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“A man who dares to waste one hour of time has not discovered the value of life.”
Charles Darwin (1809–1882) (http://bit.ly/2IyK3NZ)

It’s tax year-end again. I hope there are no 
glitches or reconciliation issues, and all goes 
smoothly. 

Entering a new fiscal year what changes 
can we expect? As well as changes to 

eligibility for the employment allowance, there is 
the introduction of class 1A NICs on termination payments which 
must be paid in real time rather than once a year. There is also the 
introduction of statutory parental bereavement leave and pay, along 
with changes to the rules for calculating National Minimum Wage. 
And this year’s ‘late’ budget on 11 March introduced measures that 
have immediate effect. 

The CIPP takes considerable pride in its portfolio of qualifications, 
with a lot of work, validation and the like taking place. One of the 
most important processes the CIPP undertakes with its key education 
partners, the University of Worcester and Heart of Worcestershire 
College, is a six-yearly partner periodic review (PPR) in respect of our 
Foundation Degrees in payroll and pensions. This PPR, which takes 
place this month, is a stringent exercise with a panel of independent 
academics.

A large amount of documentation is required to be presented 

in advance to the University, which is reviewed by the panel 
prior to the PPR. Both the CIPP education director and myself, as 
CEO, attend the review and answer questions on the details and 
how the programmes have evolved considering feedback from 
students, external examiners and other stakeholders. The detailed 
documentation submitted includes: annual evaluation reports, 
programme specification, external examiners reports, student 
feedback, course management meeting minutes, and university tutor 
reports.

Employers and students are also invited to contribute (usually 
by dialling in) to reflect on the courses’ content and its suitability 
for their employment, details of experiences, employer support, 
improvements, career development, investment, progress and so on.

This shows the rigours that this qualification goes through in 
ensuring it is ‘fit for purpose’ for our students.

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

‘Adding value’ is a fantastic topic to consider 
both in the workplace and the home. As a 
father, brother, son, husband, friend, leader 

and work colleague, I have many hats to 
wear, as do many of you. Do take a moment 

when reading this issue, to consider all of the ways 
you make an impact, make a difference and add value each day. 

One of my favourite films is It’s a wonderful life with the lead 
character, George Bailey, not realising what an influential life he has 
had until his generosity of spirit is shown to him by Clarence the angel. 
With such busy lives, it is essential to take time out for yourself and 
consider the positive impact you can have. 

Back in the workplace, consider your day and how best placed you 
are to add value and make a difference. When invited to a meeting, 
you should challenge whether it is really you who would be best 
placed to attend – and treat your time with value.

The older I get, the more stories I compile. These can often be 
imparted in many different ways, and often in difficult situations when 

neither side can see the opinion of the other. It is a useful tool to be 
able to tell stories and illustrate a point, taking the emotion out of the 
review. 

The more senior you become in an organisation (or a family, or 
social club), the more you are looked to for your experience. For all 
of my earlier life experiences, I would often come home to recount 
a tale of woe and my father would state “it is character building”. I 
often wondered when that might stop, and in fairness it never has; 
with each day presenting new opportunities to learn and add value. 
I hope you all enjoy the content in the edition; and, as always, I look 
forward to catching up with as many of you as possible to recount 
stories and add value wherever possible.

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

Chair’s message

CEO’s message

Encountering the virulent coronavirus the 
world and the UK are responding with 
severe and exceptional measures to limit 
the contagion and the impact.  

Although it would be foolhardy for 
anyone to predict what the situation might be 

in the UK and across the world when you receive and read this in 
April, it seems to me inevitable that there will be extraordinary and 
extreme pressures on employers and employees.

For payroll professionals, paying workers accurately and on time 
in the weeks and months ahead will become an even greater 

challenge than usual. 
The government continues to bring forward measures to mitigate 

the impact of the virus; see pages 22, 23. The announcement of 
postponement of the introduction of IR35 (off-payroll working) in 
the private sector until 2021 is a welcome measure.

I wish you, your family, friends and colleagues, good health. 

Mike Nicholas MCIPP AMBCS (editor@cipp.org.uk)
Editor
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New vice chair announced for the CIPP
THE CHARTERED Institute has 
appointed Liz Lay MSc FCIPPdip FHEA 
ACIPD as vice chair. Liz, who has been 
a non-executive director on the CIPP 
board since 2017, will serve as vice chair 
until the CIPP’s next AGM, taking place 
March 2021, at which point she will 
succeed Jason Davenport MCIPP MIoD 
as chair.

Liz is the corporate finance and administration manager, UK and 
Ireland for Aldi Stores Ltd. 

Being passionate about payroll, payroll education and promoting 
the profession, Liz believes she is at the stage of her career where 
she has a wealth of knowledge, experience and skills that she 
can bring to the CIPP to positively help uphold member trust, 
ethical standards and the Institute’s mission. Speaking of her 

appointment and the future of the CIPP, Liz stated: “I am truly 
honoured to have been voted by the board to the position of 
vice chair and look forward to working alongside Jason Davenport 
and the rest of the board. This is an exciting time for the Institute 
and the wider payroll profession as we look to what the role of 
payroll will be in years to come and focus our attention to the 
future of the profession.”

Jason Davenport, CIPP board chair, commented: “Liz brings a 
wealth of knowledge, skills and expertise to the position of vice 
chair. As a professional working within the private sector, she 
understands the daily challenges of payroll professionals, and as 
a tutor she gains insight into how our students are implementing 
their learning within their roles. She will be an excellent colleague 
to work alongside as vice chair, and a fantastic successor when my 
tenure as chair comes to an end in 2021. I look forward to working 
closely with Liz over the coming year.”

Celebrating 40 years of supporting payroll professionals

OVER THE last month we have been continuing our journey into the history of the Institute. We 
have been fortunate to have welcomed some of our founding members to the CIPP’s offices in 
both London and Solihull. They have been telling their stories and reasons for working so hard 
to establish a professional body and professional qualifications in payroll. We are still collating 
interviews and look forward to sharing these with members later in the year.

Thank you to those members who have been sending in memorabilia and documentation 
relating to the early days of the CIPP. The adjacent images show ties and shirts previously available 
to members. These contributions are very much appreciated and are fundamental in putting 
together an overview of our history and the history of the profession. 

Following last month’s brief outline of activities from 1980–85, this month looks at some of the 
significant changes from 1985–87, specifically:
October 1985 Introduction of different bands for National Insurance contributions
October 1985 The first payroll manager’s seminar for the private sector was held
January 1986 Inaugural meeting of the British Payroll Manager’s Association (BPMA)
April 1987 Introduction of payroll giving and statutory maternity pay

If you are able to support the CIPP in documenting our history, and a brief history of payroll, please contact 
vickie.graham@cipp.org.uk. A full CIPP timeline and history will be released at the end of 2020.

CIPP named in Top 100 Not for Profit Organisations to work for

THE CIPP has been named within The Sunday Times Top 100 Not for Profit Organisations to Work for in 
2020. This is an important achievement and we are delighted to have been named within this list for the 
fourth time. It’s an accreditation which measures employee engagement and satisfaction, and therefore is 
incredibly valuable in recruiting and retaining key people within our business.

Jonathan Austin, founder and chief executive officer (CEO) of the Sunday Times Best Companies to Work, 
said: “I would like to congratulate the CIPP on achieving a One Star Accreditation and being named as one of 
the UK’s Best Companies to Work for. Best Companies has been acknowledging excellence in the workplace 
since 2006 when we launched our Michelin-style accreditation standard. We are proud to work with 
organisations like the CIPP who focus on their people and as such have been rewarded with an engaged workforce who tell us that they’re a 
best company to work for.” 

Shirley Harris, CIPP HR and payroll manager, commented: “We are very proud to have been named...not least because it is our employees 
who respond to the survey to make this happen. Our one-team culture is very important to the CIPP and this accreditation demonstrates our 
commitment to achieving excellence in this area.” 

CIPP
update
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Congratulations to newly accredited PAS 
organisations
THE CIPP Payroll Assurance Scheme (PAS) is our flagship payroll 
audit solution, the gold standard for your processes and people and 
the prestigious award to covet in the payroll industry. It consists of 
two distinct elements: one will audit your payroll processes and the 
other will audit the learning and development of the staff within the 
payroll function.

Congratulations to our most recently accredited organisations:
 ● Direct Line Group
 ● EPM Ltd
 ● St Helens and Knowsley Teaching Hospitals NHS Trust
 ● University of Lincoln
Ken Pullar, CIPP 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.”

Email compliance@cipp.org.uk or visit www.cipp.org.uk/pas to find out how the 
Payroll Assurance Scheme can benefit your organisation.

Payroll Technician Certificate gets a revamp

WE ARE delighted to announce our online 
Payroll Technician Certificate has recently 
been refurbished to incorporate the latest 
digital applications and online tools available 
in the current learning environment. The CIPP 
has invested significantly into this popular 
qualification to ensure that it continues to 
meet the needs and expectations of our 
students and their employers alike.

Available from April 2020, this revamped product offers the latest in digital learning 
experiences available to the aspiring payroll professional. This qualification is designed for 
those new to the payroll profession or those who wish to improve their working knowledge 
of payroll processes. Those who have successfully enrolled on or completed this course 
before April 2020 possess a qualification equal in value to the new-look Payroll Technician 
Certificate.

This six-month qualification continues to teach students all the core knowledge and 
skills required to administer the payroll function independently and with confidence. From 
calculating gross pay and identifying the differences between taxable and NICable pay, 
students progress to learning the methodologies for manually calculating PAYE income tax, 
NICs, student loan deductions and statutory payments.

Together with a broad overview of other payroll obligations, such as court orders, real 
time information, auto-enrolment, end of year reporting and HMRC remittance calculations, 
students gain a balanced education on the fundamentals of the payroll profession.

Each module offers comprehensive learning materials; links to a range of external 
material; and knowledge tests associated with these topics. Key subject matter is now further 
enriched with digital online learning tutorials as well as interactive scenario-based exercises, 
which enable students to apply their new-found knowledge and skills through realistic 
scenarios. 

The first cohort of the CIPP’s revamped Payroll Technician Certificate commence studying 
on 23 April 2020. 

To find out more about this qualification, please visit cipp.org.uk/study/PTC or contact us 
on enquiries@cipp.org.uk or 0121 712 1044.
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Collection of Student Loans Forum
The Collection of Student Loans Forum 
meets to discuss with stakeholders the work 
of HM Revenue and Customs’ (HMRC’s) 
student loan team, the Student Loan 
Company (SLC) and the Department for 
Education (DfE). 

CIPP’s Angela Adams and Samantha 
Mann attended the most recent meeting, 
and received updates on the progress of 
the more regular exchange of student loan 
deduction data between HMRC and the SLC. 
The aim of which is to help ‘borrowers’ to 
better monitor their student loan balances. 
Previously, reconciliation occurred after 
the tax year end which has, on occasions, 
caused borrowers to overpay and then to 
apply for a refund. Historically, to combat this 
risk borrowers approaching their final year of 
repayment were encouraged to arrange to 
make final payments by direct debit rather 
than having deductions continue through 
their pay.

Post-graduate and masters loan 
repayments are going well as are 
preparations for the delivery of Scottish 

student loans (i.e. ‘plan 4'). The work 
involves another update to the starter 
checklist as well as the transfer of relevant 
borrowers from their existing plan 1 to plan 
4. More about this in future updates.

New starter checklist
An interesting item emerging from 
discussions about the starter checklist is the 
high percentage of these not being returned 
to employers and thus the resulting impact 
on delaying repayment of student loans.

We would value hearing from members 
as to how they collect the valuable 
information, by ensuring the starter checklist
is completed and returned to them in a 
timely manner. 

HMRC’s Software Developer Support 
Team has recently circulated the new version 
which seeks to improve the wording of the 

questions for the employee statement: see 
image. Existing stocks of the previous version 
can continue to be used.

Your experiences of RTI
Although real time information (RTI) is 
now an established process for payroll 
professionals, at a recent meeting several 
problem areas were highlighted. The policy 
and research team would value hearing your 
views and experiences with the following:

 ●  employee queries with tax codes
 ●  employee queries with universal credit 

claims and early payments (or other 
issues relating to pay data)

 ●  former employees’ queries with tax 
codes

 ●  duplicated payments
 ●  any other recent negative experiences 

from using RTI.

MY CIPP

...not being returned to employers and 
thus the resulting impact on delaying 

repayment...

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

Policy team update
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Agent Strategy Group
The CIPP’s Helen Hargreaves attended the 
most recent meeting of the Agent Strategy 
Group. Over several years the Group 
has discussed issues ranging from digital 
advancements to support agents’ work 
with their clients (which have yet to come 
to any useful conclusion) to discussing the 
professional standards expected from tax 
advisers, to a more recent review of the 
look and feel of Agent Updates (http://bit.
ly/3ce2lBJ).

In recognition of the work considered by 
this forum its name is to be changed to Agent 
Support Group; and in line with the increasing 
use of digital processes face to face meetings 
will be held less often instead using online 
meetings instead.

Revised HMRC Customer Charter
An update was provided to the Agent Strategy 
Group about the latest HMRC consultation 

which presents a revised Customer Charter. 
The consultation, which was launched on 24 
February and will run for twelve weeks closing 
on 15 May, asks the following three questions:

 ●  Do you think the draft charter sets 
the right standards for HMRC’s service to 
customers?

 ●  To what extent do you feel the draft charter 
sets out the areas which are most important to 
customers when interacting with HMRC?

 ●  How you would like to see HMRC 
measure and monitor how it is performing 
against the charter, including how it can best 
listen to feedback and take action on areas 
for improvement? n

Please share your views on this or 
indeed any of the subjects in this 
update, by email to samantha.mann@
cipp.org.uk or to the usual policy@
cipp.org.uk. We look forward to 
hearing from you.

Text of the revised charter
Working with you to get tax right
HMRC is here to collect the tax that pays 
for the UK’s public services. We do this 
by working in partnership with you.

We will help you meet your tax 
responsibilities and work with anyone 
you’ve asked to act for you. We will also 
help make sure you get any benefits, tax 
credits, refunds or other support you can 
claim. However, we will take firm action 
against the small minority who bend or 
break the law by not paying their tax.

What we want our service to be all 
about

 ●  Making things easy – We aim to 
ensure our services are as accessible as 
possible and that it is easy, quick and 
convenient to deal with us.

 ●  Getting things right – We aim to 
give you accurate, consistent and clear 
information. This will help you meet 
your obligations, understand your rights 
and what you can claim. When we ask 
for information, we rely on you to give 
us full, accurate and timely answers. 
If you disagree with us, we will inform 
you about options available to you and 
work with you to reach an appropriate 
outcome quickly and simply. If you are 
not satisfied with the service you have 
received, we will explain how you can 
make a complaint.

 ●  Being responsive – When you get 
in touch with us, we aim to answer 

your questions and resolve things first 
time, or as quickly as we can. We will 
also explain what happens next and 
when you can expect a response from 
us. If we make a mistake, we will put it 
right as soon as possible.

 ●  Treating you fairly – We work 
within the law to make sure everyone 
pays the right amount of tax and gets 
their benefits and other entitlements. 
We trust you are telling the truth, unless 
we have good reason to think you’re 
not.

 ●  Being aware of your personal 
situation – We will listen to your 
worries and answer any questions 
clearly and concisely. We will be 
mindful of your wider personal 
situation, including offering you extra 
support if you need it.

 ●  Keeping your data secure – We 
will protect information we hold 
about you and treat it as private and 
confidential. And we will always use 
that information fairly and lawfully.

 ●  A word about respect – We 
will always treat you in line with our 
values of respect, professionalism and 
integrity. Our employees are people 
too, so please treat them in the same 
way. We take any threats, intimidation 
or harassment very seriously and will 
take appropriate action against any 
behaviour of this type.
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MY CIPP

The CIPP Advisory Service is available* 9a.m. to 5p.m. Mondays to Thursdays, and 9a.m. to 4.30p.m. on Fridays. Call 0121 712 1099, 
email advisory.service@cipp.org.uk or visit cipp.org.uk to live chat.

Advisory
The CIPP's Advisory Service 
team provides answers to 
popular questions

Q: A small part of our business is 
being sold and the employees are 
being transferred to the new business. 
We are making all the employees 
leavers and sending forms P45 to the 
new employer. Five employees are 
currently on statutory maternity pay 
(SMP). Should we pay out the balance 
of the 39 weeks of SMP or advise the 
new employer to pay the SMP?
A: When there is a transfer such as 
this the new pay as you earn (PAYE) 
employer bears the responsibility for 
paying the rest of the SMP to the five 
employees. You must pass over all the 
paperwork for these employees as well 
as information about how many weeks 
of SMP have already been paid. This will 
enable the new employer to continue 
paying the SMP to the employees as if 
nothing had changed. Also, they may 
need historical data from you for these 
exiting employees in case there is a 
future pay increase and the Alabaster 
ruling is applied.

