 
of new members. This is an important role for the business and will require the 
candidate to have managed staff previously. This role can offer an amazing working 
environment, excellent benefits and boasts a team culture.

LONDON COVERING EAST ANGLIA, THE MIDLANDS, LONDON, 
SOUTH WEST AND THE SOUTH

PAYROLL OFFICER
£30,000 - £34,000 ESSEX – CHELMSFORD REF: 960628GD
Portfolio Payroll are currently recruiting for a Payroll Officer to join a Financial Services 
company in Chelmsford on a permanent full-time basis. Duties include but are not 
limited to:  Processing a high volume payroll on a monthly basis from start to finish. 
Calculating and processing all pay changes including starters, leavers, SSP, SMP, SPP 
etc. Managing and dealing with all staff queries and in a timely and efficient manner. In 
return the company offers a competitive remuneration package and lucrative benefits. 
Due to the nature of the location parking is not available on-site. 

PAYROLL ASSISTANT
£20,000 - £23,000 PER ANNUM BROMLEY REF: 961601LW
An exciting opportunity has arisen for a payroll administrator to join a large well-
established and popular company. The client is looking for this role to join a stable 
team and be able to work on a full start to finish payroll for their employees. Ensuring 
that the payroll is completed accurately and in line with UK legislation. Be the first point 
of contact for employees, people managers and Group HR members on employment 
related administration that support the effective and efficient delivery of payroll 
procedure to ensure accurate employment records and payroll at all times. Prepare 
and process the monthly payroll, to ensure all UK staff are paid accurately and on time 
in accordance with UK legislation and their terms and conditions. Ideal candidates 
should have solid payroll experience as a payroll administrator, start to finish, manual 
calculations, and statutory deductions and be able to work to monthly deadlines for a 
large volume of payrolls. 

PAYROLL ADMINISTRATOR – PART TIME
£28,000 FTE NORTHAMPTON REF: 961907LW
The client is looking for someone who would be able to understand and interpret national 
legislation, policies and guidance to ensure that all process are completed on time and 
in line with national requirements. This is the role for professional payroll individuals 
who are looking to build upon their career and be able to demonstrate their payroll 
knowledge within a fast paced environment but still want to learn new challenges every 
day.  Prepare and process the monthly payroll, to ensure all staff are paid accurately and 
on time in accordance with UK legislation and their terms and conditions. 

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

PAYROLL ADMINISTRATOR 
£17,000 - £20,000 LANCASTER REF: 961873
Excellent role for a Payroll Administrator to join an accountancy practise based in 
Lancaster! Key Responsibilities include: Processing timesheets and expenses, raising 
invoices for payment. Allocating and processing payments.  Dealing with queries 
and complaints and liaising with HMRC. There are many benefits which include CIPP 
study support being fully funded! If you are interested in this payroll position and want 
somewhere you can progress, get in touch.

PAYROLL OFFICER
£20,000 - £24,000 SALFORD REF: 961968JT
To provide comprehensive advice to employees in relation to payroll queries. Support 
the processing and running of the end to end fortnightly payroll. Support the busy 
payroll department high volume starters and leavers. Ensuring all necessary payments 
are made within the deadlines set, for example Pension Contributions and BACS  
salary payments. Reconciliation of weekly 
timesheets along with the input of overtime 
and bonus payments. Ensuring current 
payroll legislation knowledge is up to 
date and in line with HMRC, with 
procedures updated accordingly. 
Additionally provide support 
to the Payroll Manager. 

YOUR CAREER  
IS OUR CAREER

WE ARE RATED 9 OUT OF 10

LONDON 020 7247 9455
1 FINSBURY SQUARE, 3RD FLOOR, LONDON EC2A 1AE

MANCHESTER 0161 836 9949
THE PENINSULA, VICTORIA PLACE, MANCHESTER M4 4FB

www.portfoliopayroll.com

recruitment@portfoliopayroll.com

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

Please get in contact with us to request  
a FREE copy of our salary survey
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Y ou only need to press a button 
when paying someone, right?

Did you know that there are 
174 pieces of legislation that affect 
payroll directly, one of which goes back 
to 1865? That number increases to 338 
if you include executive orders within the 
legislation itself. Whenever I tell a non-
payroller this, they are always astounded.

I am not a payroller but mixing in payroll 
circles has led me to attend social events 
at work and in my private life with some 
interesting conversations – which brings 
me back to button pressing. At a recent 
life-leading party I was asked what I do. I 
talked a bit about CIPP, what we do and 
my role. The person who asked me is a 
payroll administrator and loves the job. 
When I delved deeper and asked if she 
specialised in a section of payroll, she 
explained she input timesheets. 

There is a running joke within my overall 
directorate that ‘the robots are coming’. 
I really felt for her because without 
understanding payroll she is ensuring that 
she is obsolete in the not so near future.

I think the consensus is that you must 
be able calculate a gross to net payment 
and understand why the software you 
are using is issuing the numbers that it is 
doing. But what if you can’t do that? 

There are many ways to learn and keep 
your knowledge up to date. These range 
from talking to your colleagues, listening 
to podcasts, attending hosted events like 
CIPP webinars, conference and exhibitions, 
reading articles or journals as well as direct 
research from the UK government.

A very common practice in the 
workplace is to learn on the job. Although 
buddying up with a colleague is a valid 
way to learn it’s possible to learn lots of 

different ways to complete activities and, in 
fact, some ‘interesting’ practices – and can 
you be absolutely sure you are learning 
the subject correctly?

But you are a busy payroll professional 
and you have deadlines to meet. If you 
are like me, you will diarise time, then 
something will happen, so you drop the 
planned activity and never quite find the 
time to pick it up. This is of course the 
symptom of a busy and hectic life, but we 
must make time to invest in ourselves.

Time put aside will allow you to focus 
without distraction on what you are trying 
to learn. Done in the right way this will 
solidify what you have learnt – but you 
must be ready to study.

The long-term plan for my husband 
and me is to retire to Spain. Well, as I 
can jibber jabber all day, moving to Spain 
without the ability to converse is a no-no. 
So, I enrolled at a local university and 
with my new pad and pencil case in hand 
began my new learning. 

Wow, it was tough, and I was not 
ready. I had forgotten that I had enrolled 
at a university and much of the learning 
would be self-study. For those of you 
who remember my previous articles, I am 
the chair of a charity in Birmingham and 
Solihull, play roller-derby twice a week 

and at the time was studying a higher 
education qualification. It was all too 
much, and though I stuck at it and passed 
(barely) the perfectionist in me considered 
it a failure.

The type of learning you choose 
regardless of the subject is important 
because we all have a preferred way to 
learn. The ‘Fleming theory’ (http://bit.
ly/2Oy3cUC) of four principle learning 
types – visual, audio, read/write, 
kinaesthetic – is one that I really like. 
In my role at CIPP I have been moving 
our training portfolio to consider these 
practices. 

In doing that, we now have several 
ways that payroll can be taught from 
e-learning and webinars, fully blended 
learning and classroom learning to study 
with or without support from our tutors 
and at various complexity levels. But does 
your preferred training method provide 
that flexibility?

In recent years there have been big 
changes to payroll like the introduction 
of real time information and automatic 
enrolment but there hasn’t been anything 
that compares to that for a while. But if 
you don’t keep your knowledge up to date 
some of the changes on the horizon could 
catch unawares. 