Q: Please can you advise whether I 
should include salary sacrifice pension 
figures for ‘ordinary pay’ when 
calculating the figures for gender pay 
gap reporting?
A: These would be excluded as you 
always use the pre-salary sacrifice pay. 
The following items are specifically 
excluded from the definition of ‘ordinary 
pay’: overtime pay, redundancy or other 
termination pay, pay in lieu of leave, 
remuneration provided otherwise than in 
money (benefits in kind and the value of 
salary sacrifice schemes) and expenses.

Q: We have an employee who notified 
us in July 2019 that she wished to take 
maternity leave from 19 September. 
We have very recently received a 
communication that she now wishes 
to end her maternity leave on 17 May 

and her partner (who also works for 
us) wishes to take statutory shared 
parental leave and pay (SShPL&P). 
Can the SShPL be requested at this 
point, when the mother has already 
started her maternity leave/pay?
A: A mother can notify the employer 
of her intention to curtail her statutory 
maternity leave (SML) and pay and 
enter into a period of SShPL whilst she is 
already on SML. Notification of this does 
not have to happen prior to her starting 
her SML, but she must give at least eight 
weeks’ notice to end her SMP. 

ShPL&P can start for the partner while 
the mother is still on maternity leave if 
she has given notice to end her leave. 
ShPL&P must be taken between the 
baby’s birth and first birthday.

Q: In tax year 2019/20 no class 1 
National Insurance contributions 
(NICs) are due on termination 
payments above £30,000, but is this 
changing from 6 April 2020?
A: Yes, with effect 6 April 2020 there 
will be employer-only NICs payable on 
termination payments above £30,000, 
but the NICs payable will be class 1A 
NICs. However, unlike class 1A NICs 
payable on expenses and benefits, which 
are unaffected by this new rule, the 
class 1A NICs payable on termination 
payments will be paid in year and at the 
same time the payment is made to the 
employee reported via PAYE full payment 
submissions.

Q: If we give our employees non-cash 
vouchers and they are for work-related 
performance, can you advise me on 
how I would report them?
A: You must report the value of 
the vouchers in the P11D return for 
income tax, and also include in and 
report the value of the vouchers via the 
payroll for class 1 NICs purposes. You 

would notionally add the value to the 
employee’s earnings for the purpose of 
calculating NICs only.

Q: Should the ‘Alabaster ruling’ be 
applied if there is a pay increase and 
the employee has been receiving 
statutory adoption pay (SAP)?
A: Although the Alabaster ruling only 
applies to SMP, if your employee gets a 
backdated pay-rise which increases the 
amount of earnings already paid in the 
relevant period, you must: recalculate 
the employee’s average weekly earnings 
(AWE) and pay the extra SAP due. Also, 
if your employee wasn’t entitled to SAP 
you must still recalculate their AWE to 
check if they are now entitled to SAP and 
pay any SAP that may be due.

Q: The earlier year update (EYU) 
return used to report PAYE in real time 
was due to be replaced by use of the 
FPS for updates to 2019/20 onwards. 
Is this still the case?
A: HM Revenue and Customs (HMRC) 
are allowing employers to use either 
an EYU or a FPS for amendments to 
2019/20 tax year, but you will only 
be able to use one of these methods 
so you will not be able to mix them. 
HMRC decided to extend the pilot 
use of the use of the FPS so they are 
able to evaluate the summary of these 
amendments.

Q: Can you confirm whether there is 
no exception for childcare vouchers 
(CCVs) when ensuring a salary 
sacrifice arrangement does not take an 
employee below the NM/LW?
A: The rules are unchanged. A salary 
sacrifice arrangement – whether for 
CCVs, cycle to work, pensions or cars for 
example – that takes the employee’s pay 
below the national minimum/living wage 
rate would breach those rules.
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Q: We are to make a bonus payment to 
a director who left us earlier in the year. 
How are the class 1 NICs calculated on 
this payment?
A: If the earnings for the director are paid 
in the same tax year as their appointment 
ends, you would add these additional 
earnings to the total earnings already paid. 
Then work out the class 1 NICs on the total 
earnings using the director’s earnings period; 
this applies even if the director has become 
an employee of the company. Guidance 
can be found here: http://bit.ly/3cijIkQ.

Q: Electronic P45 forms are being sent 
to our new employees by their previous 
employer but I can’t find anything on 
the HMRC webpages to confirm these 
are acceptable. Please advise/confirm.
A: Yes, employers can accept electronic 
P45 forms. HMRC provided guidance in 
the Employer Bulletin published in June 
2016. A short article on page 17 explains 
that form P45 can be provided electronically 
but that the employer must ensure it 
contains the correct information. You can 
also develop your own version of the P45, 
for which HMRC approval is not required. 
Although HMRC approval is not needed, the 
substitute must contain specific information 
which matches the wording on HMRC’s 
current pre-printed stationery.

Q: A client is asking whether the NICs 
for one of their employees can be 
deferred or reduced if this employee 
has more than one job?
A: If the employee is earning £1,128 or 
more or £4,886 monthly over the two 
jobs, the employee can consider applying 
for deferment by completing form CA72A. 
If the application is approved HMRC will 
issue one of the employers with a different 
class 1 NICs category to operate J or Z. The 
employee will usually pay a reduced rate 
of 2% on one of the jobs instead of the 
standard 12%.

Q: From what date are the new rates 
for NM/LW to be applied, as we always 
find this confusing for both our weekly 
and monthly paid staff.
A: The NM/LW is calculated using an 
employee's pay reference period, which 
is usually the period of time for which an 
employee is actually paid. For example, if an 
employee is paid weekly the pay reference 
period is one week; if paid monthly it is 
one month. A pay reference period can’t be 

longer than 31 days. The new NM/LW rates 
have effect on 1 April 2020, and you should 
apply these rates to the pay reference 
periods beginning on or after this date. 
For example, if a weekly pay period runs 
30/3/2020 to 5/4/2020 for payment on 
10 April you would not apply the increase 
until the following pay reference pay period 
e.g. 6/4/2020 to 12/4/2020 paid on 17 
April. 

Similarly, if a monthly pay reference 
period is 1/4/2020 to 30/4/2020 you 
would apply the increase that month; but if 
the pay reference period is 15/3/2020 to 
14/4/2020 paid April 2020, the employer 
does not have to increase the rate until the 
May payday. 

Q: If an employer wishes to reimburse 
an employee for their subscription to 
a professional body or if the employee 
pays this subscription themselves and 
the payment is then reimbursed by 
the employer, are there any reporting 
requirements or deductions to be 
made?
A: The employer does not have to report 
anything to HMRC nor deduct tax and pay 
NICs if all the following apply:

 ●  the employer pays the organisation 
directly or reimburses the employee for 
the fee or subscription they paid

 ●  the organisation is on HMRC’s list of 
approved professional bodies (‘List 3’) 

 ●  the employer has an ‘exemption’ – 
which replaced dispensations – covering 
fees and subscriptions.

If the subscription is not in HMRC’s List 3, 
and the employer:

 ●  pays the organisation directly, the 
cost of the fee or subscription is to be 
notionally added to the employee’s 
earnings only for the purpose of 
calculating class 1NICs, and reported in 
the P11D return for tax purposes, or

 ●  reimburses the employee, the cost of 
the fee or subscription is to be added to 
the employee’s earnings for the purpose 
of calculating both PAYE income tax and 
class 1 NICs through the payroll.
Guidance can be found at this link: http://
bit.ly/2Fcibxv. n
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Annual subscription for CIPP 
membership
The annual subscription for membership 
of the CIPP is recognised by HMRC 
and shown in List 3 under 'Payroll 
professionals Chartered Institute of'.

cipp.org.uk
@CIPP_UK

*correct at time of publication

For more information or to book:

Visit: cipp.org.uk
Email education@cipp.org.uk 
Call: 0121 712 1023
Live chat with us

GET OFF TO 
A GREAT START

The Payroll Technician Certificate 
will equip you with the skills 
necessary for the timely and 

compliant administration of payroll 
in your organisation, and provide a 

grounding in areas such as statutory 
payments, court orders and 

student loans.

PAYROLL
TECHNICIAN 
CERTIFICATE

DELIVERED ONLINE
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https://www.cipp.org.uk/training-and-education/study/ptc.html


Which benefits of CIPP membership appealed to you the 
most? 
The Advisory Service is brilliant. The updates are brilliant. Having 
the information come to you and not having to search for it. The 
formal training and the recognition from your peers. You can give 
to your organisation: they know you know what you are doing 
and trust you. If you have CIPP membership and potentially 
the qualifications as well, your organisation can trust you as can 
prospective employees. 

Getting regular updates from the CIPP Advisory Service, via 
News Online and by attending the events, the special interest 
groups, have all been brilliant for me. It’s allowed me to go back 
to my organisations with things they may not have been aware of 
where the potential impact of non-compliance could cost a lot of 
money and reputational damage.

Tell us about a time when you or your department really 
felt the benefit of CIPP membership
A while ago I was working at a recruitment agency which took the 
decision to implement a salary sacrifice scheme and to 
make all its agency workers employees which meant 
that we had to implement holiday pay, sick pay and 
all of the other employee rights. At the time I was an 
expert in a very narrow field, and I needed the broader 
knowledge; the CIPP and the qualification gave me 
the knowledge to be able to implement those. But if I 
had doubts, I would contact the Advisory Service who 
got to know me by name by the end of the project – I 
feel they were part of the team. I got all the credit, but 
credit should also go to CIPP.

Tell us about the day you realised CIPP 
membership was of real value to you
It was when I was applying for jobs and increasingly 
noticing that CIPP (or qualified) membership was 
essential. So, I was pleased that early in my career I 
took the step to push myself forward because these 
were really good jobs that I wouldn’t have been able to 
do without the CIPP behind me.

For someone who is thinking about joining as a member, 
what would your advice be to them?
It’s like having an expanded team behind you. 

It’s not just membership and the benefits that it gives you, 
but also the training, the networking and the events that makes 
being part of the CIPP valuable. It really does give extra tools in 
your toolbox to deliver a better service. It puts your mind at ease 
if you’re unsure of anything. The networking opportunities means 
you can contact people within your network who are in similar 
positions for support and guidance.

Why is it important to you that you became a Chartered 
member of the CIPP? 
I have always had this drive to develop and improve 
professionally. Being a Chartered member has given me 
recognition, and my organisation more faith in me, that I am a 
professional. I wouldn’t have been able to that without the CIPP 
and Chartered membership.

Being payroll

If you would like to be part of the being payroll series, please 
email info@cipp.org.uk

MY CIPP

John Stonestreet ChCIPPdip, head of payroll and pensions, Essex Police and Kent 
Police, discusses the benefits of being part of the CIPP

BE ACCURATE.  BE THE UNSUNG HERO.  BE RELIABLE.  BE VERSATILE. BE PASSIONATE.  BE PAYROLL.
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ANNUAL CONFERENCE 
AND EXHIBITION 2020
14-15 October
Celtic Manor Resort, Wales

We are well underway with preparations for the 2020 Annual Conference 
taking place on 14–15 October at the prestigious Celtic Manor Resort, Wales. 
Have you booked your place yet?  

In light of this month’s theme ‘Adding value’, we would like to highlight just a 
few of the reasons attending the the CIPP’s Annual Conference and Exhibition 
will add value to your existing knowledge and continuous professional 
development. 

WHY SHOULD YOU ATTEND?
Educate yourself about the forthcoming changes to payroll and pensions 
legislation

Collaborate with like-minded individuals, hear from and ask questions of the industry 
experts

Speak to a wide range of organisations and exhibitors on how they can add value to your team or company 
through their unique services.

WORKSHOPS TO ADD VALUE TO YOUR WORK LIFE
Delivering ‘wow’ now: digital transformation without capital expenditure – how is that possible? 
Sharing examples of how you can achieve your digital goals, without lengthy and costly change projects.

The end of the paper payslip – and other things 
Other than cost and environmental savings, the shift from paper to electronic payslips has given few benefits. Payslips still generate 
more questions than answers and utilise valuable payroll resource. 

RPA and Payroll: Why automation alone is not enough 
Explore how payroll can really benefit from robotic process automation (RPA) and reap the rewards.

CELEBRATE WITH US
As well as the two-day conference, show your value to your clients by 
being shortlisted or winning an Annual Excellence Award. Winning one 
of our prestigious awards shows your commitment to excellence in the 
profession and recognises the true payroll and pension professionals. Just 
hear from one of our previous winners.

JUMP INTO
THE FUTURE
OF PAYROLL

WITH US

“WINNING THE NEWCOMER OF THE YEAR AWARD HAS GREATLY 
BOOSTED MY CONFIDENCE IN THE PAYROLL FIELD AND HAS 

INSPIRED ME TO ENGAGE IN COMPLEX ACTIVITIES. MY DAY TO DAY 
ROLE HAS CHANGED AS I SEE MYSELF AS A SENIOR MEMBER OF 
THE TEAM GAINING MORE KNOWLEDGE WHEREVER POSSIBLE.” 

Adam Ellison ACIPP, bureau administrator, Cintra HR & Payroll Services

E D U C A T E   C O L L A B O R A T E   C E L E B R A T E

CIPP’S ANNUAL CONFERENCE AND EXHIBITION
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HEADLINE SPONSOR

BENEFITS DELIVERED

CIPHR
A L L  A B O U T  P E O P L E

E D U C A T E  /  C O L L A B O R A T E  /  C E L E B R A T E

Book your place online at cipp.org.uk/ace or email events@cipp.org.uk
Accommodation sold out in 2019 so make sure that you book early to avoid disappointment.



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.

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

National forum webinar
26 June

Exclusive to CIPP members*, the national forum webinar is an 
excellent opportunity to hear from the policy team, as well as 
other key speakers, on developments in payroll, pension and 
reward legislation.

Join this online event and keep up to date on key changes to 
legislation. 

Book your place online at www.cipp.org.uk/events.

*applicable levels of membership only.

Payroll and HR 
legislation update

(50% off for members)

24 April Online

28 April Online

30 April Online

5 May Online

11 May Online

22 May Online

27 May Online

P11D, expenses and benefits

23 April Online

14 May Online

21 May Online

Off-payroll working and 
other employment status 
considerations

16 April Online

14 May Online

Holiday pay and leave
21 April Online

19 May Online

Payroll for non-payroll 
professionals

14 April Online

13 May Online

Channel Islands and Isle of 
Man payroll regulationa

20 May Online

Thank you to all our national forum sponsors

The CIPP National Payroll Week conference is the only payroll 
conference in Scotland.

This invaluable event will provide you with the latest legislative 
changes and also the perfect opportunity to meet exhibitors to 
see what they can offer you as well as network with like-minded 
professionals.

With six workshops and four plenary sessions providing an update 
on a range of topics delivered by industry-expert speakers, this event 
really is unmissable. Then after an information filled day, join us on the 
night at the National Payroll Week drinks reception.

To view the programme and book your place please visit 
www.cipp.org.uk/events or email us at events@cipp.org.uk.

To enable payroll professions to continue with their learning and development, all upcoming CIPP training courses will now be delivered 
via online virtual classroom using Adobe Connect. Contact us for more information or visit www.cipp.org.uk/training to see all 
available courses. 

10 SEPTEMBER  |   SCOTLAND

2020NATIONAL PA
YR

O
LL W

EEK

Please note: these dates are subject to change and other dates and locations are 
available. Please visit www.cipp.org.uk/payroll-training-listing.

Course Date* Location Course Date* Location

Spaces also available on our other national forum dates; 5 
May, 13 May, 19 May, 11 June, 24 June; which will all now 
be held online.

National Payroll Week 
Conference and 
Exhibition 2020
10 September 2020  |  Grand Central Hotel, Glasgow

|  Professional in Payroll, Pensions and Reward  | April 2020  |  Issue 5912



To appear on this page 
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Movers
Shakers

MAZARS APPOINTS KATIE SHARPE
INTERNATIONAL ACCOUNTING and advisory firm Mazars has appointed Katie Sharpe ACIPPdip, as national 
delivery manager for its UK payroll business. As a CIPP board director, regular public speaker, and outspoken 
advocate for the industry, Katie is a well-known and highly respected member of the payroll sector. 

With her career experience of contributing to the payroll functions of large and smaller family run-
companies, both in-house and outsourced, Katie will be responsible for managing client service and delivery 
across the UK, with a team based across Liverpool, Glasgow, Milton Keynes, Birmingham and London. Mazars’ 
payroll team registered a twentieth consecutive year of revenue and profitability growth in 2019, with average 
organic revenue growth of 15% per annum since 2018. The growing team, numbering approximately 55 
professionals over five locations, works with businesses of all sizes across the UK. 

Matt Stark, partner at Mazars, said: “I am delighted to have Katie joining our business. Working with our high-quality managers and teams 
she will ensure that our focus remains on delivering the highest standards as we continue to grow the business.”

HELEN HARGREAVES MSC ChFCIPPdip LEAVES CIPP
HELEN, WHO has been CIPP associate director of policy for four years, has sadly decided to focus on a better 
work-life balance. Helen, whose last day with the CIPP was 31 March 2020, had been a fundamental figure within 
the CIPP since joining the Institute from HMRC. She has represented CIPP members at government consultation 
forums, through speaking at various CIPP and industry events and by writing articles for Professional magazine, as 
well as other industry press.

Ken Pullar FCIPP, CIPP chief executive officer, said: “Helen will be missed within the policy team, which is 
stronger as a result of her leadership over the past four years. Helen has been a valuable member of the team and 
strengthened our relationships within government consultation forums during her time with the CIPP.”

PAYROLL VETERAN JOHN SPOONER RETIRES

JOHN, WHO joined Moorepay in 2008, is retiring in April 
following an impressive fifty years in the industry. 

Working in both the public and private sector with the last 
twenty years in outsourcing, John’s roles have included payroll 
manager, operations team manager and best practice consultant. 
As Moorepay’s product analyst he had responsibility for ensuring 

both products and people are up to date with the latest payroll legislation. 
John authored Moorepay’s bi-monthly payroll legislation guide, distributed to 

60,000 businesses, updating customers and the wider payroll community on legislative 
changes that businesses need to be aware of to ensure they remain compliant. In 
addition, John hosted regular webinars on the latest legislation and trending topics. 

John commented: “I have thoroughly enjoyed my career in payroll and would like to 
thank the CIPP community for their ongoing guidance and support over the years. 

 “Over the last fifty years it has been fascinating to be part of the journey payroll has 
taken. What was considered an administrative ‘back office’ task is now a respected and 
highly regarded industry. 

“Working for Moorepay and guiding our customers on the complex payroll world we 
all work in has been a privilege.  

“I will miss being part of the payroll community and the Moorepay family but look 
forward to the opportunities that retirement will bring.”

AMARVISHNU 
RAMAMOORTHY JOINS 
THE AICPA
AMARVISHNU HAS commenced the 
role of senior UK payroll consultant with 
the Association of International Certified 
Professional Accountants (AICPA) in London, 
helping the global business services payroll 
team in charge of the UK payroll. His role is 
reviewing HR policies, educating the team in 
Malaysia of the UK legislation, implementing 
new processes, reviewing and approving the 
monthly payroll.

ROUND-UP OF OTHER RECENT CHANGES

 ● Jeanette Hibbert MSc has started a new position as head of customer payroll at Legal & General.
 ● Brian Sparling ChMCIPPdip has been appointed to the post of senior manager, Global Managed Payroll, at Ceridian Europe.
 ● Ben Hancock MSc FCIPPdip has joined Accenture as UKI payroll manager.

|  Professional in Payroll, Pensions and Reward  |  Issue 59 | April 2020 13



Can you give us a brief 
background into your life?
Originally from Dubai I moved to the UK 
aged thirteen. I currently live with my mum 
and two siblings (younger brother and 
sister), although I have recently bought a 
flat with my fiancé and got a new puppy, 
Ace. 

I am very passionate about making a 
difference. Throughout my school years 
and A-levels, I used to volunteer and raise 
money for a women’s charity centre that 
provide support to women and children 
who were survivors of domestic violence. 
I regularly donate blood and bone marrow 
to help those in need who are fighting 
leukaemia. 

Can you give us an insight into 
your career and qualifications 
background?
My initial thoughts, whilst studying 
A-levels, was that I would like to go on 
to university to study law, but working 
part-time during my studies inspired me to 
look at alternative ways of continuing my 
education. I have always enjoyed working 
alongside people and helping others and 
have always had in interest numbers. 

After researching different professions, 
I decided a career in payroll would be a 
great fit and an apprenticeship at Cintra 
HR & Payroll Services gave me the best of 
all worlds: continuing my education whilst 
working with a great team and a variety 
of clients. This apprenticeship affirmed 
that payroll was the right choice for me, 
and I can honestly say that this has been 
one of the best decisions I’ve made! I was 

absolutely delighted that, after finishing my 
apprenticeship, I was given the opportunity 
to continue my studies on the CIPP 
Foundation Degree course. 

Why did you choose to study the 
Foundation Degree?
It appealed to me as it gives the knowledge 
to develop in my chosen profession. CIPP 
qualifications are very desirable and a great 
way to demonstrate knowledge of and 
commitment to payroll. Cintra insists on 
all bureau staff being CIPP qualified and 
have been really supportive in my desire 
to continue my payroll studies. Many of my 
colleagues have studied with the CIPP too 
and are always there for that extra bit of 
support, help and advice.

How important is this degree in 
relation to your career?
To me, this degree is an essential part of 
progressing my career in payroll. It has 
given me a better understanding of all 
different aspects of payroll, which has 
enhanced the contribution I can make to 
my team and to the service we offer our 
clients. I feel so much more confident and 
know that I can make a really valuable 
and valued contribution. It’s also great 
to be able to network with other payroll 
professionals.

How did you cope with the work-
life balance and your study?
I’m not going to lie…it is very difficult. It’s 
hard to work full-time and find the time to 
study too. I have very supportive friends 
and family who helped to organise my time 

better. It takes time to adjust routines, but 
after a few weeks I’d adapted to make sure 
that I had the time to study. The old saying 
‘no pain, no gain’ is very true. It’s hard to 
be motivated to study at times, especially 
when you’re hitting a busy period at work, 
and you have to find a balance. 

It’s really rewarding though and the 
more I progress, the more confidence I 
have day to day.

My team are really supportive too and 
encourage me when my motivation dips. I 
always turn to them if I need to talk things 
through and it really helps to have such a 
great sounding-board.

Did the fact that the CIPP is 
Chartered or recognised within 
the industry influence your 
decision to enrol with the CIPP? 
And were there any particular 
modules which were of interest 
prior to enrolling?
The fact that the CIPP is such a well-
respected industry body was definitely an 
influencing factor. The CIPP is the standard 
that Cintra upholds: as an organisation, we 
have worked closely with the CIPP across 
a range of initiatives, so I know that they 
offer so much more than excellent courses. 
It’s really the qualification to have and this 
has definitely been born out by the quality 
of the course – it’s well-structured and the 
tutors and support are first rate.

For someone who is thinking 
about studying for a CIPP 
qualification, what would your 
advice be to them?
Absolute no brainer – ‘go for it’. You need 
to be very organised and able to manage 
your time effectively, but the CIPP tutors 
are great. They’re really helpful and there 
is a lot of support and great resources 
available to help you get the best out of 
your chosen course. It’s hard but very 
rewarding and worthwhile. n

Diary of a student…

Nimra Ajmal ACIPP
Bureau administrator,
Cintra HR & Payroll Services

Personal development
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As payrollers, traditionally when 
we do our job no one notices 
us. Being paid accurately and on 

time is a reasonable expectation from 
employees, so it tends to be the case 
that when we hear from colleagues, it’s 
when there is a problem with their payslip. 
When was the last time someone got in 
touch to thank you for processing their pay 
accurately?

However, as businesses plan for 
growth, our partners from within the wider 
organisation fall under increasing pressure 
to extract value from people, processes 
or technology. Payroll, with access to the 
people data which often constitutes the 
highest expenditure within the business, 
can identify insights into optimised work 
force planning, productivity and financial 
forecasting.

So, here are some examples of where 
we think payroll can be much more than a 
functional process.
 •   •  HR insight – Now more than ever, 
human resources (HR) executives are 
responsible for understanding how efficient 
and effective their teams are at recruiting 
and retaining the best talent, and where 
they can help unlock business value.

Utilising technology to capture, monitor 
and analyse payroll data will enable the 
HR team to benchmark key performance 
indicators against both the company’s 
past performance and against peers, and 
understand how those key performance 
indicators have been trending over time to 
help them make better business decisions.

The payroll data can quantify the 
value that can be created by incremental 
improvements and recommend where 
organisations can focus to maximise value 
creation.
••  Improved financial visibility – A global 

system of record with a real-time view 
of payroll data, can be game-changing – 
both from a control and financial savings 
perspective. Consolidating payroll data 
and processes can make organisations, 
particularly geographically disparate

operations, standardised and more efficient 
businesses.

Increased visibility also allows leaders to 
make data-driven, strategic decisions about 
people. For example, accurate forecasting 
five years into the future can shift how 
we approach headcount management 
from an individual basis to managing 
full-time equivalents, which helps with 
benchmarking and scenario planning.
••  Better employee engagement – An 

overheating employment market fuelled 
by record low unemployment rates and 
a high number of unfilled vacancies then 
means that it’s increasingly important to 
ensure that your top talent are happy and 
engaged.

For your people, how, when and how 
much they are paid is one of the most 
important reasons they come to work. 
Payroll can play a critical part in ensuring 
your colleagues remain informed and 
engaged. 

By giving your people access to their 
own payroll record will let them check how 
much they’ve earned in the pay period so 
far, how much they can expect to be paid, 
and enable them to update banking and 
tax information on demand.

If this information can be delivered on 
their personal devices, it makes it so much 
more accessible and encourages ongoing 
engagement with the payroll team.
 • •  Optimise workforce planning – 
Employee salary tends to be one of 
the largest outgoing spends for most 
companies and organisations. So, to have 
information which can help extract as much 
productivity out of that spend can have a 
significant impact on the bottom line.

In workplace environments with complex 
shift patterns, such as manufacturing and 
retail, workforce management software 
helps to ensure managers stick to 
company budget guidelines.

Warnings can be set up to flag labour 
costs, such as overtime, that are outside 
the budget and need to be resolved before 
pay can be finalised. Managers can then 
make changes to shifts to make sure 
everything is on target.
 • •  Compliancy assured – Tax filing can 
be a challenge when trying to keep up 
with ever-changing legislation, working 
time directives and complex employee 
situations. It’s little wonder that remaining 
compliant was one of the post ‘popular’ 
issues that leaders identified as keeping 
them awake at night in a recent Ceridian 
survey.

There are many components to manage 
including employee records, compensation, 
wages, bonuses and deductions. Taxes 
and benefits need to be properly deducted 
and paid, wages must meet minimum 
requirements, and retirement funds must 
be placed into the proper accounts. All 
these steps need to occur within the 
complicated framework of government tax 
and regulatory requirements.

With a watertight process supported 
by a robust system, the payroll team are 
able to not only manage compliance, but 
demonstrate it to leadership, internal or 
external auditors at the few clicks of a 
button n

...allows leaders 
to make data-

driven, strategic 
decisions about 

people ...

Brian Sparling ChMCIPPdip, senior manager, Global Managed Payroll, 
Ceridian Europe, explains that to add value unlock payroll data

More than a process

Feature topic - Adding value

Payroll shouldn’t be about the 
process
It’s about the value that it can add to 
the organisation. This doesn’t always 
need to be measured in currency either. 
Employees, legal and HR teams can all 
benefit from the information and insight 
that better analysis and management of 
payroll data can extract.

And it might mean that your team 
will receive one or two more thank-you 
notes in future.
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PERSONAL DEVELOPMENT

I joined the payroll profession in October 
1988 pretty much the way that 
everyone did back then – by accident. I 

had been appointed as an executive officer 
for the Medical Research Council (MRC). 
In this first grade of management you were 
expected to be a generalist and able to 
perform any administrative task asked of 
you. 

On arrival I was informed that I had 
been assigned the payroll department 
because “you have used a computer”. 
The fact that my computer experience 
consisted of a three-month stint running 
a computerised bread ordering project in 
a supermarket – which mainly involved 
ploughing through page after page of 

computer printouts ticking delivered loaves 
of bread off against the records – was 
irrelevant. In the eyes of my employer 
I was qualified to run a computerised 
payroll! 

I was working in the head office of the 
UK’s premier publicly-funded medical 
research organisation – a centre housing 
several hundred employees – in which 
there were only six ‘computers’ in the 
entire building: four in payroll and two in 
pensions. In reality these ‘computers’ were 
dumb terminals shared across the team of 
sixteen – you didn’t get one each. 

Their purpose was for the input of data, 
which was all prepared manually, and 
then transmitted by very slow telephone 

line access. The next day the output 
arrived, and all the manual data had to be 
ticked back against pages of that green-
lined concertina paper – which younger 
members of the profession probably 
only saw at nursery for drawing their first 
masterpieces of art. A sure sign that one of 
the parents worked in a payroll office with 
ready access to supplies of said paper.

My first two mentors, Frances and Pat, 
had started their careers in payroll at the 
end of world war two, at the tender age 
of fifteen, and were still decidedly ‘old 
school’. Everything was required to be 
written in long-hand and triplicate copies 
kept. Nothing was ever thrown away, to the 
extent that we had a filing cabinet storing 
old Letts office desk calendars going back 
to 1952. Without the internet you couldn’t 
just pop online and discover a calendar 
from a previous year, and in those days 
– particularly with regard to requests for 
back-dated pensions earnings enquiries – 
we used those old calendars rather more 
often than you might have thought. I only 
dared throw them out after both Frances 
and Pat had retired.

Whilst we had – at the time – a state 
of the art UNIPAY payroll system there 
were many tasks it did not perform and 

A lot has changed in the payroll profession during the last forty years. 
Tim Kelsey FCIPP AIPA, CIPP trainer, fondly remembers

...written in 
long-haired and 
triplicate copies 

kept...

When we    
   were young 
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one of them was off-cycle payments. Any 
late starters or leavers required a manual 
payment to be calculated, and that meant 
getting the income tax and National 
Insurance contributions (NICs) tables out. 
Not only that, your calculation had to be 
recorded long-hand and in a style that was 
legible to all. I must admit I introduced 
the first written tests of payroll knowledge 
to our hiring process, partly to check 
knowledge and ability to perform that all 
important manual calculation, but also to 
check the candidates’ handwriting skills.

Without the internet to answer all 
those questions we now solve regularly 
in seconds, researching queries was 
somewhat more time-consuming and 
frustrating. We maintained an up-to-date 
library of all the Inland Revenue (as HM 
Revenue & Customs was then known) 
publications, but for more detailed queries 
we often had to be able to refer to actual 
legislation which you had to order from 
Her Majesty’s Stationary Office (HMSO). 
It was one of my tasks to read the new 
HMSO publications list every Monday 
morning to see if we needed to order 
anything.

Communication between departments 
and business locations was by letter and 
written memo. All letters had to be typed 
by the department typist and it routinely 
took two days to get your typing back. 
Instructions to make a payment to an 
employee often came by handwritten 
memo, which needed to be coded with 
the relevant UNIPAY data code, and typed 
into a series of ‘green screen’ data entry 
screens to update the payroll system. I’m 
sure those who have used UNIPAY can still 
remember many of the codes that had to 
be entered.

I joined the British Payroll Managers 
Association (BPMA) in 1991. Logically, as 
I worked for a public sector organisation, I 
should have joined APSA (Association of 
Payroll and Superannuation Administrators) 
but the more commercial operation of 
the BPMA appealed to me. The quarterly 
meetings held in the Solihull area were a 
revelation. Here was a group of over one 
hundred payroll managers all talking my 
language. 

I will always be very grateful to the MRC 
for giving me the opportunity to progress 
and develop my career through my BPMA 

membership which they supported and 
encouraged. Although it must have been 
tough for my head of department to 
maintain that enthusiasm, as every time I 
came back from one of those meetings it 
was with news about some infringement 
of the tax and NICs rules, which invariably 
cost MRC money.

It also whetted my appetite for 
professional development and 
improvement, and I was an enthusiastic 
attendee at any training event that I could 
get my employer to support. When the 
BPMA created its first qualification I signed 
up, and in September 1992 I obtained 
the Certificate of Payroll Proficiency after 
a two-day course/examination held in 
Bristol. From these modest beginnings it 
is great to see the depth of qualifications 
that the Institute has come to offer. Today’s 
students are certainly tested and put in far 
more work than we would have thought 
possible. 