Some of the changes that could affect 
you, for example, are:

 ● recent changes to calculating holiday 
pay

 ● impending changes to off-payroll 
working (commonly known as ‘IR35’)

 ● chief executive officer pay ratio 
reporting.

Are you at risk of falling behind? If the 
answer is yes, then it is time to invest in 
yourself now for the future. n
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Jason Clark CMgr MCMI AFHEA, CIPP training and quality assessment 
manager, discusses the issues, methods and options for keeping your 
knowledge up to date



T he hiring process is crucial to finding 
the right talent, but the journey 
doesn’t end there. No matter how 

competent, skilled or experienced your 
new recruits are, there is always room for 
development. What’s more, workplace 
learning is crucial for ensuring staff at 
every level fulfil their potential.

Offering a worthwhile and robust 
workplace training programme brings 
other benefits to both employee and 
employer, too; according to LinkedIn 
research, workers who receive 
opportunities to learn on the job are 47% 
less likely to be stressed, 39% more 
likely to feel productive and successful, 
23% more ready to take on additional 
responsibilities, and 21% more likely to 
feel confident and happy.

However, analysis of ONS (Office for 
National Statistics) labour statistics has 
found that lower-skilled office workers are 
not being offered training opportunities of 
those higher up their organisation. This is 
not only limiting their earnings, but also 
means they are not reaching their full 

potential, stifling productivity, and find they 
can only go so far in their career.

“Although many organisations declare 
their people are their most important 
asset, they don’t always follow this up 
by assigning funds to develop their 
human capital,” says Glynn Roberts, 
managing director of training organisation 
Global Knowledge. “However, when 
not nurtured, people’s skills depreciate 
and organisations can find that, without 
the prospect of training and career 
development, their staff take their skills 
and experience elsewhere.”

Lack of available inhouse talent has 
serious consequences on a business’s 
effectiveness, says Roberts, citing 
increasing stress on employees, resulting 
in missed project goals. “Workload is 
often used as the reason why training 
isn’t authorised” he explains, “as some 
managers think they can’t afford to have 
employees away from their desks taking 
a course. But productivity lost due to skills 
gaps costs their employees between three 
and eight hours per week.”

It’s clear, then, that workplace education 
is an essential component of an effective 
organisation. So, what makes a good 
programme for staff development?

Dr Sue Smith, CIPP education director, 
believes that accessibility is key. She 
says: “Many of our students are full-time 
practitioners and have other personal 
commitments, so time and cost are big 
considerations. We try to make learning 
accessible by using more electronic 
platforms and resources and by offering 
multiple opportunities to learn, not just 
classrooms.”

According to Mark Judd, vice president, 
HCM product strategy, EMEA at Workday, 
business leaders need to get ‘personal’ 
to maximise the effectiveness of 
workforce learning and development. 
“Rather than a ‘collective’ approach to 
training, employees want personalised 
recommendations that take into account 
their position in the company, and 
connect them to opportunities to hone 
their expertise” he says.

Dr Smith believes organisations 
should look to lead by example and 
have sound role models in place for their 
staff to aspire to. “Staff at different levels 
require different aspects” she explains. 
“Operational staff might require more 
technical skills and managers might 

...not only limiting their earnings, but 
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require more people skills.”
This all feeds into a ‘partnership’ 

approach to workplace learning and 
staff development – a strong advocate 
of which is Teresa Boughey, CEO (chief 
executive officer) of Jungle HR and 
founder of Inclusion 247. She says: 
“Managers are key to identifying areas for 
development for each of their employees 
and highlighting opportunities where they 
could develop these. This may not always 
be within formal training workshops or 
courses. It will depend on the learning 
preferences of each employee. However, 
it is vital that employees also take 
ownership of their development and 
be committed to not only fulfilling the 
requirements of whatever they undertake, 
but also embedding this into their day-to-
day role.”

Boughey stresses that it is important 
to consider who is putting themselves 
forward for each stretch and learning 
opportunity – particularly important when 
creating an inclusive culture. “Some 
less confident individuals or those from 
underrepresented groups may be less 
inclined to put themselves forward for 
these opportunities and this is where line 
managers are important” she says. “If 
the managers have created relationships 
with each employee then they will know 
which development opportunities they 
require and will encourage them to put 
themselves forward. This will increase 
wider participation and ensure every 
employee feels valued.”

Lizzie Benton, culture consultant 
for Liberty Mind highlights four big 
considerations when devising a workplace 
learning programme: skills gaps, learning 

styles, outcomes and budget. She 
explains: “Many organisations believe that 
they need large education budgets in 
order to meet the needs of their team, but 
the reality is often far from it. With a better 
understanding of the talent you currently 
have and open sources available online, 
there are many ways you can devise 
education strategies without it requiring 
large budgets.”

Both Boughey and Dr Smith agree that 
training does not have to be formal and 
does not need to be costly, with the latter 
commenting: “There are many ways to 
learn and apply knowledge and skills but 
it is important that the process includes a 
good-quality management process so that 
the quality is not diluted through organic 
growth.”

Boughey offers some practical 
suggestions for informal ways of 
developing skills: “You could boost the 
confidence of your employees by rotating 
the chair of meetings as this will bolster 
the confidence of each individual, but also 
give a voice to those who would ordinarily 
hide away in the meetings but have very 
valuable contributions.” 

She adds: “You could also match up 
members of different branches of your 

organisation to build up each other’s 
skills, as this encourages learning and 
the building of organic relationships. For 
example, if someone needs to build 
up their awareness of sales, you could 
match them with someone from the 
sales team.” This, says Boughey, not only 
imparts knowledge but also encourages 
employees to form relationships and learn 
about each other’s experiences, “which 
is a great way to incorporate training 
with organic development”. Similarly, 
team-building days can build up organic 
relationships, with employees learning 
about each other and their roles.

Mentoring is, of course, one of 
the most potent tools available to 
organisations for staff development. “It 
helps new employees become settled 
and confident in their contribution to the 
company as quickly as possible, develop 
good working habits and helps them 
understand what makes up best practice 
within their organisation” says Claire 
Milner, head of customer experience at 
Symatrix. “It provides new staff with a 
sounding board and confidante to help 
with difficult questions and scenarios 
as they find their feet in the business. 
More broadly, mentoring helps them 
build connections. Not only is it a source 
of personal support, encouragement 
and motivation, but it also provides 
‘professional socialisation’, which in 
turn helps stimulate and drive the 
development of the new employee.”

Dr Smith agrees, commenting: “If 
done correctly with the right relationship 
and structure, the mentee can learn 
from the mentor’s previous mistakes and 
enhance their own capabilities without 
going through so much first-hand pain.” 
However, she observes that sustainable 
mentoring programmes are hard to come 
by, adding that “a good chemistry between 
the mentor and mentee is critical”.

It’s worth bearing in mind that staff 
development and education needs to 
cover more than just the day-to-day. 
“Life skills are important at all levels so I 
would also encourage someone to gain 
experience. Emotional intelligence and 
personal skills are also key,” says Dr Smith.

Benton comments: “Soft skills are also 
becoming vital in the workplace, yet they 
are so often overlooked. Many education 
programmes may look to fill skills gaps 
or support technical training, but areas 
such as communication, confidence and 
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creative thinking are all just as important. 
Developing staff in these areas should 
consist of a well-structured learning 
programme, as well as support from a 
mentor or coach.” 