Our office paid around 7,500 
employees, MRC studentship holders and 
pensioners. As well as two monthly and 
one quarterly payroll, we still had a weekly 
payroll. This payroll had the most exotic 
of pay methods: as well as BACS transfer, 
there were Bank of England cheque 
payments, Giro cheques and good old 
cash. Giro cheques were an interesting 
feature: they were uncrossed cheques, 
and the usual method of encashing them 
was for the recipient to take them to a 
post office counter (which had to be 
named on the cheque) where they would 
be exchanged for cash. The cheques 
themselves were a work of art – they had 
a wonderfully detailed portrait of Alfred the 
Great on them. Each had to be manually 
typed up from a pay-list by the typist. The 
cheques had a maximum face value of 
£250 which in those days was more than 
enough to cover a weekly employee’s 
net pay. Occasionally we would have to 
use them to pay a recently arrived new 
foreign employee who had yet to open a 
UK bank account – sending ten of these 
cheques out to the same named person 
often prompted a telephone enquiry from 
the Post Office asking if we had meant to 
do that. I’m not sure the Post Office, or 
indeed any bank would deliver that level of 
customer service today.

Perhaps the strangest thing about 

that weekly payroll was how we ended 
up processing it. It was closed to new 
entrants and numbers were dwindling as 
the old die-hards retired, and the younger 
members were tempted by small one-off 
cash sums to move to monthly pay. But 
we had a stubborn handful of about twenty 
employees who refused to move over. 
Costs were mounting, as the computing 
processing costs had a fixed element to 
them. The answer was to convert it back to 
the Safeguard One-Write manual system. 

These systems – some will remember 
the similar Kalamazoo system – involved 
using individual payslips attached to a 
backing sheet in batches of eight payslips. 
Each employee had a pay card, and the 
card was slipped between the payslip and 
the backing sheet. The calculation was then 
written out manually down the payslip, 
which carbonised onto the employee’s 
pay card and the backing sheet making 
two copies. A genius system and one I still 
use today for my wife’s payroll, adding the 
pay figures to HMRC’s PAYE Basic Tools for 
transmission to HMRC. But I understand 
from Safeguard I am one of the very few 
clients they have left using this system. n

The way we were

...the answer was to convert it back 
to the Safeguard One-Write manual 

system...
 
Here’s a list of some essential items in 
a 1980s payroll office which you are 
unlikely to see today:

 ● carbon(ised) paper in various sizes 
– for making duplicates of all those 
handwritten memos

 ● a wooden ruler in inches – used 
mainly to read off the correct entries on 
the tax and NICs tables

 ● an ashtray – even MRC, my 
employer, which had funded the 
research that first discovered smoking 
causes cancer, allowed smoking in all 
its offices until the mid-1990s(!) 

 ● internal mail envelopes for sending 
all those memos around the building – 
each had about fifty small boxes printed 
on them for writing the next recipient’s 
details 

 ● rubber stamps and ink pads – for 
stamping the compliments slips sent 
with final salary cheque payments and 
which indicated the contents of the 
final salary envelope.

I still have a pack of that carbon 
paper, proudly bearing the HMSO 
crown logo. I know it will come in 
handy one day.

ESSENTIAL ITEMS



P ayroll is a vital part of the human 
resources (HR) infrastructure, 
but HR is changing, and payroll 

needs to make sure it is developing and 
progressing at the same rate. 

At PayFit, we work with a lot of fast-
growing technology businesses, such 
as Revolut, Happn and Flux. Due to the 
speed of growth and openness to change 
of these companies, they are often at 
the vanguard of forward-thinking working 
habits, and offer a window into what the 
future of work could look like. We pride 
ourselves, too, in having a progressive and 
inclusive HR function. 

HR departments have become ‘people 
teams’, and there is far more focus and 
attention paid to creating and nurturing an 
inclusive and effective company culture, 
developing the team, and ensuring that the 
whole is greater than the sum of its parts. 

This is not a revelatory observation, but 
given forward-thinking and culture-minded 
HR departments are the way of the future, 
why is payroll still in the doldrums?

According to research we collected last 
year at PayFit, incredibly important data 
such as sick days and holiday pay are still 
collected and calculated using pen-and-
paper by around half of companies in 
Europe. This is time-consuming for the 
payroll and HR teams, and frustrating for 
everyone when human error inevitably 
creeps into this antiquated process. 

Creating this amount of agitation hardly 
fits into the modern era of HR, which is 
all about the enablement of better teams. 
Instead of taking up more time, and 

creating more heartache, payroll should be 
about taking away painful processes, and 
leaving more time for meaningful team-
development activity.

Notwithstanding, payroll cannot be 
rushed or fudged, especially when it 
comes to compliance for example. 
Payrollers need to be aware of the 
legislation corresponding to the mandatory 
checks made on earnings and age for 
auto-enrolment, national minimum wage 
and National Insurance contributions 
(NICs). Of course, when legislation 
changes are afoot, this can spell trouble, as 
the changes can be quite easily overlooked 
accidentally. As a result, non-adherence 
can leave both employees and employers 
overpaying or underpaying NICs. This will 
create more agitation and, again, mean 
payroll creates more problems than it 
solves. 

We keep this at the forefront of our 
minds at PayFit when we are developing 
products for the payroll industry. For 
example, we keep everything simple, 
and ensure that compliance is built in – 
employees are assessed automatically 
every month; NICs category changes are 
automatic, and warnings and notifications 
appear for auto-enrolment eligibility and 
national minimum wage.

But payroll is certainly not a one-size 
fits all industry. Different companies, 
different industries, and certainly different 
geographies need their payroll function 
to operate differently, and to incorporate 
different rules. Key components of the 
payroll process need to be flexible, rather 

than set in stone, such as reports, pay and 
deduction elements, benefits, and so on. 
At PayFit, we are keen to add value, while 
ensuring compliance, and that’s why we 
developed our own coding language to be 
as flexible as possible. Companies need a 
robust solution that can be tailored to their 
bespoke needs. Thanks to JetLang, our 
in-house language, our team of engineers 
is able to code new features or adapt 
calculations. 

Another point to be made about 
legislation changes is that we seek to 
educate our users on any key changes 
in the industry. In our home nation of 
France, we launched the PayFit academy, 
which will launch in the UK and other 
markets. We also deposit helpful 
information throughout the platform at 
useful moments, to help educate and 
assist users. 

But it needs to be remembered that 
payroll is not an island, and needs to 
dovetail seamlessly with HR and finance 
teams. A complicating factor here is 
that HR, finance and payroll often have 
different reporting requirements, and it’s 
often difficult to gather all the correct 
information. By building the solution with 
this in mind, we have focused on adding 
value to all stakeholders – very much 
including HR and finance. 

By simplifying the process and 
requirements for all three departments, 
organisations can save a huge amount of 
time, which they can devote to improve 
the organisation as a whole. Payroll, 
then, becomes a key factor in driving 
positive change and growth across 
organisations, much like the forward-
thinking people teams that we work with 
every day.

...add value, while ensuring 
compliance...

HR is changing, and to add real value payroll needs to change too, argues 
Farzana Sayeed, payroll expert at PayFit

Personal development

How to add value
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Accredited and delivered by the 
University of Lincoln, this level 
six qualification serves as a 

top-up for those who have graduated 
from the CIPP’s Foundation Degree 
in Payroll Management or in Pensions 
Administration and Management to a full 
Batchelor degree, which is recognised 
worldwide. Applications are also welcome 
from graduates of the proceeding 
Diploma in Payroll Management as 
well as those with significant working 
experience at senior positions in 
the payroll, pensions and/or reward 
disciplines, or a similar profession.

This well-respected qualification is 
designed for those who have the drive and 
determination to maximise their potential 
and have the ambition to progress to 
and thrive in senior managerial positions 
within their respective industries. 
The degree programme is structured 
to facilitate direct transferability of 
knowledge and skills learnt to the 
rapidly changing 21st century workplace, 
enabling student and employer alike to 
readily observe the tangible benefits from 
undertaking the course.

During the eighteen-month 
programme, students explore a broad 
wealth of subjects pertinent to the 
industries that the CIPP represents; 

such as project management, financial 
management, digital communication 
techniques, and the leadership and 
management principles requisite for 
assuming senior leadership roles within 
organisations. Furthermore, students 
develop and enhance critical analytical 
thinking and a mentality that strives to 
identify and implement improvements to 
workplace practices.

Students will embark on the following 
six modules:

 ● Critical enquiry skills
 ● Integrating leadership and 

management experience
 ● Digital communications in a business 

environment
 ● Finance for the non-finance manager
 ● Managing projects
 ● Independent research project.
The CIPP has chosen to partner with 

the University of Lincoln because of 
their innovative teaching methodologies 
and willingness to embrace flexibility 
with their students’ study preferences. 

Thus, students have the freedom to 
choose between a wholly distance 
learning approach or adopt blended 
learning which combines distance 
learning with formal workshops delivered 
at the University of Lincoln’s campus. 
This enables students to successfully 
complete the programme regardless of 
where they live and work.

Alongside winning the highest-possible 
Gold Standard in the Teaching Excellence 
Framework, the University of Lincoln 
consistently demonstrates itself to be a 
worthy choice to help you further your 
career ambitions through attaining a top 
twenty spot in the Guardian University 
Guide 2020. This high standing matches 
the CIPP’s core values and quality 
objectives in relation to delivery of 
professional education to the payroll, 
pensions and reward professions.

To enable prospective students 
to embark on their studies at a time 
which best suits their needs, the CIPP 
and the University offers three intakes 
per year: March, May and September. 
The deadlines for applications for the 
remainder of this year are:

 ● 27 April 2020 (for the May intake)
 ● 21 September 2020 (for the 

September intake).

The CIPP are delighted to announce the launch of the new BA (Hons) Business Management, 
designed to enhance the developmental opportunities for those in the payroll, pensions and 
reward professions

Personal development
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CIPP launch new 
BA (Hons) Business 
Management top-up 
degree

To find out more about the CIPP BA 
(Hons) Business Management, please 
visit www.cipp.org.uk/study/ba or 
contact the CIPP on 0121 712 1023.

...designed for those who have the 
drive and determination to maximise 
their potential and have the ambition 

to progress to and thrive in senior 
managerial positions



NM/LW enforcement for 2018/19
A REPORT published by the Department for Business, Energy and Industrial Strategy 
(http://bit.ly/39CH1UE) provides an overview of national minimum / living wage 
(NM/LW) enforcement activity during financial year 2018/19. During this record-
breaking year HMRC identified the largest amount of arrears – £24,400,000 –  for 
the highest number of workers – 220,000 – in any single year. A record number of 
penalties – 1,000 – were issued totalling just over £17,000,000.  .

One of the most important sources of information on non-compliance is the 
Annual Survey of Hours and Earnings (ASHE), which is used to estimate the 
number of employee jobs paid below the applicable NM/LW rate. Using ASHE, 
an estimated 424,000 jobs were paid below the applicable minimum wage rate, 
equivalent to 1.5% of all jobs held by employees, which is a decrease of 17,000 
from the previous ASHE-based estimates where 1.6% of all jobs held by employees 
were paid below the minimum. The report, however, notes that there are reasons 
why this may not be a fully accurate estimate of non-compliance in the wider 
economy and says that work continues to improve estimates.

Last day for submitting a real time information employer payment 
summary to apply to tax month 12

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

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

Last day of tax month 1 5 May

First day of tax month 2 6 May

Diary dates

Payroll 
news

And briefly…
 ● Official rate of interest – With effect 6 April 2020, the official rate of interest to be 

used to calculate the taxable benefit of a loan provided by reason of the employment 
reduces to 2.25% (from 2.50%). The rates used for such loans made in relations to 
Japan or Switzerland are not affected. 

 ● COVID-19  – Information about the government’s support for public services, 
businesses and people can be found here: http://bit.ly/2TT3qrL. This outlines the 
changes to statutory sick pay, including the announcement that SSP will be payable from 
day one. 
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Advisory fuel rates
THE ADVISORY fuel rates changed 
with effect 1 March 2020 and apply, 
until further notice, to all journeys 
made on or after this date.

For one month from the date of 
change, employers could choose to 
use either the previous or revised 
rates. Employers may therefore make 
or require supplementary payments 
if they so wish but are under no 
obligation to do either.

HM Revenue & Customs (HMRC) will accept that if the employer pays up to 4 pence 
per mile when reimbursing their employees for business travel in a fully electric company 
car there is no taxable profit and no class 1 National Insurance contributions (NICs) to 
pay. The advisory electricity rate will be published alongside advisory fuel rates and kept 
under review.

Engine size Petrol Diesel LPG

Up to 1400cc 12p
9p

8p

1401cc to 
1600cc

14p 10p

1601cc to 
2000cc

11p

Over 2000cc 20p 13p 14p
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F ollowing various consultations 
which all concluded during 2019, 
HM Revenue & Customs (HMRC) 

and the Department for Business, Energy 
and Industrial Strategy (BEIS) have 
recently published their new national 
minimum wage (NMW) enforcement 
policy, dated February 2020. This policy 
makes for very interesting reading and we 
have pulled together a summary of the 
relevant points.

 ● Penalties – The new policy provides 
a summary of the NMW penalty regime. 
The penalties typically charged in a NMW 
review will be 200% of the underpaid 
salary and the penalty will range from a 
minimum £100 to a maximum charge 
of £20,000 per worker. The penalty 
is reduced to 50% if all the unpaid 
wages and 50% of the penalty are 
paid within fourteen days of a notice of 
underpayment issued by HMRC. 

The policy confirms that penalties will not 
be charged where all of the following apply:

 ❍ all of the underpayment relates 
to: a reduction of pay due to a salary 
sacrifice scheme; a deduction made 
from the worker’s pay as a purchase of 
goods/services; a deduction in respect 
of a savings scheme (remember the 
‘Iceland’ case)

 ❍ no part of the underpayment is 
in respect of deductions made in 
respect of living accommodation or 
expenditure in connection with the 
employment

 ❍ the worker has consented to the 
reduction/deduction

 ❍ the worker has received the 
relevant goods/services, the benefits 
of the salary sacrifice or the repayment 
of the savings scheme 

 ❍ the employer has not been 
convicted of a previous NMW offence. 
As an example, there will 

be no penalties where a NMW 
underpayment arises due to a mistake 
in the implementation of a typical salary 
sacrifice scheme – but remember that 
any underpayments of NMW must still be 
corrected. 

 ● NMW prosecution – HMRC has the 
power to instigate criminal proceedings 
when appropriate to bolster their overall 
enforcement strategy. The Crown 
Prosecution Service will consider the 
following factors when deciding to 
prosecute cases:

 ❍ there has been a long period of 
failure; HMRC’s guidance refers to a 
‘cynical exploitation of workers’

 ❍ the offences affect workers 
belonging to vulnerable groups, e.g. 
physically/mentally disabled

 ❍ there are breaches under the 
Modern Slavery Act, etc.
Additional factors that would indicate 

that prosecution is the appropriate course 
of action:

 ❍ there have been more than five 
workers who have been underpaid

 ❍ there has been a previous failure to 
pay the NMW

 ❍ the employer has failed to 
preserve wage records (minimum of 
three years from the start of the pay 
reference period)

 ❍ the employer produces false 
information

 ❍ the employer delays or obstructs a 
compliance officer.

 ● Naming and shaming scheme 
returns – As was widely publicised last 
year, the naming and shaming scheme 
was suspended while the government 
reviewed the scheme. HMRC has now 
advised that this will now recommence 
with effect from April 2020, with the 
following changes:

 ❍ the arrears threshold increases 
from over £100 to over £500 of total 
arrears

 ❍ more details provided about the 
reported breaches

 ❍ an educational bulletin will be 
published quarterly to highlight 
common breaches

 ❍ naming and shaming will be done 
on a more frequent basis.
We feel that these improvements 

should benefit both employers and 
HMRC, if the naming and shaming 

scheme is used to target those 
breaches that are considered deliberate, 
rather than accidental.

 ● Salaried hours workers – Subject to 
Parliamentary approval, a further change 
was announced in February 2020 which 
widens the range of pay arrangements 
available to businesses employing 
salaried hours workers. This extends 
the range of payment cycles from 
monthly to fortnightly and four-weekly 
and allows employers to choose the 
‘calculation year’ for their workers. (The 
calculation year is the reference point to 
identify the day in any calculation year 
upon which basic hours are exceeded.) 
This will mean that businesses will 
be less likely to be caught out by the 
NMW legislation due to differences in 
employee’s hours from one month to 
the next. n

Tim Bridgett, employment taxes senior manager at PSTAX, considers recent updates 
regarding NMW enforcement and entitlement 

Payroll
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Minimum wage 
update

The Mencap case 
Although the Supreme Court hearing 
regarding payments for ‘sleep-in’ shifts 
has taken place, the ruling is unlikely 
to be available for several months. 
However, the three sessions of the 
hearing are available online and they 
make interesting viewing. 

Early comments would seem 
to support the original decision, 
as contained in HMRC’s updated 
guidance from April 2019. 

One of the hearing’s three 
judges, Lord Justice Underhill, said: 
“sleepers-in…are to be characterised 
for the purposes of the regulations 
as available for work…rather than 
actually working…”.

Penalties
In 2018/19, HMRC identified 
£24,400,000 in arrears, for over 
220,000 workers and raised over 
£17,000,000 in penalties for non-
compliance. Clearly, the NMW is a 
very complex area and professional 
advice should be sought where there 
is any doubt. 
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C hancellor of the Exchequer, Rishi 
Sunak, delivered a Budget speech 
that was wide-ranging and with 

measures intended both to honour some 
general election manifesto commitments 
yet also address social and economic 
issues already requiring attention or arising 
because of the COVID-19 pandemic. 
Further information can be found in the 
CIPP’s Budget 2020 Summary (http://bit.
ly/38TeGsp).

 
Income tax for 2020/21
Income tax allowances across the UK are 
as follows:

 ● personal allowance – unchanged at 
£12,500

 ● marriage allowance – unchanged 
at £1,250 (i.e. 10% of the personal 
allowance)

 ● married couple’s allowance – 
increases to £9,075, with a minimum of 
£3,510

 ● blind person’s allowance – increases 
to £2,500.

For taxpayers in England, Wales and 
Northern Ireland there are no changes 
to the rates or bands of income tax 
for 2020/21. The Welsh government 
announced that it would not vary the 
Welsh rate of income tax. For Scottish 

taxpayers, however, the rates and bands 
have changed; see table.

Company cars, vans and fuel
From 6 April 2020, the following have 
effect:

 ● car fuel benefit charge – the standard 
amount increases to £24,500 (from 
£24,100)

 ● van fuel benefit charge – the standard 
amount increases to £666 (from £655) 

 ● van benefit charge – the standard 
amount increases to £3,490 (from 
£3,430). For zero-emission vans the 
amount is 80% (previously 60%) of the 
standard charge.

The diesel supplement for company car 
tax is unchanged at 4%, but cars meeting 
the Euro 6d standard (also known as Real 
Driving Emissions Step 2) are exempt 
from the supplement. The maximum 
appropriate percentage is also unchanged 
at 37%. 

Significant changes to the taxation of 
company cars, which were announced in 
previous Budgets, also have effect from 6 
April 2020. 

From April 2021, zero-emission vans 

will not be subject to the van benefit 
charge. 

Tax exemptions
 ● Leavers from the care system – 

Finance Bill 2020 will include measures 
to implement an income tax exemption 
for the bursary paid by the Education 
and Skills Funding Agency to care leavers 
aged between 16 and 24 who begin 
an apprenticeship. A corresponding 
exemption will apply for NICs purposes.

 ● Tax treatment of welfare counselling 
provided by employers – With effect 6 
April 2020, the scope of the tax exemption 
for counselling service will be extended to 
include related medical treatment, such 
as cognitive behavioural therapy, when 
provided to an employee as part of an 
employer’s welfare counselling services. 

 ● Working at home allowance – The 
tax-exempt amount that an employer can 
pay each week to an employee to meet 
the additional household costs incurred 
when home-working arrangements apply, 
increases to £6 in April 2020. 

NICs
 ● Rates – There are no changes to the 

rates of National Insurance contributions 
(NICs) in tax year 2020/21. 

 ● Thresholds and limits – Some of the 
earnings thresholds and limits for class 1 
NICs for tax year 2020/21 are changing; 
see the table. (Note that the upper 
secondary threshold and the apprentice 
upper secondary threshold are the same 
as that for the upper earnings limit (UEL).)

 ● NICs holiday – From tax year 2021/22, 
employers will be able to claim a NICs 
holiday for the first year of civilian 

Lora Murphy ACIPP, CIPP senior policy liaison officer, provides a 
summary of key relevant announcements
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employment of armed forces veterans. 
The holiday will exempt employers from 
any NICs liability on the veteran’s salary up 
to the UEL. Prior to a digital service being 
available to employers from April 2022, 
transitional arrangements will operate. The 
government will consult on the design of 
the exemption.

 ● Employment allowance – Those 
employers eligible to claim the 
employment allowance will be able to 
reduce their class 1 NICs liability by up to 
£4,000 in 2020/21. 

National minimum/living wage
New national minimum rates apply from 
the first pay reference period beginning on 
or after 1 April 2020; see table.

Economic conditions permitting, the 
government’s intention is that the national 
living wage (NLW) will be extended to all 
workers aged 23 and over in April 2021, 
and to workers aged 21 and over by 2024. 

The remit of the Low Pay Commission 
will include a revised target for the NLW 
of two-thirds of median earnings by April 
2024. Based on current forecasts, this 
would be over £10.50 per hour. 

Pensions 
 ● Tax relief on contributions – The 

government has announced a call for 
evidence this spring on how to address 
the different outcomes for lower earners, 
depending on whether their pension 

scheme uses relief at source or the net 
pay arrangement. Views will be sought on 
how the two systems could be aligned.

 ● Lifetime allowance – The lifetime 
allowance for pensions accruals and 
savings in a registered pension scheme will 
be set at £1,073,100 from 6 April 2020.

 ● Annual allowance – From 6 April 
2020, the annual allowance adjusted 
income limit will increase to £240,000; 
the threshold income limit will be set at 
£200,000; and the minimum tapered 
annual allowance will reduce to £4,000.

 ● Collective money purchase pension 
schemes – Legislation will be amended 
so that these schemes can operate as 
registered pension schemes.

Various leave entitlements
 ● Neonatal leave and pay – The 

government intend to create an 
entitlement to up to twelve weeks’ paid 
leave for employees whose babies spend 
a minimum of a week in neonatal care.

 ● Carers’ leave – The government 
will consult on a new in-work leave 
entitlement for employees with unpaid 
caring responsibilities, such as for a 
family member or dependents. This will 
help individuals to balance their caring 
responsibilities with work, particularly 
women who disproportionately undertake 
unpaid caring activities.

COVID-19
A key part of the Budget announcements 
and measures concerned supporting 
people and businesses in the UK affected 
by the coronavirus (‘COVID-19’) pandemic. 

 ● Statutory sick pay (SSP) – SSP is to be 
available to eligible individuals diagnosed 
with COVID-19 and to those who are 
unable to work because they are self-
isolating in line with government advice. 
This is in addition to the change previously 
announced by the prime minister that SSP 
will be payable from day one instead of 
day four for affected individuals.

Workers who are advised to self-isolate 
for COVID-19 will be able to obtain an 
alternative to the fit note by contacting 
NHS 111, rather than visiting a doctor, if 
their employer requires evidence. Further 
details are to be released.

The government will bring forward 
legislation to allow small- and medium-
sized businesses and employers to reclaim 
SSP paid for sickness absence due to 
COVID-19. Eligibility criteria include the 

following: up to two weeks’ SSP can be 
claimed per eligible employee off work 
because of COVID-19; and only employers 
with fewer than 250 employees can claim 
(determined by the number of employees 
as at 28 February 2020).

Although employees will not need 
to provide a fit note from a general 
practitioner, employers should maintain 
records of staff absences. 

The eligible period for the scheme will 
commence the day after the day when 
amending regulations on the extension of 
SSP to self-isolators come into force.

The government will work with 
employers to set up the repayment 
mechanism for employers as soon as 
possible

Workers not eligible for SSP, such as the 
self-employed or those earning below the 
class 1 NICs lower earnings limit, can claim 
universal credit or contributory employment 
and support allowance.

 ● Support with tax affairs – All 
businesses and self-employed people in 
financial distress, and with outstanding tax 
liabilities, may be eligible to receive support 
with their tax affairs through HM Revenue 
and Customs’ ‘time to pay’ service. Those 
concerned about being able to pay tax due 
to COVID-19 can contact helpline 0800 
0159 559 for advice and support. n
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National minimum/living wage

Age 25 and over £8.72

Age 21–24 £8.20

Age 18–20 £6.45

Age 16–17 £4.55

Apprentices £4.15

Accommodation offset (daily) £8.20
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T he Director of Labour Market 
Enforcement (DLME) is responsible 
for setting a strategy that directs the 

activities of these three key employment 
enforcement agencies:

 ● HM Revenue and Customs (HMRC) 
which has responsibility for enforcement of 
national minimum wage (NMW)

 ● Gangmasters and Labour Abuse 
Authority (GLAA) 

 ● Employment Agency Standards 
Inspectorate (EAS).

The post was originally held by Sir David 
Metcalfe, who retired in 2019 following 
publication of the DLME’s 2019/20 
strategy. It is now held on an interim basis 
by Matthew Taylor who, following his 
review of modern employment practice, 
needs no introduction.

The 2019/20 strategy focused on 
prioritising resources, helping employers 
to be compliant, and addressing serious/
persistent non-compliance via joint working 
across the three bodies. In the latter 
endeavour and for the most egregious 
cases, the three agencies work alongside 
police forces and the National Crime 
Agency.

In the call for evidence for the 2020/21 
strategy, which is to be presented to 
government by the end of March, the 
DLME has turned the focus on four key 
areas found to have high levels of non-
compliance in delivering employment 
rights to their employees and workers. 
These comprise:  agriculture, construction, 
hand car washes, and social care sectors.

Despite this focus, stakeholders were 
not precluded from providing comments 
or evidence on other subjects or more 
general areas of employment. Due to the 
short time given to this consultation it was 
to this latter area that the Institute’s policy 
and research team focussed our response, 
using evidence and views gained from 

discussions with members and the wider 
profession during 2019.

CIPP response
The CIPP does not condone intentional 
non-compliance and criminal activity which 
is typically representative behaviour of the 
most egregious employers. 

Our response to the call for evidence 
aimed to highlight some of the key 
challenges impacting employers striving 
both to achieve compliance with the 
complex structure of legislation governing 
worker rights and employer obligations 
across the UK, and to provide fair working 
conditions for their employees and 
workers.

In the 2018/19 strategy, the DLME 
discussed concerns raised during the 
call for evidence as to the lack of a 
comprehensive programme of education 
and support for employers which would 
enable them to fully comprehend and 
thus comply in delivering employee and 
worker rights as they relate to the NMW. 
The DLME wrote: “where there is lack of 
intent, compliance theory would suggest 
that one effective enforcement approach 
is to concentrate on providing information, 
education and support to help prevent 
these mistakes. Stakeholders reported 
back to us however that this was not 
their experience with [minimum wage] 
enforcement.”

CIPP’s recommendations
 ● Common themes – Although we 

have observed a slight increase in 
education delivery on the subject of NMW 
administration (e.g. webinars through 
the HMRC Talking Points programme), 

anecdotal evidence suggests that 
experiences when faced with a NMW 
inspection reveal problem areas that could 
have been avoided had guidance and 
information been more ‘joined up’. An 
example would be uniforms, which has 
relevance: for the employer from a tax and 
National Insurance contributions (NICs) 
reporting perspective; for the employee 
from a tax relief perspective; and for the 
self-employed from allowable expenses 
perspective. The rules for tax and NICs 
surrounding uniforms can be complex to 
understand; consider the wide definition 
used in describing a uniform for NMW 
purposes – and an area for error and 
mistake arises.

Deductions from pay for earnings 
attachments issued by the courts and 
others, also give rise to error as HMRC 
have strictly defined these as being a 
deduction made ‘for the benefit of the 
employer’. Yet, because they are permitted 
to be made – as highlighted in the 
earnings attachment notice – the unwary 
employer falls foul of the rules where the 
employee is paid at or around the NMW 
rate. This continues to capture the unwary. 

Guidance and educational materials 
should cover the different impact that 
varying policies have on common themes 
and subjects. This would be a new 
provision and require significant cross-
government working, with stakeholders 
potentially providing significant help in this 
endeavour.

 ● Sectoral guidance – The technical 
operation of NMW (and pay as you earn 
and NICs) largely does not vary across 
sectors. However, useful directed case 
studies within guidance and information 

The CIPP policy and research team set out the response to the call for evidence 
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(whatever media are used) could aid 
employers to understand and apply 
correctly the rules explained in guidance 
from the Department for Business, Energy 
and Industrial Strategy (BEIS). This is 
particularly where that guidance is in HTML 
format online.

 ● Impact of legal rulings – Where court 
rulings set legal precedence, the impact on 
the operation of NMW (and other subjects) 
should be made clear by BEIS and HMRC 
at the earliest opportunity. Media campaigns 
should be used to raise wide awareness of 
the impact, together with prompt updates 
to operational guidance and education 
materials. The delays that have been 
experienced in recent years across many 
policy subjects are unacceptable.

Whilst the media should not be 
relied upon to cascade critical technical 
information without direction (which 
otherwise can lead to misinformation and 
confusion), neither BEIS nor HMRC fully 
utilise the efficiency of stakeholders to 
cascade important and accurate messages 
and updates in the interim, while working to 
update their library of employer information, 
education, support materials and resources.

 ● Stakeholders and employer support 
mechanisms – When an employer recruits 
their first employee or worker, no longer 
can they work to comply in isolation with 
the myriad of legal obligations that are 
placed on them. 

On the contrary, they need a significant 
support mechanism in order to deliver and 
stay up to date as they attempt to provide 
compliant payroll and human resources 
(HR) services, which as a minimum will 
include: accountants and payroll providers, 
software developers, legal/HR services, and 
banking services.

Guidance and technical information 
therefore needs to be provided at appro-
priate levels and at a time that recognises 
the needs of the users. A prime example 
of where this process is not as robust as 
it once was, and thus is failing employers, 
is software developers that support all 

stakeholders – they are key in ensuring the 
compliance chain. 

Conclusion
We are pleased to see that BEIS and HMRC 
have begun to utilise the skills, knowledge 
and experience of stakeholders in delivering 
NMW compliance through the use of 
forums and gatherings, but more can be 
done. We welcome the opportunity of 
being involved now and in the future.

We believe that the DLME will play a 
key role in the establishment of the single 
enforcement body. Though we know this 
isn’t the focus of this call for evidence, it 
can’t be ignored as it will have an impact 
on the strategy and the work output of all 
three agencies. 

We look forward to further discussions 
and trust that ample time will be given 
to develop and establish such an agency 
so as to ensure employers continue to 
be compliant and those experiencing 
unintentional non-compliance when paying 
NMW reduce in numbers. 

This is of particular importance as the 
reach of the minimum wage continues to 
increase. n
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V alue is a magic word in the world of 
work. Whether you’re an employer 
or an employee, the more value 

you can add the greater your chance of 
success.

In the modern workplace, and in an 
increasingly competitive job market, 
the onus is on the employer to provide 
workers with more than just a regular 
income. Flexibility, for example, is 
becoming an expectation and, in many 
cases, a necessity.

Richard Dutton, account director 
for human capital management and 
enterprise resource planning organisation 
Symatrix, says this can come in many 
forms. “Today’s workers are increasingly 

attracted to an employer because of 
flexibility of pay and the benefits offered,” 
he says, adding that: “It may suit their 
lifestyle to have a change in the frequency 
of pay, like being paid weekly rather than 
monthly. They might want online access to 
payslips as and when they need it. They 
may also, on occasions, need to access a 
proportion of the money they have already 
earnt before their regular pay day.”

Organisations should be looking to 
support employees’ wellbeing, obviating 
the need for them to borrow money that 
then has to paid off with high interest 
rates, he adds. “With a flexible payroll 
solution, money can be available to 
the employee when needed and then 
included in the calculation of the next pay 
day.”

CIPP board director Stuart Hall believes 
flexible pay will need to become a more 
common feature in employee packages, 
especially for lower-paid employees. He 
explains: “In the past, maybe a company 
might have said, ‘Our payday is always 
the last working day of the month.’ But 
then how do you handle the employee 
who joins you and then says ‘Do you 
know what, for the last ten years I’ve 
been working for a company where the 
paydays are on the 26th, so that means 
my mortgage and all my outstanding bills 

go out on the 25th or the 26th’?
“They’re going to struggle there because 

they will have to wait until the end of 
the month. But through smart banking, 
you can have payroll systems where the 
employer will say, ‘OK, if you want to have 
part of your salary paid on the 25th to 
cover your mortgage payment and bills, 
we can do that, and then the remainder 
of your salary will be paid on the last 
working day’. Or it may well be that some 
employers will say, ‘You can get paid 
whatever day you like after the 25th of the 
month’.”

So how can payroll deliver this? “First, 
they need a robust payroll system,” says 
Dutton. “That means documenting payroll 
processes and ensuring technology is 
configured correctly to enable operational 
excellence. They must also ensure HR 
[human resources] and payroll data are 
managed in a single application, that 
systems are singular, and data is available 
to users based on their job role and 
security profile. That is fundamental. If 
the HR process is working well, it is the 
foundation of the flexible payroll service 
that is needed to support employee 
wellbeing.”