Paul Russell, managing director of 
training company Luxury Academy, places 
an even higher value on soft skills, saying: 
“Most payroll professionals will come to 
their role with their functional skills in 
place, the skills that allow them to do their 
job, and often it is their soft skills that 
require further development.”

Meanwhile, Donna Walsh, head of 
customer and workplace proposition 
management at Standard Life, emphasises 
the importance of employee financial 
education. She says: “Embedding it into 
an organisation’s wider business strategy 
as a priority, rather than simply viewing 
it as an added bonus, will go a long 
way to increasing the effectiveness and 
the continued evolvement of employee 
benefits and reward programmes, helping 
ensure that employees get the best out of 
them and value them more too.”

CPD (continuing professional 
development) is also an important 
consideration, with Milner pointing out that 
it plays a crucial role in staff development 
and workplace education: “helping to 
ensure individuals keep up to date with 
best practice, standards and trends in the 
industry, while at the same time keeping 
them engaged and interested. 

“CPD also helps employees develop 
confidence in their own ability. All this is 
especially key in the fast-moving worlds of 
HR [human resources] and payroll, where 
change is continuous and it is vital that 
employees keep pace with it.”

Dr Smith concurs, commenting: 
“Keeping knowledge up to date and 
relevant is critical. It’s one thing to achieve 
competence, but application and keeping 

it current are also vital to success. The 
application of knowledge and skills should 
be a key driver for development and 
education.”

It’s important for the organisation 
to be attuned to this need to keep 
pace, says Russell: “For organisations 
to prosper, innovate and adapt to the 
changing market, workplace education 
and development of staff must remain 
a priority. Customer needs and those 
of the market can alter rapidly, and the 
organisation that succeeds is one that can 
anticipate these changing needs.”

On ‘change’, there are innovations 
and developments within workplace 
learning itself. Dr Smith observes: 
“Learning through electronic resources is 
a convenient and accessible way for many 
students to learn. With the explosion of 
development in this area, students have a 
great choice of platforms so that learning 
can be done from their own home and at 
a time and pace that suits them. 

“The traditional routes of formal 
qualifications remain but many of these 
are now presented and delivered in more 
modern ways, using better technology, by 
practising professionals who have current 
experience in the application of their 
teachings.”

Danny Brooks, CEO and founder 
of VHR Global Technical Recruitment, 
says that while digital education is 

becoming adopted into many L&D 
(learning and development) strategies 
across industries, the real innovation lies 
in “placing employees at the heart of 
your workplace education strategy”. He 
concludes: “Workers who feel listened to, 
cared about and valued will be far more 
invested in their professional development 
and therefore will get the most out 
of workplace education. Employee 
engagement is the most important factor 
in recruitment, retention and company 
growth, and professional development is 
no different.” n

Staff development – maximising 
effectiveness
Top tips from Colin Adams, director of 
Henley Training
● Job shadowing – A simple way 
to facilitate upskilling is by allowing 
your employees to shadow another 
colleague’s role. This could be someone 
from another department or someone at 
a higher level of management. Even ten 
to fifteen minutes of sitting with another 
colleague can be a way of sharing skills 
and understanding how each role works 
with one and other.
● Allocate time for personal 
development – If, for example, a typical 
working month for an employee is 140 
hours, then consider allocating 20 of 
those hours to allow them to factor 
in personal development. This could 
be through listening to a podcast or 
attending an industry conference – in 
a Gallup poll, 87% of millennials said 
that professional or career growth 
and development opportunities were 
important to them in a job, and 69% of 
non-millennials also agreed 
● Consider external training – For 
example, if you are a SME (small- to 
medium-size enterprise) and don’t 
have a dedicated in-house learning and 
development team, then you may want 
to get someone to deliver training at your 
workplace instead. These can be one-day 
or half-day workshops on anything from 
communication, time management and 
project management, which can help 
keep your business moving as optimally 
as possible. It can also boost morale and 
increase worker happiness. Motorola, the 
telecommunications giant, found that for 
every dollar it spent on employee training, 
productivity increased by 30% within 
three years.

...application of 
knowledge and 
skills should be 
a key driver for 

development and 
education
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T hey’ve accepted the job offer, 
are qualified for the role and 
can hit the ground running, but 

what happens later down the line? Are 
you expected to take sole responsibility 
for their development, and what if the 
employee’s choice of training is not key to 
the fulfilment of their duties? 

Compulsory training 
An employer requiring its employees to 
attend training directly related to their role 
must at least pay the national minimum 
wage for the time spent training. For 
example, the training may be aimed at 
enabling employees who use computers 
to do their jobs more effectively, such 
as teaching them to use the company’s 
internal system.

This requirement extends to part-time 
employees, agency workers and those 
on zero-hour contracts. If the training is 
outside working hours, not directly related 
to the role or is voluntary, an employer will 
not have to pay for the time spent training. 

Additional training 
An employee with 26 weeks of continuous 
service in an organisation employing 250 
or more people is entitled to request time 
off to undertake study and/or training. 
Provided the study and/or training is to 
improve effectiveness at work and is for 
the performance of the business, the 
employer is under a duty to consider the 

request under sections 63D–63K of the 
Employment Rights Act 1996. 

Upon receiving the employee’s formal 
application, the employer must invite the 
employee to a meeting to discuss the 
proposal. The employer can refuse the 
application on permissible grounds which 
include (but are not limited to): 

 ● the training would not improve either 
the employee’s effectiveness at work or 
the performance of the business, and

 ● if there would be a detrimental effect on 
the employer’s ability to meet customer 
demand. 

If an application is refused, an 
employee does have the right to appeal 
the decision. An employee who is 
dismissed for making an application for 
additional training may also have grounds 
to bring an employment tribunal claim.

Why it’s good for business
There are many reasons why education 
and development is good for business, 
some of which are explored below.

 ● Efficiency – Employees who are 

developed and kept up to date with 
procedures and processes aimed at 
enhancing performance, in theory will be 
more efficient in their role. In turn, this 
should help with the smooth operation of 
the business.

 ● Capability and performance 
management – If you dismiss an 
employee on the grounds of capability 
and the employee subsequently brings 
a claim for unfair dismissal, one thing 
an employment tribunal will consider is 
whether you followed a fair procedure 
e.g. by providing training, supervision 
and targets aimed at improving poor 
performance. The employee only has to 
establish that they were dismissed and 
once they have done that, the burden 
of proof will shift to the employer to 
show it acted fairly in treating the poor 
performance as a fair reason to dismiss. 
Therefore, it is essential employers can 
show they took reasonable steps to 
help the employee improve; providing 
additional training is one of the ways 
employers can demonstrate such efforts. 

 ● Compliance – In certain industries, 
keeping employees up to date with 
developments and sending them on 
courses is essential to remaining compliant 
with health and safety laws. For example, 
employees who operate machinery in a 
manufacturing business will be required 
to undertake prescribed training relating to 
health and safety. 

Jade Linton, senior associate at Thursfields Solicitors, outlines the legal 
obligations and the ways businesses can utilise training to retain staff whilst 
protecting their interests 

The case for 
staff training 

...employer 
can refuse the 

application 
on permissible 

grounds...



|  Professional in Payroll, Pensions and Reward  |  Issue 55  | November 2019 37

 ● Reputation/retention – A recent 
survey commissioned by PwC, found less 
than 49% of workers felt their employer 
gave them the chance to improve their 
digital skills outside of their normal duties. 
Further, it was said that this was leading to 
mistrust and a lack of confidence amongst 
workers; such ill feeling is likely to cause 
good employees to leave roles where they 
feel undervalued and under resourced. 
Having a reputation for providing 
employees with the best support and 
career progression through training and 
development is one way in which high 
staff turnover can be reduced. 