However, Dutton points out that 
delivering this kind of payroll service also 
places demands on payroll teams. “To 

Jerome Smail, freelance journalist, presents the views of industry luminaries 
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accommodate this, organisations are 
looking to embrace their underlying HR 
and payroll technology and applications,” 
he says. “Often, businesses have 
functionally capable applications at their 
disposal, but they have invariably not been 
implemented in an operationally efficient 
way. That makes it difficult for them to 
report on data or to run payroll in a pre-
payroll process either mid-term or in the 
course of any payment cycle. In short, they 
need to obtain better and more immediate 
access to the payroll data at their disposal. 
To do that, they should first objectively 
assess whether they are getting optimum 
value from the application they currently 
use for HR and payroll.”

CIPP chair Jason Davenport comments: 
“There are multiple ways an employer can 
consider how a new system or process 
can add value. For example, if moving 
from a manual process to one that is 
electronically managed and has workflow 
– e.g. holiday authorisation – employers 
should think about promoting all of the 
factors that create an improvement. Such 
as: no loss of forms; more immediate 
response for approval or rejection; all 
items are trackable – so you can review 
when things were done and don’t have to 
keep separate notes. All this adds value to 
the employer and the employee.” 

Another example, says Davenport, is 
moving to online payslips and having the 
individual’s history stored in one place – 
this makes them “easy for review for when 
completing other matters such as banking 
requests for information, and they also 
won’t get lost in post or lost in the house. 

Being smart with that technology also 
means you can provide hyperlinks to the 
likes of HMRC or other benefits providers.”

Andrew Drake, client development 
director at HR and benefits organisation 
Buck, observes that in today’s world, 
people expect everything to be digitalised 
and want information and action at 
the touch of a button. “Digitising HR 
processes can also create a more engaging 
employee experience when it comes to 
other aspects of the workplace”, he says. 
“Instead of waiting a week for someone 
to get back to them, a digital process can 
allow employees to log in to the absence 
management module attached to their 
HR system and see if there are any 
clashes with the time they want to take 
off. Processes like this can bring greater 
clarity at a much quicker pace and avoids 
frustration if a holiday request is rejected.”

There is an expectation among 
employees that the reward and benefit 
platforms offered by employers will be 
available digitally and on demand, says 
Drake. He points to research that says 
over half of UK employees are completing 
basic HR admin tasks on their own device 
rather than a work device, including 64% 
submitting sick notes. “Not recognising this 
trend and failing to adapt HR processes 
accordingly can immediately cause a 
discord with staff, who will find it old 
fashioned when they try to contact HR 

and it’s outside working hours,” he argues. 
“By going digital with these processes and 
systems, it allows employees to do things 
when convenient for them, adds value 
and means any frustrations or potential 
blockages are eliminated.”

As pointed out by Nicola Hirshfield, 
head of HR delivery at Cantium Business 
Solutions, by removing the burden of time-
consuming, repetitive work that often goes 
hand in hand with HR and payroll systems 
and processes, organisations stand to add 
value for their employees at multiple levels 
– whether it be those tasked with the HR 
or payroll delivery role or the manager 
and employee engaging with the function. 
“Reciprocally, putting the needs of their 
people at the centre of HR and payroll 
systems and processes brings with it a 
wealth of benefits to the business”, she 
says.

Robotic process automation (RPA) is 
one of the technologies that Hirshfield’s 
organisation is harnessing. “We are 
successfully using RPA with customers to 
record information, such as new starters, 
in the payroll database,” she explains. “We 
have invested in creating forms which 
ensure employees give all the information 
required, so that the robot can pick it up 
and do what needs to be done.”

So how does this add value to 
employees? “Firstly,” says Hirshfield, “it 
means we can achieve high levels of 
accuracy in the delivery of payroll. From 
the perspective of the employee, payroll 
errors are frustrating at best and can have 
serious consequences at worst. The impact 
of being paid incorrectly can be wide-
ranging – upsetting and stressful for the 
member of staff with knock-on effects for 
them and their family, particularly if they 
aren’t on a basic salary or are perhaps in 
receipt of benefits. It is not up to them to 
be the experts and yet, more often than 
not, the onus is on them to resolve the 
error. Inevitably, this also compromises 
their time, and that of their manager. 
Removing those pain points for employees 
adds untold value.”

There are other ways modern 
technology can increase value. Jon 
Maddison, managing director for Europe, 
Middle East and Africa at Achievers, the 
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employee recognition organisation, says 
companies should actively seek employee 
feedback on how added value can be 
delivered. He comments: “Pulse surveys 
can be a very effective way of doing 
so, particularly via an anonymous and 
easy-to-use interface, such as single-click 
surveys. Offering a fast and secure way for 
employees to voice their opinion can give 
businesses a clear understanding of the 
engagement of their staff and insight into 
their views on particular issues.”

While payroll departments 
unquestionably add value to their 
organisations, it’s often said that this isn’t 
duly recognised and the strategic role they 
play is overlooked. However, there are 
steps that can be taken to address this and 
increase the function’s visibility.

Davenport suggests “promoting learning 
among the workforce and ensuring tasks 
and processes are well-documented and 
easy to follow”. Key is ensuring workers 
understand their payslip – “by promoting 
what deductions are all about and how 
the mechanics of payroll and pensions 
operate”. This, says Davenport, could be 
via webinars, promotional videos, fact 
cards or any other medium that works 
in the workplace, adding: “A suggestion 
would also be for the payroll department 
to agree a dashboard of key statistics 
that are useful and meaningful – this 
may be by department, by cost centre 
or whichever directorate may work best 
for an organisation. This could include 
how many or few advances are paid, 
how much overtime has been paid 

out compared to budget, or how much 
sickness costs each department and 
typically whether this is short term or long 
term. 

“There is such a wealth of information 
available to the payroll department and 
working in a timely and accurate manner 
allows other departments to focus on 
their objectives. One of the best examples 
may be the customer service telephone 
that never rings for a query because the 
business teams are so well educated as 
everything is delivered one hundred per 
cent, with all information at the managers’ 
fingertips. Isn’t that what each department 
would like?”

Hall agrees the goldmine of data and 
information payroll gathers can be hugely 
significant in adding value to the function, 
especially when it comes to predictive 
analysis. He explains: “If you’re a retail 
business, for example, think about what 
you can get by going back over the last 
three or four years. You can say, ‘Right, 
when’s the peak?’. So, you know there’s 

going to be a peak around December 
because you had to employ more people. 
But what does that actually mean, and 
how does that work by store? And how did 
that feel? How does that affect manpower? 
And how can that store actually increase 
by a certain number of employees but 
have a better return?”

Hall concludes: “It’s about looking at 
the analytics and modelling. To my mind, 
payroll departments need to move beyond 
just reporting and compliance.” 

Lysa Morrison, director of transformation 
at Cintra, provides views about getting 
value from employees. She says: “The 
top predictor of an employee’s success is 
emotional intelligence (EQ). Ninety per 
cent of top performers are also high in EQ 
but, on the flip side, just twenty per cent pf 
bottom performers are high in EQ.”

Lysa asserts that perhaps the most 
important factor in an organisation’s 
success, and in getting added value from 
employees, are its managers. Their impact 
on performance, she says, is directly linked 
to their self-awareness, self-management, 
self-motivation, social awareness and 
relationship management skills – or in 
other words, their EQ skills.

Continuing this argument, Lysa 
contends that “The relationship employees 
have with their line manager has the most 
influence over performance, retention, 
stress levels and growth”, adding that the 
good news is that EQ and management 
are skills that can be learned and 
developed. However, Lysa observes that 
“If it’s that’s easy, why do so many EQ, 
management and leadership training 
programmes fail to deliver meaningful 
value?”

The answer opines Lysa is that “Many 
approaches are too generic. Managers 
must recognise that great employees 
come in all different shapes and sizes. 
Teams are made up of individuals, with 
different strengths that can be nurtured 
and developed to create high-performing 
units. The most important experience 
at work is the experience of team; the 
biggest decision an organisation makes is 
who it appoints as managers.”

Lysa notes that though “skills and 
knowledge can be taught, talent cannot. 
It needs to be identified and nurtured. To 
bring about real performance-enhancing 
change, the organisation itself needs 
to have a supportive environment that 
enables and nurtures growth.” n
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W ith 10,000 customers across 
the UK we have conversations 
with business leaders all over 

the country, every day. And overwhelmingly 
the issues that concern them are how and 
where to recruit the skilled staff they need 
– and how to keep them.

Despite the uncertainty in the national 
and global economy, the UK labour 
market continues to show record levels 
of employment which, when coupled 
with slow (and slowing) wage growth, is 
encouraging talent to shop around. How 
are employers to compete for skills in this 
increasingly buoyant labour market? How 
can they differentiate themselves from their 
competitors? And what steps can they take 
to encourage their valued people to stay?

In our comprehensive Employee 
attitudes survey, which ran late last year, 
we spoke to over 2,000 employees and 
more than 350 businesses. We wanted 
to know what employers can do to make 
their employees feel valued, whether the 

benefits offered have an impact on how 
valued employees feel, and how these 
change by sector. 

We saw some strong variance across 
industries in employee responses to the 
question ‘In general, to what extent, if at 
all, do you feel valued by your current 
employer?’. Employees in retail and 
transport and distribution feel the least 
valued by their employers, while those in 
real estate and construction feel the most 
valued. 

From our survey we know this often 
flies in the face of perceived wisdom within 
businesses. One of the key takeaways 
from our Engaged Employer report was 
the existence of an ‘employee value 
gap’: while employees feel undervalued, 

employers are often unaware. For 
example, 85% of small- to medium-size 
enterprises (SMEs) surveyed think their 
employees feel valued, yet just 71% of 
SME employees say they feel valued by 
their employer – the equivalent flight risk of 
12-in-every-100 employees.

So, what would help to make those 
employees feel more valued? With a 
decade of lost and low real-term wage 
growth behind us, it is perhaps unsurprising 
that financial benefits (salary, pension, etc) 
are highly valued. However, it is also clear 
that employees want flexible as well as 
financial benefits. 

Beyond the top financial rewards, 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. Flexible or remote working is 
viewed as the third most important benefit 
overall, cited by one in four (26%). The 
option of working a four–day week is 
important to 24% of respondents, and 
performance–based leave is prioritised by 
one in ten (10%). 

So, while you can compete on pay, 
it may be more effective to look at the 
flexible benefits employees most want 
their employer to offer in their industry; 
see the chart. The four-day working week 
is top of most employees’ wish list, except 
in real estate where flexible and/or remote 
working comes out top. 

In developing a more valued – and 
more loyal and productive – workforce, 
employers must do more to find out if 
their employees feel valued and what 
they expect. By understanding their 
expectations employers can develop 
benefits programmes that are employee-
focused, and which take into account the 
value and relevance of different benefits to 
employees at different ages and life stages. 

There’s a tremendous opportunity for 
quick-acting businesses to get on the front 
foot in this race for talent – and see the 
rewards on the bottom line. We hope this 
research helps you when putting together 
package(s) to attract and retain talent in 
your industry. n

Michelle Hobson, HR services and technology director at Moorepay, reviews and 
relates research findings 
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Attract and retain talent

...while employees 
feel undervalued, 

employers are often 
unaware

Chart showing benefits 
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Childcare vouchers 4 7 4 4 5 7 4 5 6 3 3 5 4

Community leave 9 8 12 7 12 12 11 18 10 8 10 6 8

Discounts on leisure and 
shopping

14 12 12 7 15 18 11 18 16 19 15 - 11

Employee assistance 
programme

9 6 9 5 4 7 6 13 7 14 5 6 7

Flexible and/or remote 
working

24 26 15 21 12 27 15 26 24 19 10 29 17

Four-day working week 46 49 25 51 22 47 48 55 32 28 32 17 39

Holiday buy, sell and trade 
schemes

22 19 19 11 22 21 18 22 20 6 17 12 14

Longer paid parental leave 9 11 9 11 10 15 11 15 17 8 9 6 8

Professional development and 
training

18 18 16 13 11 20 20 28 22 11 22 - 20

Socialising space within work 
environment

15 8 10 11 12 15 7 20 9 5 9 6 12

Team social events/functions 10 9 12 9 9 9 9 13 10 3 9 12 10

Workplace childcare/nursery 
provision

7 6 6 8 4 8 8 11 3 6 8 - 6



Henry Tapper, chief executive officer of AgeWage, discusses the choices
people have when approaching retirement

Getting retirement ready

T hough most feel retirement ready at 
this time of year, what does it mean 
to stop work? An alarming statistic 

released by the Centre for Economics and 
Business Research at a later life conference 
last week suggested that as many as half 
return to work months after hanging up 
their clogs. 

Many of us may feel financially ready to 
walk away from work, only to find that it 
was work that gave meaning to our lives. 
Being ready to retire is not the same as 
being financially ready to retire. But I’m a 
pensions expert, not a life coach – so I’ll 
confine myself to the things that matter to 
people as they approach retirement.

Let’s start with the obvious target, the 
pension – or should I say ‘pensions’ as 
most people get to retirement today with 
six pots according to the Financial Conduct 
Authority’s (FCA’s) latest estimate. If you 
are still accruing (building up) rights to a 
guaranteed pension (defined benefit) then 
lucky you. But for the rest of us, getting 
retirement ready is about remembering, 
finding and organising our various pots into 
one big pot. 

It’s very hard indeed and even if we 
get all our pots together, there’s likely to 
be technical problems with some which 
may have guarantees that could be lost if 
money is transferred. You need a pensions 
‘Arthur Negus’ to spot the rare antiques in 
your car-boot sale of pension paperwork. 

Most of us press on, calling insurance 
companies and trying to get sense out 
of call centres until finally we decide on 

one pot which we can call our pension. 
Then the fun really begins. The pension 
freedoms mean there are limitless choices 
about how we want our money paid to us. 
Each choice has different implications with 
regards tax and means-tested benefits. 

To simplify things, the FCA has told 
pension providers to narrow choice to 
these four options:

 ● take all the money in the next five 
years (cash out)

 ● swap the pension for an annuity
 ● keep the money invested
 ● drawdown an income from the 

investment.
These choices are called ‘investment 

pathways’ and if your company’s workplace 
pension is a group personal pension then 
the FCA’s idea of ‘retirement ready’ is that 
you are on one of these pathways.

But, of course, that’s a very narrow view. 
For most of us, our retirement is going to 
be funded by a whole load of things and 
most of these have nothing to do with 
pensions at all.

Take inheritances; statistically, most 
people who get to 55 and ‘freedom-time’ 
will have one if not both parents alive. 
The inheritance is often the family home 
and that can have massive importance 
to everyone. Having been involved in the 
running of residential care homes I know 
what a gut-wrencher it is for families to 
lose that home to fees. For many people, 
being retirement ready may involve 
certainty about the inheritance and how 
to protect the wider family as parents 

gothrough extreme old age.
Another area that isn’t talked about 

much by pensions experts are benefits, 
principally pension and universal credits 
and all the component parts of the 
benefits system that are impacted 
by having money in pensions and 
pension income. Learning the way that 
pensions and benefits interact is a major 
undertaking, but for those on limited 
means it is probably the most important 
aspect of being retirement ready,

Then there’s property, and sometimes 
second properties. I’ve been saying to 
clients for decades that you can’t buy a 
sausage with a brick but that isn’t true 
anymore. Since insurance companies 
worked out that they can finance 
annuities from payments they receive 
on mortgages, the market for ‘equity 
release’ has gone through the roof. So 
long as you have your own property you 
can drawdown the equity as a capital 
sum or even turn your housing equity 
into a pension. In fact, taking money 
against their property is becoming 
commonplace for people to become 
retirement ready.

And, finally, there is everything else 
from the business you built up to the 
money you’ve been squirrelling away in 
individual savings accounts. It includes 
your savings and your investments. Each 
has a place in the retirement plan that 
says you are retirement ready.

Knowing your worth and the wage 
you can pay yourself in retirement is 
only part of the picture. The other part is 
your understanding of yourself and your 
capacity to enjoy what some people call 
‘the longest holiday of your life’. n 

...limitless choices about how we want 
our money paid to us
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F or many employees their pension 
will be their biggest asset and 
protection against poverty in old 

age. At the same time, reliance on a 
money purchase pension is growing as 
access to a defined benefit scheme has 
all but disappeared in the private sector.

One advantage for the individual 
member is that the value of their accrued 
pension rights is much clearer. It’s a pot of 
money, invested for a greater return than 
cash. Many individuals are paying anxious 
attention to this, and so are government 
and regulators. It’s no longer purely about 
maximising fund growth over the coming 
months or year. Environmental, social 
and governance (ESG) considerations are 
financially material and as such have to be 
factored in.

It’s a truism that pension saving 
is a long-term proposition, but the 
implications for investment strategy have 
not always been recognised in the way 
they are now. We hear much more about 
‘responsible investment’, ‘sustainable 
investment’, and simply ‘ESG’. 

There are dangers, however, in the 
way pension scheme trustees and 
other parties might respond to this. In 
a compliance culture, there’s a risk the 
obligation to consider ESG is treated 
as a ‘tick-box exercise’ or delegated 
to asset managers. Simply choosing 
a fund labelled ‘ESG’ or ‘green’ risks 
becoming a victim of ‘greenwashing’: the 
application of ESG considerations to asset 
management might only be superficial.

Inured as we are to compliance, there 
is also a danger that it’s seen as enough 
to simply amend the scheme’s statement 
of investment principles, to include 
policies relating to all financially material 
considerations, including climate change, 
as required by new regulations in force 
from 1 October 2019. That’s probably 
one reason why the government 
proposes to legislate via the Pension 

Schemes Bill currently before Parliament, 
to require trustees and managers of 
occupational pension schemes to 
take proper account of the effects of 
climate change on scheme assets and 
governance, and to publish what they’re 
doing about it.

Even that carries the risk that 
interpretation of ESG will be reduced 
to climate change, and worse still, 
simply avoiding fossil fuel investments. 
We must not lose sight of the effect of 
social issues like employee rights, use of 
agency workers and zero-hours contracts, 
diversity, supply chain monitoring, etc on 
a company’s reputation and prospects. 
Likewise, governance: asset managers 
and large pension schemes are big 
shareholders and should exercise their 
voting rights where poor governance 
damages profitability.

It really is all about investing in a 
sustainable future, which demands our 
engagement: not only by trustees, but 
by every one of us because we want a 
habitable planet in future. Which leads us 
to question how we’re going to achieve 
this, especially those of us who are not 
professional trustees or investment 
managers. To start, more information 
and guidance is coming our way, partly 
in response to the kind of regulatory 
innovations mentioned earlier. How 
intelligible it proves to be is another 
matter: reams of information permeated 
by jargon will often be ignored.

To most people, everything about 
pensions is unclear, and what they 
have heard has not encouraged them 
to find out more. This is where benefit 
consultants, human resources managers, 

payroll advisers and others who interact 
with employees can add value. We don’t 
need to be fund managers to make a 
difference to people’s retirement.

On the other hand, few are pensions 
specialists; and even those who are will 
readily acknowledge they don’t know 
all there is to know. Increasingly we rely 
not only upon others to supplement our 
own knowledge, but also on tools for 
self-reliance.

No-one charged with maintenance 
of a building would rely on a single 
screwdriver. Efficient use of staff time 
will require provision of an electric 
screwdriver as well as all the bits. That’s 
just common sense. There’s no point 
in employing someone without making 
sure they have all the tools to do their job 
properly.

And yet how far is this principle being 
carried through for what we used to call 
‘white-collar’ workers? How much – a 
percentage of salary – is being spent 
on equipping staff to deliver the best 
possible service? Anecdotal evidence 
suggests remarkably little.

It’s just not good enough to train 
someone in a particular process or set 
of processes without at least enabling 
them to understand why certain steps 
are required, and more especially, to be 
able to explain this to others affected by 
their work.

In the language of today, we’re all 
customers and increasingly ‘consumers’, 
even of information; but few of us are 
experts and certainly not confident about 
predicting the future. Financial advice has 
been hard to come by – the so-called 
‘advice gap’ is a subject for another article 
– but expecting people to make sense 
of published guidance alone is not going 
to work.

That’s where you, dear reader, can add 
value to pensions: given the tools you 
need. n

Ian Neale, director, Aries Insight, explains a role for payroll advisers
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do their job...
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We all know that when the 
government wants the public to 

do something, it will often use tax breaks 
to encourage us to comply, with perhaps 
the most widespread being the pension 
tax relief that is afforded to those using 
a pension to save for retirement. But is it 
really so straight forward, and do we all 
really benefit? 

Workplace pensions
The government tells us that when we 
make a contribution to our pension, it will 
add money too in the form of tax relief and 
is one of the main advantages of using a 
pension to save for retirement. But whilst 
this is true, it doesn’t tell the whole story, 
as there are different ways of attracting 
pensions tax relief, and it may be that not 
everyone gets the tax relief they might have 
expected. 

Employers operate one of two pension 
scheme types in relation to auto-
enrolment. One of those schemes is the 
net pay arrangement (NPA) for pension 
contributions. This involves deducting an 
employee’s pension contribution from their 
gross pay, prior to tax deductions – the 
theory behind this being that it reduces 
the amount of tax an individual pays. 
The other is the relief at source (RAS) 
arrangement. In a scheme of this nature, 
pension deductions are taken from the 
employee’s net pay – after tax deductions 
– which forms 80% of the contribution. 
The remaining 20% is claimed back by 
the pension scheme as tax relief from 
HM Revenue and Customs (HMRC) and 

added to the individual’s pension pot. The 
rationale is that both types of arrangement 
offer tax relief for employees on their 
pension contributions but unfortunately 
this is not the case for every single pension 
contributor.

When an employer chooses a pension 
provider, the pension scheme they choose 
may work well for some of its employees 
but not for others.

The auto-enrolment threshold is for 
earnings above £10,000 but the current 
basic tax threshold is £12,500. Anybody 
who is earning between £10,000 and 
£12,500 and in a NPA pension scheme 
will have a full pension deduction taken 
from their pay but will not receive any 
tax benefit on this contribution as they 
have not earned enough to attract tax 
on their earnings. If they were in a RAS 
arrangement, they would only have 80% 
of the contribution taken from their net 
pay which would then be topped up with 
20% from HMRC and they would therefore 
enjoy the benefit of tax relief. It becomes 
apparent that something as simple as the 
way in which relief is claimed/obtained 
can have a massive impact on the pension 
savings of employees up and down the 
country. 

Employees who do not earn £10,000 
or above to meet the threshold for 
auto-enrolment but ask to be added into 
a pension will also be affected. This is 
also true for individuals who don’t reach 
the threshold, but in some pay periods 
experience a pay spike, e.g. they receive 
a bonus. If this pay spike pushes them 

into the £10,000 earnings bracket for that 
pay period and there are further spikes in 
subsequent pay periods, then contributions 
will be taken in line with auto-enrolment 
legislation but, again, there will be no tax 
benefit to the employee if they have not 
have earned enough for tax deductions to 
be taken.

Conversely, in a RAS arrangement, 
employees who are earning within the 
higher and additional tax brackets only 
receive a 20% top up to their pension pots 
from HMRC through payroll, as opposed 
to the 40% and 45% they are entitled to 
(21%, 41% or 46% in Scotland). In order 
to receive the extra relief due to them, 
these individuals need to complete a 
self-assessment tax return. Many of those 
affected by this may not be aware of the 
processes they need to follow to receive 
the relief or may not be aware of the 
additional entitlement at all. Although, in 
an unusual twist, Scottish taxpayers on the 
starter rate of 19% also receive the 20% 
top up.

Net Pay Action Group 
There are an estimated 1.3 million workers 
(75% of whom are female) earning below 
or just above the personal income tax 
allowance not receiving tax relief on some 
or all their contributions because their 
employer’s pension scheme uses NPA; 
this makes pension saving up to 25% 
more expensive for them as compared to 
a worker contributing to a RAS arrangement.

The CIPP is a member of a group 
campaigning to ensure that there is a level 
playing field for all pension contributors, 
and strongly believes that the government 
should address these issues. We will keep 
you updated as the campaign progresses.

Helen Hargreaves MSc ChFCIPPdip, CIPP associate director of policy, 
provides a comprehensive explanation

...the way in which relief is claimed/
obtained can have a massive impact...
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There’s always a limit 
Employees can pay as much as they like 
into their pensions, but there are annual 
and lifetime limits on how much tax relief 
is available on pension contributions.

In the tax year 2019/20 tax relief was 
available on pension contributions of up 
to 100% of earnings or a £40,000 annual 
allowance, whichever was lower – the 
limits for 2020/21 had not been published 
at the time of writing this article.

Any contributions made over this limit 
do not attract tax relief and are subject 
to income tax along with the employee’s 
other income. However, unused 
allowances can be carried forward from 
the previous three years, as long as the 
individual was a member of a pension 
scheme during those years. Another point 
to note is that since April 2016 the annual 
allowance is reduced for individuals with 
an income of over £150,000, including 
pension contributions. For every £2 over 
£150,000 the annual allowance falls 
by £1, subject to a minimum annual 
allowance of £10,000.

The MPAA
As with most things in life, there is an 
exception.

Individuals taking money from a defined 
contribution pension can trigger a lower 
annual allowance known as the money 
purchase annual allowance (MPAA). For 
the tax year 2019/20 the MPAA was 
£4,000. Unused MPAA cannot be carried 
over to another tax year.

Whether the MPAA applies depends 
on how the pension pot is accessed; 
and as you might expect, the rules are 
complicated. The main circumstances for 
triggering the MPAA are:

 ● taking an entire pension pot as a lump 
sum or starting to take ad hoc lump sums 
from the pension pot

 ● putting the pension pot money into a 
flexible income product (also known as 
pension drawdown) and starting to take 
income

 ● buying an investment-linked or flexible 
annuity where the income could go down

 ● taking payments that exceed the cap 
from a pre-April 2015 capped drawdown 
plan.

The MPAA will not usually be triggered by:
 ● taking a tax-free cash lump sum and 

buying a lifetime annuity that provides a 
guaranteed income for life that either stays 
level or increases

 ● taking a tax-free cash lump sum and 
putting the pension pot into a flexible 
income product (also known as pension 
drawdown) but not taking any income 
from it

 ● cash in small pension pots valued at 
less than £10,000.

Lifetime allowance
There is also a lifetime allowance, which 
in 2019/20 was £1,055,000. Any 
amount in the pension pot above the 
lifetime allowance is subject to a tax 
charge, which is a one-off charge of 25% 
if paid as pension or 55% if paid as a 
lump sum. The charge can be applied in 
either of the two ways or a combination 
of both depending on how the benefits 
exceeding the lifetime allowance are taken. 
Individuals with large pension pots need 
to monitor their savings closely to ensure 
they do not exceed this limit. 

The introduction of auto-enrolment 
caused problems for many individuals 
who had already accrued pension savings 
above the lifetime allowance when it 
was reduced in April 2016. However, 
these individuals can apply to protect 
their pension savings from tax charges, 
provided no further tax-relieved pension 
contributions are made. 

Where an employer has reasonable 
grounds to believe that the member of 
staff has this protection, then the employer 
can choose whether or not to put them 
into a pension scheme or to re-enrol that 
member of staff.

Refunds to scheme
An employee may be able to get a 
pension scheme refund if:

 ● they have been automatically enrolled 
into a workplace pension scheme and 
have opted out within a month of their first 

contributions being taken
 ● they have less than thirty days of service 

when they leave employment.

How are pension refunds 
processed?
Pension refunds can be processed in two 
different ways:

 ● directly via payroll if contributions have 
not yet been invested to the pension 
scheme administrator, or

 ● directly from the pension scheme 
administrator. It is an employer’s 
responsibility to provide the scheme 
administrator information to an employee 
if a refund needs to be processed directly 
from the scheme.

 
Contribution refunds
If members ask to leave a pension 
scheme, the rules may allow them to take 
a refund of their contributions, but this also 
has tax implications, depending on how 
the contributions were made. 

Contributions refunded from a defined 
benefit or money purchase pension 
scheme are taxed at 20% on the first 
£20,000 and at 50% on the remainder.

The amount an individual will 
receive back from a personal pension 
or stakeholder pension scheme is the 
contributions that have been paid, net of 
basic rate income tax relief.

In a NPA scheme where the 
contribution is taken before tax, the 
contributions have reduced the taxable 
pay. Therefore, a pension refund should 
increase taxable pay ensuring that tax is 
paid on the pension refund.

Tax calculations must be based on the 
gross pay including the pension refund 
which will reverse the tax treatment 
received when the contribution was 
deducted initially.

Any refund of RAS contributions can 
be added to the employee’s net pay as 
they did not attract any tax relief when 
they were initially deducted so the amount 
deducted from the employee was a net 
amount. 

...take a 
refund of their 

contributions, but 
this also has tax 
implications...

Pensions
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Casamitjana v League Against 
Cruel Sports 
In this case, it was reported that the 
employment tribunal (ET) ruled a 
claimant’s ethical veganism was a 
philosophical belief and, therefore, should 
be granted legal protections under the 
Equality Act 2010 (‘the Act’). 

Under the Act, employees are able 
to bring claims if they are subjected to 
forms of discrimination because of a 
philosophical belief.  

In the case Grainger v Nicolson, the 
employment appeal tribunal (EAT) outlined 
that, amongst other criteria, a philosophical 
belief needs to relate to a weighty and 
substantial aspect of human life and 
behavior and attain a certain level of 
cogency, cohesion and importance. 

The claimant worked at a charity that 
specialised in standing against forms of 
animal cruelty. For years, he had identified 
as an ethical vegan, which is understood 
to be a form of veganism that goes further 
than removing all animal-based products 
from one’s diet; it is a rejection of any 

and all practices that relate to animal 
exploitation. 

Specifically, his core beliefs included the 
following:

 ● consuming no animal products such as 
fish, milk, eggs and honey

 ● wearing no clothes that contain animal 
products, and

 ● avoiding being in vehicles due to 
the potential for insects to be killed on 
windscreens. 

Casamitjana raised concerns that part 
of the pension fund which the charity was 
enrolling employees into was investing 
in organisations that tested on animals. 
After being dismissed, he asserted it was 
because of his ethical veganism, arguing 
this should be considered a philosophical 
belief.  

In a preliminary hearing, the ET agreed 
that ethical veganism should be considered 
a philosophical belief and therefore be 
granted legal protections under the Act. 
This was because the claimant’s beliefs in 
ethical veganism met the tests required to 
be considered a philosophical belief. 

The outcome of this case does not 
mean that all vegans are now considered 
as having a philosophical belief. This 
ruling applies to ethical veganism and, 
particularly, the core beliefs of this 
claimant in question. Additionally, this 
is a first instance decision and future 
claims may serve to overturn the current 
understandings on vegan employees. 

This ruling has received a lot of publicity 
and may encourage other vegans who 
feel they have been unfairly treated to 
seek to bring similar claims. To this end, 
it is advisable for employers to consider 
the position on supporting vegans in their 
company.

Ahmed v BBC 
In this case, the ET found that the BBC 
failed to demonstrate that its actions 
in paying two presenters substantially 
different salaries was not related to their 
gender. 

Under the Act, male and female 
employees must receive equal pay for 
equal work. The work does not have to 
be related to the same role; it can be 
work which is the same or broadly similar 
and any differences are not of practical 
importance in relation to employment 

Nicole Mullineux, senior employment specialist for Peninsula, reviews the 
decisions three cases

Veganism, 
equality, 
disciplinary

...advisable for employers to consider 
the position on supporting vegans...
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terms and conditions. This is known as ‘like 
work’. 

Once it is established that an employee 
is being paid less than a comparator from 
the opposite gender who engaged on 
similar or ‘like work, the employer needs to 
demonstrate that this difference is not due 
to their gender and instead the result of 
other material factors. 

Samira Ahmed had worked as a 
presenter of the BBC show Newswatch 
since 2012. She raised a grievance against 
the BBC regarding her pay in comparison 
to that of fellow presenter, Jeremy Vine. 
The latter worked on another show, Points 
of View, that covered similar content to 
Newswatch. However, whilst Ahmed 
was paid £440 per episode, he was paid 
£3,000 per episode up until July 2018. 

The BBC, which found that this 
difference in pay was not down to the 
gender of the two presenters, did not 
uphold Ahmed’s grievance. She later 
brought a claim of sex discrimination to 
the ET. 

The BBC put forward a number of 
material factors to justify the pay difference, 
including:

 ● the two shows had different profiles
 ● Vine had a different public profile to 

Ahmed and was more recognisable to 
audiences 

 ● Vine had more broadcasting experience 
than Ahmed

 ● Vine’s market rate was higher than 
Ahmed’s and an alternative channel had 
allegedly made an offer to him.

Ultimately, the tribunal upheld Ahmed’s 
claim. In forming their decision, they first 
concluded that the work conducted by 
both of them was ‘like work’; they both 
read from a script and presented content 
as instructed. They went on to explain that, 
in order to determine the reasons behind 
the pay discrepancy, they had to assess the 
mind-set of those who set the rates of pay. 
From what they could see, no evidence 
had been presented that the profile of the 
two shows had been considered by those 
who had set the rates. 