 ● Profit – Upskilling employees should 
help improve the efficiency of the staff 
and in some industries can help a 
business to extend its customer reach and 
therefore boost productivity. Increased 
productivity and an extended client base is 
good for the bottom line profit as a highly 
skilled workforce is essential for appealing 
to new clients and retaining existing 
clients.

The employee leaves
It can be seen as a bit of a raw deal for 
an employer to foot the bill for training 

and then find shortly afterwards that the 
employee leaves the employment and 
uses elsewhere the skills gained. 

Let’s say, for example, John was sent 
on a university course by his employer. 
The university course took John one year 
to complete and cost Payroll Limited 
£5,000. One month after completing 
the course, John hands in his notice to 
work for NI Plc using the skills he had 
developed during the course. What can 
Payroll Limited do in this scenario?

Payroll Limited may be able to recover 
the costs if John’s contract allows them 
to do so. It is often the case, for example, 
that employers will fund a course but 
require an employee to pay back a 
percentage if they leave after a certain 
period of time. This is fine, provided that 
the period of time is reasonable which will 
often depend on the nature of the role. 
The percentage of what they are required 
to pay back can also be varied, so for 
example 100% of fees to be paid back if 
they leave after three months and then 
50% of fees after six months. 

If there was nothing in John’s contract 
to that effect, Payroll Limited could 
consider whether any restrictive covenants 

could protect the business interests in 
another way e.g. by ensuring John cannot 
work for a competitor within a defined 
period. 

If such clauses are not in the contract, 
before enrolling John on the course 
payroll could arrange for an agreement 
to be drafted which has the same effect; 
provided John agreed to the terms, Payroll 
Limited could enforce the agreement in 
the event of John leaving the business. n

Conclusion
Although investing in training can seem 
like a financial burden, particularly 
where an employee has the necessary 
qualifications to do the job, it can be 
good for business. Training can help 
improve efficiency of the business, 
ensure that employees are highly 
competent in providing a quality 
service, and can boost profit.

In terms of protection for employers, 
it will not necessarily be the case that 
you will receive no return for your 
investment if the employee leaves, 
provided that the terms of the funding 
are expressly stated in the contract of 
employment or other agreement. 
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Pension 
news

Crackdown on poor record-keeping
AS PART of tightening its regulatory grip to drive up standards of governance and administration and deliver better outcomes for pension 
savers, The Pensions Regulator (TPR) is asking the trustee boards of 400 pension schemes to conduct a data review within six months. These 
schemes are believed to have failed to review their data in the last three years.

The trustees will be required to report the proportion of their members for whom they hold accurate common and scheme-specific data. 
Those failing to do so may face action, which could include an improvement notice about inadequate internal controls. Failure to comply with 
the notice carries a fine of up to £5,000 for an individual or up to £50,000 in any other case.

Without accurate records, schemes cannot process financial transactions promptly and accurately, communicate with their members, check 
employers are correctly paying contributions, have confidence in the accuracy of scheme valuations or assess whether savers are getting value 
for money. Accurate record-keeping will also be vital for the pensions dashboards so that savers can see exactly what pension savings they 
have and consider whether they need to put more away for later life.

A total of 1,200 schemes are being contacted to remind them to carry out data reviews annually. Trustees that discover that the data they 
hold is of poor quality will be expected to draw up improvement plans to rectify the problem.

David Fairs, TPR’s executive director of regulatory policy, analysis and advice, said: “Accurate record-keeping is vital to good governance and 
administration – without it trustees cannot ensure that savers will get accurate information or receive the pensions they are entitled to.

“Requiring trustees to carry out reviews will force them to look closely at their data and administration and take appropriate action to bring 
their systems up to scratch.”

New rules for trustees
NEW RULES came into force on 1 October requiring scheme 
trustees to outline their approach to engagement and voting 
of their shares in investee companies, as well as including 
environmental, social and governance (ESG) and climate change 
considerations in their investment decision making. The rules 
state that trustees of defined benefit and defined contribution 
occupational pension schemes with more than 100 members 
must have set out in their statement of investment principles (SIP) 
how they take account of financially material factors, including ESG 
factors and climate change.

Caroline Escott, of the Pensions and Lifetime Savings 
Association (PLSA), said: “Trustees must continue to work 
with their advisers and managers both to implement ESG and 
stewardship approaches across their portfolio, and to consider 
how best to talk about these issues with scheme members. 
This will be important if they are to meet the next set of 2020 
regulatory deadlines, as well as those coming down the track in 
2021.”

The PLSA’s ESG and stewardship guidance, and More light, 
less heat guidelines can be found here: http://bit.ly/33CsfKd, and 
http://bit.ly/2IW2hJQ, respectively. 

Pension freedoms impact
DATA RELEASED in September by the Financial Conduct 
Authority (Retirement income market data 2018/19 – http://
bit.ly/2qnXCtV) reveals that:

 ● more than 645,000 pension plans were accessed to buy an 
annuity, move into drawdown or take a first cash withdrawal

 ● over 350,000 pension pots were fully withdrawn at the first 
time of access; 90% of which were less than £30,000 in value

 ● 48% of plans were accessed without regulated advice or 
guidance being taken by the plan holder.

Mark Futcher, head of workplace wealth at Barnett 
Waddingham, commented: “With half of pension pots being 
accessed without regulated advice or guidance being taken by 
the plan holder, people are putting their futures at risk. Making 
the wrong decision at retirement can easily waste ten years’ 
worth of contributions. 

“Companies pay a lot into employees’ pensions over the 
years so it’s puzzling why they would want to see them waste it 
on a stab in the dark at retirement time; it is their responsibility 
to guide their employees, communicating and clarifying the 
options available to members, especially at the most crucial 
stages.”

Retirement confidence is on the rise 
RESEARCH CONDUCTED by Aegon reveals that people in the UK are feeling slightly more confident about their ability to retire 
comfortably, than they did two years ago. However, while retirement confidence appears to be improving, many remain in the dark 
when it comes to their pension savings and arrangements for funding their retirement. The Retirement confidence survey reveals:
● 10% admit that they don’t have any pension savings 
● 36% have never estimated their income needs for retirement
● 25% of those with pension savings don’t know how much they have. 

Steven Cameron, pensions director at Aegon, comments: “While auto-enrolment means millions of employees are saving more 
for retirement, that doesn’t mean they’re on target for the retirement they aspire to or to maintain their pre-retirement standard of 
living. 

“Whatever your age or circumstances, finding out more about your pension funds and prospects can only be a good thing.”
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T hough we are mired in Brexitation 
at the time of writing, it’s possible 
that by the time of publication the 

fog might have cleared a little: a Queen’s 
Speech has been pencilled in for 14 
October. We haven’t had one of those 
since 21 June 2017. Marking the opening 
of a new parliament, it sets out the 
government’s plans for legislation.

Strong expectations have been raised 
that the Queen will announce a new 
Pensions Bill. Some would say this is well 
overdue, and not just because the pace 
of legislative change has slowed. (We had 
Pensions Acts in 2004, 2007, 2008, 2011 
and 2014, plus Pension Schemes Acts in 
2015 and 2017.) Quite a queue for new 
legislation has formed at the Department 
for Work and Pensions (DWP).

The pensions minister, Mr Opperman, 
has virtually promised a Pensions Bill, 
not least to provide for collective defined 
contribution schemes the framework 
which is required to enable the deal 
agreed between Royal Mail and the 
Communications Workers Union. The 
DWP has had plenty of time to draft this 
over the past year.

Likewise, we might expect something 
to realise pensions dashboards. Last 
December the pensions minister 
promised to legislate (“when 
parliamentary time allows”) to maximise 
pension scheme participation, while 
stopping short of full compulsion: it’s 
likely that one-member schemes will 
be exempted, and maybe other micro 
schemes. However, no proposal has yet 
emerged for the format in which defined 
benefit (DB) schemes will be required 
to provide data on members’ accrued 
rights – a much greater challenge than 
members’ money purchase pots.

Progress on this initiative has been 
painfully slow. It’s almost five years since 
the Financial Conduct Authority first 

proposed a pensions dashboard. Since 
then, the Money and Pensions Service 
(MAPS) – created by a merger of the 
Money Advice Service, the Pensions 
Advice Service, and Pension Wise – has 
been tasked with convening an industry 
group to plan development of a non-
commercial dashboard. Legislation might 
have to wait a while yet.

What else can we expect the Bill to 
include? One racing certainty is changes to 
the DB funding rules, following last year’s 
DWP white paper. The already wide-
ranging enforcement powers The Pensions 
Regulator (TPR) has will be strengthened. 
Company directors who engage in ‘wilful 
or grossly reckless behaviour’ will be 
committing a criminal offence and risk 
punitive fines and disqualification (if 
convicted). Some powers may even be 
made retrospective. 

TPR will revise its DB funding code 
of practice, focusing on what constitutes 
‘prudence’ in assessing liabilities and 
what factors are appropriate to take into 
account for recovery plans. Scheme 
sponsors dismayed in recent years by the 
lack of impact of huge extra contributions 
in reducing liabilities will not find much 
to encourage them. TPR will strongly 
emphasise the need for trustees to take a 
long-term view when setting the funding 
objectives.

An authorisation and accreditation 
regime governing so-called ‘superfunds’ 
is another likely candidate for the Bill. 
Scheme consolidation has been a 
favourite government theme in recent 
years, as shown by the drive to ensure 

a robust master 
trust authorisation regime for defined 
contribution pensions. Corralling DB 
schemes is not so easy, though, as the 
white paper recognised with phrases like 
“a delicate balance must be struck” and 
DB “structures can be complex”.

Two years ago, the government said it 
would limit the statutory right to transfer; 
the idea being that members exercising 
such a right between occupational pension 
schemes will have to provide evidence 
of an employment link with the receiving 
scheme. No more has been heard of this, 
but it might reappear in the Bill.

In August this year, the DWP 
confirmed plans to legislate for a new 
system for early resolution of disputes 
before a determination by the Pensions 
Ombudsman (TPO). It also intends to 
allow an employer to make a complaint or 
refer a dispute to TPO on behalf of itself. 
(Presently the Pension Schemes Act 1993 
prevents an employer from itself bringing a 
claim against the provider or administrator, 
e.g. in respect of maladministration of a 
group personal pension.) This too could 
be in the Bill.

Other, less likely, candidates include 
proposals for changes to the automatic 
enrolment regime, announced in 
December 2017. The minimum age for 
eligibility is to come down from 22 to 18 
and the lower earnings limit scrapped so 
that contributions are calculated from the 
first pound of earnings. The upper age 
limit is to remain aligned to state pension 
age – which is not itself expected to be 
mentioned in the Bill.

Of course, many government 
departments and their new ministers 
will be jockeying for their pet plans to be 
mentioned by the Queen. In all the horse-
trading, it’s quite possible the pensions 
minister will have to settle for a much 
slimmer Pensions Bill than he would like. n 

Pensions insight

...Some powers 
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Ian Neale, director, Aries Insight, forecasts what might be included 

The next Pensions Bill
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I n September 2018, the Financial 
Times reported on PensionSync 
research: “Millions of pounds of tax 

relief has been overpaid to workplace 
pension savers in the UK following 
errors made by tens of thousands of 
employers. Regulators conceded this 
week that workers had wrongly benefited 
from double doses of pensions tax relief 
due to employers making mistakes. 
The revelation came as new analysis 
suggested half of pension data sent to 
providers by employers was riddled with 
errors, including contributions being too 
low.”

The ‘Regulators’ in question was Neil 
Esslemont of The Pension Regulator 
(TPR) who was quoted in the article 
as saying only a “small percentage” of 
the 1,000,000 employers now offering 
workplace pension schemes “might 
be making mistakes” on tax relief, and 
were typically smaller employers without 
the help of a payroll team or pension 
advisers. He said errors could also mean 
some workers were not receiving tax 
relief they were entitled to.

Neil thought he knew that 95% of 
contributions had been compliant, but 
Ros Altmann and Pensionsync pointed 
out that we may never know if we got 

too little or too much money in our pot 
and whether we paid the right tax for the 

amount we contributed. Neil and Ros 
have moved on from the positions they 
held at the time of the article, but the 
unknown unknowns remain.

Pensions data is like that, and those 
who hunt the holy grail of 100% accuracy 
are likely to be ambushed by the Knights 
of Ni – they are on a fool’s errand. 
TPR’s system of deterrence seems to 
be working but we must accept we will 
never know most of the winners and 
losers. The cost of audit and rectification 
may be greater than the cost of the 
original contributions.

As payrolls find better ways to 
integrate with HM Revenue & Customs 
(HMRC) through the provision of real 
time information, providers find better 

ways to integrate their record-keeping 
systems with the payment systems 
of the employers who participate in 
their workplace pensions. This process 
of continuous improvement will 
undoubtedly spit out some examples 
of bad practice and some of deliberate 
fraud. However, relations between 
providers and payroll have settled down, 
the miscreants of the early years of 
staging are in recuperation, and we have 
not seen any major casualties either in 
the worlds of pension provision or payroll.

So, some will say that baroness 
Altmann’s dire prognosis in September 
2018 was alarmist. I will side with Ros 
in refocussing on the ‘nuts and bolts’. 
Without confidence in the fundamental 
mechanics, we cannot enjoy the journey; 
the engine of the car may be investment, 
but the chassis is data management.

If proof is needed of the importance 
of getting things right first time, look at 
the issues surrounding contracting out 
of the state earnings related pension 
scheme. Employers could elect that they 
and their staff paid reduced rate National 
Insurance contributions (NICs) for taking 
on the payment of guaranteed minimum 
pensions (GMPs) that would otherwise 
be paid by the state.
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But the management of the data 
needed to record what was due was 
often woefully inadequate. Many pension 
schemes have had to go through what 
nerds call ‘GMP reconciliation’ before 
they can make sure that they comply 
with the rules for GMP equalisation. 
Actuaries will tell you that by the time 
these processes are completed, any 
commercial or personal advantage of 
contracting out will long since have 
disappeared.

This has led to some pension experts 
questioning whether compliance with this 
arcane area of pension benefits might not 
be consigned to the unknown-unknowns 
bin. That in search of data integrity we 
may be searching for a holy grail that is a 
phantom of spurious accuracy.

And skulking in the deep recesses of 
data management is another of pension’s 
dirty beasts: the money purchase 

contracting out regime where companies 
and individuals elected to contract out, 
not to guarantee a pension but to float 
their pension rights on the investment 
markets as ‘protected rights’. Whether 
the amounts paid as NICs rebates 
by the Newcastle offices of the then 
Department for Social Security are surely 
unknown unknowns. The only certainty 
we have is that we have no resource to 
reconcile these payments with people’s 
entitlements as identified by historic 
payroll records.

Ros Altmann was right to point out 
that we are taking much for granted 
with automatic enrolment (AE). She 
had commercial reason to do so, she 
was chair of a company that managed 
the compliance of contribution and 
data management for small employers 
participating in AE. The hope is that with 
most payrolls and providers moving to 

straight-through processing using APIs 
(application programming interfaces) 
rather than spreadsheets, with HMRC 
working with TPR, supplying real time 
information, and with open banking 
standards improving the timing of 
contributions, the scope for errors is 
reducing.

But there remain ‘unknown 
unknowns’: areas where payroll, providers 
and regulators trust rather than know. I 
suspect that – as with protected rights – 
the pragmatic approach will prevail and 
we will not seek to upturn every stone in 
the pursuit of 100% data integrity. But 
equally, I hope that there will be more 
like Ros Altmann reminding regulators 
and employers that the money we are 
discussing belongs to people who will 
rely on its investable value in later life. It 
is their data and it needs to be treated 
with respect.

These may be ‘nuts and bolts’ issues, 
but they secure the chassis of the car. 
If those nuts and bolts come loose, the 
journey could be most unpleasant. We 
need to know the scope of our unknowns 
and seek to eliminate uncertainty rather 
than wallow in data complacency. n
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Consultancy

Chartered Institute of Payroll Professionals
Goldfinger House, 245 Cranmore Boulevard, Shirley, 
Solihull, West Midlands, B90 4ZL
Tel: 0121 712 1000  Fax: 0121 712 1001
Email: consult@cipp.org.uk
Website: www.cipp.org.uk

The CIPP offers a global consultancy service for organisations wishing to undertake a 
global payroll project.  We are able to offer experienced and impartial advice on:
1. What global payroll is
2. How to select and implement a global payroll solution
3. How to move it to shared services and potentially outsource
 
We will also advise on how to use analysts and advisors, and how to select an 
implementation partner.

Consult
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

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  Fax: 0121 712 1001
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

Alight Solutions 
3 Lloyd’s Avenue, London, EC3N 3DS
Tel: + 44 7545 938916
Contact: Zoe Patrick
Email: zoe.patrick.2@alight.com
Website: www.alightsolutions.com

As the leading provider of cloud-based HR and financial solutions, we enhance 
work and life through service, technology and data. Our 22,000 colleagues across 
14 global delivery centres deliver an unrivalled consumer experience for our clients 
and their people. We help clients navigate the complexities of payroll administration, 
providing support from process and technology deployment, end user and ongoing 
technology support.We are Alight. Reimagining how people and organisations thrive.

Frontier Software
63 Guildford Road, Lightwater, Surrey, GU18 5SA
Tel: 0845 3703210  Contact: Sales Department
Target Employee Range: 50+
Email: sales@frontiersoftware.com
Website: www.frontiersoftware.com

Frontier Software’s payroll service is tailored to each organisation as we understand 
that each has its own requirements. From bureau to fully managed, we offer security 
and backup to ensure a smooth and confident payroll operation. We are auto-
enrolment and Real Time Information ready.
• Dedicated experienced payroll team • Accurate, flexible and reliable service • 
Business disaster recovery • UK Processing centres • BACS approved bureau • 
PAYE Recognition Scheme accredited

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

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
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

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.

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 Jill Bonehill on 0121 712 1033 or email advertising@cipp.org.uk
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Zellis UK Limited
Peoplebuildings 2, Maylands Avenue, Hemel 
Hempstead, HP2 4NW
Tel: 0800 035 0545
Email: hrsolutions@zellis.com
Website: www.zellis.com

We believe the employee experience has two sides: the fundamentals and the stand 
out moments that employees really care about. We’re here to help you master both.

Zellis is a market leading provider of Payroll and HR services. With over 50 years’ 
experience, we have a strategy shaped around your people and a proven track 
record of ensuring that employees across the UK and Ireland are paid on time.  
Through our powerful tools and services, we help you simplify processes, understand 
employees and unleash productivity.

Integrated payroll and HR

Cascade HR Ltd
One City West, Gelderd Road, 
Leeds LS12 6NJ 
Tel: 0344 815 5566
Contact: Mike Alsancak
Email: info@cascadehr.co.uk
Website: www.cascadehr.co.uk

Founded in 1992, Cascade HR has grown to become an award winning provider 
of fully-integrated HR and HMRC-recognised payroll software. The technology 
comprises a number of proactive modules including core HR, Payroll, Training, 
Recruitment, Recruitment, Self Service, Workflow, Auto Enrolment, Timesheets and 
Expenses. These resources are all designed to streamline HR efficiencies, reduce 
costs and improve strategic contribution. In April 2014 we were acquired by the 
IRIS Group – a flagship acquisition that allows us to operate as an independent 
division of a multi-division corporation.

Cintra HR & Payroll Services
Computer House, 353 High Street
Gateshead, Tyne and Wear NE8 1ET
Tel: 0191 478 7000 Fax: 0191 478 6060
Contact: Nham Lee Email: sales@cintra.co.uk
Website: www.cintra.co.uk

Cintra offers a uniquely customer focused approach combined with a robust, flexible 
and evolving mix of software and services tailored to meet your organisational 
requirements. With its broad customer portfolio covering both public and private 
sectors along with highly trained, experienced and motivated staff, Cintra offers the 
natural choice for Payroll and HR solutions in the UK. If you are looking for a long term 
partnership where solutions, in-sourced or out-sourced, are tailored to your individual 
needs with no hidden costs why not give Cintra a call, the friendly face of Payroll and 
HR.

Eque Ltd
Freetrade Exchange, 37 Peter St, Manchester M2 5GB
Tel: 0161 939 0111
Email: sales@miracle-dynamics.com 
Website: www.miracle-dynamics.com

Miracle from Eque2 is the leading Payroll and HR solution for Microsoft Dynamics 
NAV. Our HMRC recognised solutions can address the most complex HRM 
information management requirements with our sophisticated functionality. Today 
our solutions are run by 1,000 companies worldwide from below 50 to over 40,000 
employees, in a diverse range of sectors including construction, leisure, retail, 
recruitment, umbrella, IT, manufacturing and many more.

Frontier Software
63 Guildford Road, Lightwater, Surrey, GU18 5SA
Tel: 0845 3703210  Contact: Sales Department
Target Employee Range: 50+
Email: sales@frontiersoftware.com
Website: www.frontiersoftware.com

ichris is a date based system that streamlines the payroll process through the use of 
powerful, flexible and easy to use features.  User defined payroll parameters ensure 
the system can be customised to meet your business rules, for example, pay rates, 
absence and leave. Maintained in line with statutory legislation and recognised by the 
HMRC PAYE Recognition Scheme, the software is available for delivery on-premise, 
in the cloud or as a payroll processing service. Frontier Software is an ISO 9001 and 
ISO 27001 accredited company, offering a range of fully integrated HR modules 
that include Self Service for on-line payslips, Time & Attendance and Expenses 
Management. 

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

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. Making payroll & HR easy.

Zellis UK Limited
Peoplebuildings 2, Maylands Avenue, Hemel 
Hempstead, HP2 4NW
Tel:  0800 035 0545
Email: hrsolutions@zellis.com
Website: www.zellis.com

Formerly the UK and Ireland division of NGA Human Resources, Zellis is now a 
standalone business providing Payroll, HR and Managed Services to UK and Ireland 
based companies with over 500 employees.

With over 50 years’ experience and 2000 employees Zellis is the largest business 
of its nature in the UK. We count over a third of the FTSE 100 as customers, serve 
5million customer employees and processes in excess of 60 million payslips a year.

We are also the people behind ResourceLink, the award-winning Payroll and HR 
software.  So, if you’re looking for market leading payroll and HR services we’d love 
to have a conversation.

Useful contacts
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Payroll bureaux

Cintra HR & Payroll Services
Computer House, 353 High Street
Gateshead, Tyne and Wear NE8 1ET
Tel: 0191 478 7000 Fax: 0191 478 6060
Contact: Nham Lee Email: sales@cintra.co.uk
Website: www.cintra.co.uk

Cintra offers a uniquely customer focused approach combined with a robust, flexible 
and evolving mix of software and services tailored to meet your organisational 
requirements. With its broad customer portfolio covering both public and private 
sectors along with highly trained, experienced and motivated staff, Cintra offers the 
natural choice for Payroll and HR solutions in the UK. If you are looking for a long term 
partnership where solutions, in-sourced or out-sourced, are tailored to your individual 
needs with no hidden costs why not give Cintra a call, the friendly face of Payroll and 
HR.

Frontier Software
63 Guildford Road, Lightwater, Surrey, GU18 5SA
Tel: 0845 3703210  Contact: Sales Department
Target Employee Range: 50+
Email: sales@frontiersoftware.com
Website: www.frontiersoftware.com

Frontier Software Payroll Outsourcing Services offer traditional ‘process and deliver’ 
bureau arrangements through to fully managed service contracts.
Your business will 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 accuracy, efficiency and flexibility, we can 
be relied upon to ensure the timely payment of your  staff. Payroll data can be 
provided manually or through access to ichris, our Payroll/HR software suite that 
enables data to be securely entered from any location using a range of devices.

● You select the service level and method of operation
● Software located at your premises or ours
● Automatic updates in accordance with changes in statutory legislation

Payroll Business Solutions Ltd
6 Bourne Court, Southend Road,
Woodford Green, Essex IG8 8HD
Tel: 020 8550 7758  Fax: 020 8551 8861
Contact: Nick Hooper  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

Cintra HR & Payroll Services
Computer House, 353 High Street
Gateshead, Tyne and Wear NE8 1ET
Tel: 0191 478 7000 Fax: 0191 478 6060
Contact: Nham Lee Email: sales@cintra.co.uk
Website: www.cintra.co.uk

Cintra offers a uniquely customer focused approach combined with a robust, flexible 
and evolving mix of software and services tailored to meet your organisational 
requirements. With its broad customer portfolio covering both public and private 
sectors along with highly trained, experienced and motivated staff, Cintra offers the 
natural choice for Payroll and HR solutions in the UK. If you are looking for a long term 
partnership where solutions, in-sourced or out-sourced, are tailored to your individual 
needs with no hidden costs why not give Cintra a call, the friendly face of Payroll and 
HR.

Frontier Software
63 Guildford Road, Lightwater, Surrey, GU18 5SA
Tel: 0845 3703210  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 is supplied with all the core functionality you would expect from an established 
provider;  including statutory tables and reports that are maintained through 
upgrades. The software is compliant with legislative requirements in each country 
of operation and can be used to create both standard reports and statutory output. 
Payslips can be paper or delivered directly to the individual via email or self service, 
to meet employee expectations in the digital age. Payroll can be provided with fully 
integrated HR, Expenses, Vehicle Management and P11D  if required.

● All payroll parameters can be user defined according to requirements 
● Compliance with payroll rules and regulations including RTI and auto-enrolment
● Automated calculation and payment for holiday, sickness and maternity 
● Integration with finance and other systems to save time and avoid duplication   

of effort

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

directory
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Intelligo 
78 York Street, London, W1H 1DP
Tel: 0800 0390116   Fax: 0800 0390117
Contact: Fiona Cullinane
Email: sales@intelligosoftware.com
Website: www.intelligosoftware.com

Intelligo is a leading provider of corporate Human Resource and Payroll Software 
and Services in the UK and Ireland with clients ranging in size from 300 to 20,000+ 
employees. Intelligo’s flagship payroll product, Megapay is the Number 1 payroll 
system for corporate organisations and public sector. Megapay is used throughout 
all major industry from Manufacturing, Top 5 Accounting Firms, Government 
Departments, etc. As a Certified Workday Global Cloud Partner, the system fully 
integrates with Workday. In addition, Megapay also interfaces with leading T&A and 
Financial applications. Megapay is available to purchase as either an On Premises 
installed solution or on a Hosted basis.
RTI • Auto-Enrolment  • HMRC Integration • Statutory Payment Processing • Irish 
Payroll Calculation Engine • Employee Self Service • Payslip Mobile App • HR 
Integration

Payroll Business Solutions Ltd
6 Bourne Court, Southend Road,
Woodford Green, Essex IG8 8HD
Tel: 020 8550 7758  Fax: 020 8551 8861
Contact: Nick Hooper  Email: sales@payrollbs.co.uk
Website: www.payrollbs.co.uk 

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 UK Limited
Peoplebuildings 2, Maylands Avenue, Hemel 
Hempstead, HP2 4NW
Tel:  0800 035 0545
Email: hrsolutions@zellis.com
Website: www.zellis.com

Formerly the UK and Ireland division of NGA Human Resources, Zellis is now a 
standalone business providing Payroll, HR and Managed Services to UK and Ireland 
based companies with over 500 employees.

With over 50 years’ experience and 2000 employees Zellis is the largest business 
of its nature in the UK. We count over a third of the FTSE 100 as customers, serve 
5million customer employees and processes in excess of 60 million payslips a year.
We are also the people behind ResourceLink, the award-winning Payroll and HR 
software.  So, if you’re looking for market leading payroll and HR services we’d love 
to have a conversation.

Payroll training and qualifications

Chartered Institute of Payroll Professionals
Goldfinger House, 245 Cranmore Boulevard, Shirley, 
Solihull, West Midlands, B90 4ZL
Tel: 0121 712 1000  Fax: 0121 712 1001
Email: info@cipp.org.uk
Website: www.cipp.org.uk

CIPP is the leading provider of education in the payroll, pensions and reward indus-
tries, delivering qualifications from apprenticeship level through to MSc. A variety 
of excellent payroll, pensions and reward training courses are also held nationwide 
throughout the year.

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 

Professional bodies

The Chartered Institute of Payroll Professionals
Goldfinger House, 245 Cranmore Boulevard, Shirley, 
Solihull, West Midlands, B90 4ZL
Tel: 0121 712 1000  Fax: 0121 712 1001
Email: info@cipp.org.uk
Website: www.cipp.org.uk

CIPP’s purpose is to elevate the standing of the payroll, pensions and reward 
professions.  The Institute has education and business services subsidiaries offering 
end-to-end resources including the recruitment of quality personnel, benchmark 
qualifications and training courses.  The Institute works closely with government to 
ensure the practical implementation of relevant legislation.

Useful contacts
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*as taken from a recent membership survey.

94%* of members read every issue of Professional in Payroll, 
Pensions and Reward either online or printed.

So to ensure that your  company is seen by the right people, 
call 0121 712 1033 or email advertising@cipp.org.uk to 
discuss  advertising  opportunities.

Want to be seen?
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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
Brewmaster House, 1 The Maltings, St Albans, 
Hertfordshire AL1 3HT
Tel: 01727 800377   Fax: 01727 221220
Email: jga@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.

Payroll Elite Ltd
1146 High Road, Whetstone, London, N20 0RA
Tel: 0203 815 7064
Email: vacancies@payrollelite.co.uk
Website: www.payrollelite.co.uk
Twitter: @payrollelite    LinkedIn: payroll elite 

Payroll Elite have been specialising in providing payroll personnel for the past 20 
years within the private and public sectors. As a highly reputable consultancy and 
major contributor in the world of payroll recruitment, we offer comprehensive 
contract and permanent recruitment services by pre-selecting candidates that 
match the clients’ needs and requirements. All candidates are referenced and 
interviewed prior submission to client.

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.

Time and attendance

Frontier Software
63 Guildford Road, Lightwater, Surrey, GU18 5SA
Tel: 0845 3703210  Contact: Sales Department
Target Employee Range: 50+
Email: sales@frontiersoftware.com
Website: www.frontiersoftware.com

With TA21 Time & Attendance software users benefit from access to working hours 
for all employees regardless of individual work patterns and can quickly identify 
issues in particular areas. TA21 provides all the control and information needed to 
effectively manage employee attendance – with the minimum of administrative 
overhead. Offering flexibility for data capture through a variety of input readers, e.g. 
Magnetic Stripe, Barcode, Proximity Card and seamless integration with our payroll 
software to avoid mistakes from manual time keeping methods.

● Capture employee attendance across multiple sites    
● Unlimited patterns for work, shift, breaks, etc can be defined 
● Automated approvals to efficiently control overtime costs 
● Reporting tool to monitor and analyse attendance date 
● Fully integrate with our payroll and absence management software



Another anonymous episode revealing 
the world of payroll featuring payroll 
avatar, Penelope Fortham (‘Penny’), 
who is payroll manager at the nation’s 
favourite biscuit makers Crumbitt’s 
Confections.

Y ou know how you get stuck in a 
rut sometimes? There’s nothing 
particularly wrong with how things 

are, but then there’s nothing particularly 
right either. I’d been feeling like that a lot 
recently, seeing Jace and Billie with baby 
Albert (who really isn’t a baby anymore), 
watching the burgeoning relationship 
between Evie and Towering Tony (I hadn’t 
seen that coming either) and then, the 
other night, realising I’d watched the same 
episode of Ice-Road Truckers five times. 
What was I doing? 

Well, maybe the universe had heard 
my silent plea (or maybe Mr Crumbitt 
had picked up on my little rant behind 
the ‘cherry putter-on machine’ not too 
long ago). Either way, last week I was 
‘summoned’ to meet Mr Crumbitt in a 
rarely used part of the factory – in fact, so 
rarely used there wasn’t a single tea bag 
in the tea caddy and the kettle was fusty. 
It was as if this cramped office wasn’t in 
Yorkshire at all.

 I started to feel even more anxious 
when Mr Crumbitt put on his I’ve-got-
something-very-serious-to-tell-you face and 
steepled his fingers to his chin. I’d only 
ever seen him do that once before when 
considering sacking Augusta Tremelo for 
lying about her name. Oh dear!?

“Now then Penny, you and I go a 
long way back…” – oh, this is going to 
be bad – “and it’s come to my attention 
that you’re not really very happy at the 
moment…” – so he did hear my rant 

by the cherries – “and I’ve decided…” – 
blood rushed to my head and the room 
started spinning – “that I’d like to offer 
you a new role in our newly acquired 
Portuguese factory.” 

What?! You’d like me to what? 
PortuGUESE as in PortuGAL? As my 
thoughts tried to organise themselves into 
something approaching coherence, Mr 
Crumbitt explained how Crumbitts had 
taken over our rival firm based in Portugal 
and that he (and the rest of the board) 
wanted me to head up the project team to 
merge the payrolls into the UK operations.

As Mr Crumbitt paged for ‘emergency 
Crumbitt Crinkles’ (the only way to get 
flabberghasted employees back on track 
apparently) he reeled off all these, frankly 
lovely, things he admired about me: great 
leader, fantastic communicator – “I mean, 
obviously not now with your stuttering 
and spluttering, but normally you’re very 
eloquent” – always gets the job done and, 
best of all, loved by my team. 

So, there I was, stuttering, spluttering 
and snivelling, too. I now realised why 
Mr Crumbitt had brought me over to this 
office: no-one needs to see a snot-faced, 
puffy-eyed payroll manager when they’re 
about to go on their lunch break. 

That afternoon (face cleaned, and 
a belly full of Crumbitt’s Crinkles) Mr 
Crumbitt explained the role more fully. I 
would be senior payroll projects manager 
and spending a lot of time overseas 
bringing the two operations together on 
to the one system. There was no-one 
else in the running for the role because – 
and I quote: “Nobody knows the system 
better than you Penny”. (Well, of course 
they wouldn’t as I implemented the 
temperamental thing.)

I had some big decisions to make that 

night;  thankfully, Mr Crumbitt gave me 24 
hours to think it over. Yes, I’d been feeling 
‘in a rut’ recently, but was I really ready for 
such a big change – not just in my job but 
in my life? I can’t even speak Portuguese 
(and singing along to my Best of Bossa 
Nova CD isn’t going to help). Most gut-
wrenching of all was that it would mean 
stepping away from the current payroll 
team for at least a year – a whole year! 
Who knew what mischief they could get 
up to in twelve months.  But then, the role 
would carry a significant reward package 
and a bonus upon successful completion.

I didn’t sleep that night (even watching 
that episode again didn’t work). How 
would the team cope? Would I really be 
able to get by with no Portuguese? What if 
I got travel sick? What if? 

Well, what if I didn’t do it? When I’m sat 
at home alone and I’m feeling wretched, 
to where would my thoughts go if I didn’t 
do it? And that’s what clinched it (well, that 
and knowing that Toblerones on duty free 
are an absolute steal).  No regrets, Penny – 
take every opportunity. 

Mr Crumbitt called to see me even 
before the first tea of the day had been 
drunk and was thrilled, and rather tearful, 
when I told him I wanted to accept the role. 

So, this will be my last ‘Confessions’ for 
a while. I’ve got a whole new adventure to 
sink my teeth into (and a suitcase full of 
decent teabags to pack). 

I’ll miss the team, but they have my 
direct mobile number just in case...and 
we could have a weekly Facetime, and a 
monthly catch up. Tchau! o

The Editor: I shall miss Penny’s 
Confessions, as they always brighten my 
day. It is to be hoped Penny will return in 
twelve months, with further confessions.   
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Confessions of a payroll manager 
– Boa viagem, Penelope!



OFFICES IN AUSTRALIA, INDIA, MALAYSIA, NEW ZEALAND, PHILIPPINES, SINGAPORE AND UNITED KINGDOM

0845 370 3210
sales@frontiersoftware.com
www.frontiersoftware.com

TRUST 
Frontier Software 
with your payroll 

processing
Accurate, secure and reliable
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What you need for better payroll
Cut your payroll processing time significantly, and free up 
your resources. Combining pay and time in a single system 
means fewer errors. Streamlining your payroll processes 
means a greater bottom line.
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