When considering the recognisability of 
Ahmed and Vine, again the ET could see 
no evidence that this had been assessed 
when pay rates were set. When Vine 
became presenter of Points of View, he 
was considered an ‘up and comer’ and had 
admittedly been paid ‘above the market 
rate’ when he took over from Terry Wogan.  
Experience did not also appear to have 

been a factor; Ahmed’s rate of pay had 
been set at the same as her predecessor’s, 
even though she had much less experience 
than he did. 

Regarding the market value of both 
presenters, it was not clear to the ET 
what Vine’s predecessors had been 
paid, meaning it was difficult for them to 
compare the level of his salary. What was 

clear to them, however, was that Vine had 
already been locked into a contract with 
the BBC when he joined Points of View. 
Therefore, his pay could not have been 
the result of attempts to keep him with the 
BBC.  As a result of the above, the BBC had 
failed to demonstrate any other reason in 
the pay difference that was not related to 
gender. 

This ruling is quite an extreme example 
of equal pay; many employers will likely not 
make their decisions the way the BBC do. 
That said, it does highlight the importance 
of employers being able to justify why 
rates of pay have been set for their staff. 
If an employer believes two roles require 
different levels of skill and experience, they 
should identify what these requirements 
are and make sure this is clearly highlighted 
to all applicants for the role.

Sunshine Hotel v Goddard 
In this case, the EAT held that there can be 
circumstances where, when considering 
misconduct, a separate investigatory and 
disciplinary hearing is not required.

Under section 98(4) of the Employment 
Rights Act 1996 (ERA), whether a dismissal 
is fair or unfair will depend on whether 
the employer acted reasonably in treating 
the employee’s conduct as a sufficient 
reason for dismissing them. The ACAS code 
of practice on disciplinary and grievance 
procedures dictates that it is ‘important 
to carry out necessary investigations’ and 
that this will, in some cases, require the 
holding of an investigatory meeting prior to 
a disciplinary hearing. 

The claimant worked night shifts in a 
hotel, part of which involved patrolling 
the building. After he was found lying in 
a bed with the lights off during a night 
shift, management accused him of 

sleeping whilst at work. In response, the 
claimant asserted he had been lying down 
for around ten minutes prior to being 
discovered due to a migraine and had 
actually conducted his duties. 

The claimant was suspended and later 
invited to an investigation meeting via a 
letter, which outlined that if there was any 
substance to the allegation, there would 
be a disciplinary hearing. However, on 
attendance at the meeting he was invited 
to, the claimant was informed that he was 
actually already at a disciplinary hearing. He 
was later dismissed. 

At the appeal stage, the claimant alleged 
that he had left the room through a side 
door to conduct his duties, which he 
believed explained why CCTV outside of 
the room had not seen him. However, his 
appeal was not upheld. He later brought a 
claim to the ET for unfair dismissal. 

The ET upheld his claim, being very 
critical of the investigation that had 
taken place prior to the dismissal. This 
was because there was no investigation 
meeting; the claimant had been invited 
to what he thought was one, but it turned 
out actually to be the disciplinary hearing. 
Calling this a ‘serious procedural failing’, 
the tribunal asserted that the claimant had 
been denied a ‘basic employment right’. 

The employer appealed, arguing the 
wording of the tribunal, in particular making 
reference to an investigation hearing as 
a ‘basic employment right’, suggested 
a separate investigatory hearing and 
disciplinary hearing is required in every 
case. The EAT dismissed this appeal, 
finding that the procedure leading up to 
the dismissal in this case, in particular the 
investigation, had been unfair. Although the 
EAT agreed with the tribunal’s reasoning on 
this basis it noted that neither section 98 of 
the ERA, nor the ACAS code, required there 
to be a separate investigation meeting and 
disciplinary hearing in every case. Provided 
the employer has acted reasonably in its 
investigation, and taken steps to establish 
the facts, failure to hold an investigation 
meeting does not, on its own, render a 
dismissal unfair. 

Despite common belief, this case 
confirms it is not always necessary to hold 
an investigatory meeting before proceeding 
to a disciplinary hearing; however, this will 
always be very fact specific. If within an 
employer there is a contractual right to 
hold investigation meetings, this should be 
done. n
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T he government has confirmed that 
the right to take statutory parental 
bereavement leave (SPBL) has 

effect from 6 April 2020. Previously 
enacted into law in 2018, SPBL, also 
known as ‘Jack’s law’, gives parents the 
right to take two weeks of leave when 
they suffer the loss of a child. 

In January 2020, the government 
finally announced a long-awaited April 
implementation date and also presented 
draft regulations to Parliament regarding 
how this right will work in practice. 
Therefore, with the actual regulations 
now in force, we are in a position to 
comment on the expectations that will 
be placed upon employers by this new 
entitlement. With April 2020 already 
set to be a time of many changes for 
employment law, employers need to be 
ready for the implementation of this right 
going forward. 

Employees will be allowed to take two 
weeks of SPBL when they suffer either 
a stillbirth after 24 weeks of pregnancy 
or the death of a child under the age of 
eighteen. A day-one right, employees will 
be able to take these weeks either as 
one single block of two weeks’ leave, or 
two separate blocks of one week’s leave. 
A ‘week’ is understood to be any one 
period of seven days and can begin on 
any day. 

The Parental Bereavement Leave 
Regulations 2020 (http://bit.ly/3b2hPav) 
confirm that eligible employees will 
have 56 weeks following the death of 
their child in which to take SPBL. This 
is significantly more than the 56 days 
previously outlined within the original 

legislation enacted back in 2018 and has 
been lengthened to reflect the likelihood 
of a long-term grieving process. It also 
allows for the opportunity to take leave 
on the anniversary of the death.

As outlined in the draft regulations, the 
right will apply to employees who fall into 
the following categories:

 ● birth parents, including where an 
individual has become a parent under 
a surrogacy arrangement or if the child 
is adopted but there is a court order in 
place for the individual to have contact

 ● adoptive parents
 ● foster parents
 ● intended parents under a surrogacy 

arrangement where it is expected that, 
under the Human Fertilisation and 
Embryology Act 2008, the court would 
make a parental order 

 ● the partner of any of the above. 
It should be noted that SPBL does 

not replace any existing statutory leave 
provisions. For example, employees 
retain the right to take time off to deal 
with emergencies involving dependants 
such as children, which can include the 
sudden death of a child.

The regulations set out that if an 
employee is to take SPBL within eight 
weeks of their child’s death, they will 
need to let their employer know by 
the first day of leave. In practice, the 
notice requirements are similar to those 
which most employers expect when an 
employee is to call in sick. The same 
short notice provisions apply if the 
employee wants to change the date on 
which they want to start leave. 

Following the initial 56-day period, 

employees will need to provide at least 
a week’s notice to take leave, although 
employers would be free to accept a 
shorter period of notice if they wish. 
The employee would also need to 
provide a week’s notice to cancel it. 

Notification should include the date 
of the child’s death, the date they wish 
their chosen period of absence to 
begin and whether the absence will be 
for one or two weeks. 

Employees who have at least 26 
weeks’ service with their employer will 
be entitled to receive statutory parental 
bereavement pay (SPBP) which will be 
paid at the same rate of other family 
leave payments (£151.20 per week 
from April 2020). In addition, the 
employee will need to earn at least the 
lower earnings limit for class 1 National 
Insurance contributions and have 
complied with the notice requirements. 

Now parental bereavement leave 
is confirmed, employers will need to 
review current policies on bereavement 
leave and ensure the new right is 
included. It is likely that employers’ 
position on bereavement leave vary 
greatly because no law previously 
existed in this area, so they were free 
to design their own rules on who can 
take bereavement leave, how long for 
and whether it would be paid or not. 
This new entitlement will standardise 
rights to time off for eligible parents 
and ensure that at least two weeks’ 
leave is given. 

The new law does not require 
employers to review bereavement 
leave provision for any class of 
individual other than those who 
qualify under the statutory scheme, 
although some employers may take 
the opportunity to do so. n

Danny Done, managing director at Portfolio Payroll, outlines what you need 
to know about SPBL and SPBP

REWARD

...new entitlement will standardise rights 
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Contact one of our specialist recruitment consultants to fill your vacancy or find your 

EXECUTIVE 
SOURCING EXECUTIVE PAYROLL TALENT

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

INTERNATIONAL PAYROLL MANAGER
£70,000 Reading Ref: 963229GC
We’re looking for an International Payroll Manager to join an global 
company on a permanent basis. Reporting into senior management, 
the International Payroll Manager will be responsible for a small 
payroll team and manage the payroll across multiple locations 
globally. Your main responsibilities will be managing the EMEA 
payrolls across 20+ countries and submission of all payroll data. 
With an excellent benefits package and brilliant location, this is an 
opportunity not to be missed. Candidates must have previous EMEA 
payroll experience and management of medium-large teams. Speak 
to Gemma in London today to apply. 

PAYROLL & BENEFITS MANAGER
£50,000 - £55,000 London Ref: 963116GC
We are recruiting for a Payroll Manager to join an impressive business 
on a permanent basis. As Payroll Manager you will be responsible for 
processing the UK payroll from start to finish, ensuring all statutory 
deductions (SMP, SPP, SSP etc) are made accurately and on time. 
You will ensure that year end is completed including P60s and P11Ds 
and will manage a small team, including being responsible for the 
recruitment of new hires. The Payroll Manager will act as subject 
matter expert for all payroll related projects and lead on these 
where necessary. If this could be of interest, speak to Gemma in the 
London office to apply today!

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

PAYROLL SUPERVISOR
£35,000 LONDON REF: 962759LW
We have an exciting opportunity to join a large and growing payroll 
department based in the heart of London. This client is looking for a 
Payroll Supervisor who has previously supervised a team and will be 
comfortable working within a high volume payroll across the UK. You 
will be directly responsible for distributing the workload for a team of 
4. You will also prepare and process the monthly payroll, ensuring all 
staff are paid accurately and on time in accordance with UK legislation. 
This is a start to finish payroll, ensuring the correct inputting of all the 
data, running and checking the payroll and the reports. This is a fantastic 
opportunity for someone that wants to grow within a national organisation 
and have access to a number of different projects within payroll.

SENIOR PAYROLL ASSISTANT
£29,000 SOMERSET REF: 963300LW
We’re looking for a professional and knowledgeable Payroller to take 
a senior position within a large Payroll department. In this hands-on 
role you will be expected to  lead on all core payroll processes across 
all service areas including pensioners payroll and ensure consistency 
of approach and efficient delivery of payroll transactions. You will also 
prepare and process the monthly payroll, ensuring all staff are paid 
accurately and on time in accordance with UK legislation. To learn 
more, give Lauren a call in the London office.

PAYROLL EXECUTIVE
£25,000 ESSEX REF: 963104HA
We are looking for payroll professionals with previous experience 
processing a range of clients payrolls from start to finish. You will be 
responsible for maintaining and updating all payroll data including 
starters and leavers, maintaining your own portfolio of clients including 
providing support and arranging payments with pension providers when 
necessary. You must have previous experience in processing clients 
payrolls to be eligible and if you have, please get in contact with Halim 
in the London office.

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

PAYROLL ADMINISTRATOR 
£25,000 HARROGATE REF: 963291LW
We have an excellent opportunity for a payroll administrator to join 
a growing organisation based in Harrogate. You will be working in a 
friendly team processing multiple payrolls on a monthly, fortnightly 
and weekly basis. Key responsibilities include collating data from the 
T&A system, ensuring that the data is fit for purpose and creating data 
imports, issuing electronic and paper payslips as well as P45’s. You 
will benefit from a competitive salary, benefits and excellent working 
environment. The candidate must have up to date knowledge of payroll 
legislation and end to end payroll experience. If you are interested in 
this role please call Lisa at Portfolio North.

PAYROLL ASSISTANT 
£19,000 - £23,000 MANCHESTER REF: 963241SO
We have an excellent opportunity for a Payroll Assistant to work for a 
service provider in South Manchester. You’ll be joining a friendly team 
and will be responsible for processing starters and leavers, basic manual 
calculations, dealing with payroll complex queries and assisting with 
reconciliation. You must have experience with inputting and data entry 
as well as be up to date on payroll 
legislation. This opportunity 
would be perfect for someone 
looking for somewhere they can 
develop their payroll career.  
If you are interested in 
this Payroll opportunity, 
please contact Sunny 
in the Manchester 
office.

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



Industry 
news

Admin, data, tech
ACCORDING TO a major new study conducted for IRIS Software Group, managers and 
directors in British businesses want more action and less box-ticking in their workplace 
in 2020. The research reveals that nearly half (48%) are yearning for software to 
reduce their administrative burden, with respondents highlighting this would have the 
biggest positive impact, allowing them to focus on higher value work each day.

Keeping up with legislation – the necessary but complex, time-consuming tasks 
organisations must comply with – are also holding teams and businesses back. Almost 
one quarter (23%) stated mission-critical, operational software to take on this activity 
would increase their organisation’s productivity and performance.

In addition, many organisations reported issues with accessing good data. More than 
a quarter (28%) of managers admitted it’s difficult for them to access information to 
support decision making, and two thirds (69%) felt a single dashboard of the data they 
needed for their role would improve their ability to do their job.

Notably, a key barrier to embracing new technology isn’t people but budget, with 
over a quarter (29%) of respondents highlighting this as an issue. 

Elona Mortimer-Zhika, chief executive officer (CEO) at IRIS Software Group, 
commented: “Leaders know their staff are being distracted by complex administration. 
Automating these tasks has a huge impact on their organisation’s efficiency and 
success. Software solutions are available to take the strain of almost every operational 
task, allowing professionals to focus on moving their business forward.”

“The accuracy of tax and accounts or employee HR and payroll records is vital. 
Combined with the need to maximise productivity and radically improve engagement 
with employees and customers, businesses must embrace the benefits operational 
software brings to their business.

“For organisations to be confident about what lies ahead, they need to ensure staff 
aren’t crumbling under the weight of administration and compliance. Technology needs 
to do the tough stuff, so people can trust it will be right first time, every time. This 
will give them the freedom to spend more time on their business and servicing their 
customers.”

Access acquires CoreHR
IN EARLY March, the Access Group announced the acquisition of CoreHR. Combined 
with Access’s existing market presence it will become a human resources (HR) 
and payroll leader in the UK and Ireland markets, with the capabilities to support 
organisations of any size with all their HR and payroll needs.

CoreHR’s HR software, which currently serves more than 270 customers and covers 
the key areas of human capital management (HCM) – including people management, 
payroll, workforce management, recruitment, talent management and learning – will 
be made available through the Access Workspace platform. 

This acquisition establishes Access’s leadership position in the UK marketplace, with 
revenues in this sector alone in excess of £100,000,000. The combination of these 
assets will form the Access People Division, with Dean Forbes, current CEO of CoreHR, 
becoming its president.

Chris Bayne, CEO of Access, commented that the acquisition “adds significant scope 
for Access to deliver even more solutions, to a broader range of organisations, across 
multiple markets, in particular allowing us to bring Access Workspace to the Irish 
market. The combined HCM offerings, Access can now deliver, will further strengthen 
our ability to take a bigger share of this growing market over the coming years, with 
our goal to double the current revenues by the end of our 2024 financial year.”

Dean Forbes said, “We are excited to be joining Access as part of the newly formed 
Access People Division and everyone in the team from Access and CoreHR are fully 
committed to helping make Access the company of choice for HCM, HR and payroll 
solutions.”
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Carbon positive
DATAPLAN, AN outsourced payroll, pensions 
and technology company, has pledged to 
be carbon-neutral by the end of 2020 and 
to be carbon positive by the end of 2022. 
The company will achieve this by: switching 
to carbon zero paper sources; reducing the 
amount of payslips printed and posted by 
encouraging customers to move to ePayslips; 
reducing business travel through the use of 
technologies such as video conferencing and 
incentivising sustainable travel; switching to 
carbon zero energy suppliers and investing 
in renewable energy; minimising single use 
products and maximising recycling; and 
planting trees to offset carbon.

Richard Rowell, Dataplan’s CEO, explained 
that “although our carbon footprint is not 
as heavy as some industries, professional 
services such as ourselves cannot ignore the 
fact that we must also do our part. Printing 
payslips, postage, powering our technology, 
the supplies and suppliers we use and even 
the way our employees travel for work, all 
contribute to our carbon emissions.

“Our plan is for our activities to go 
beyond net zero carbon emissions to 
actually create an environmental benefit by 
removing additional carbon dioxide from the 
atmosphere.”

Memory and job suitability
ALTHOUGH PEOPLE choose their career 
direction based on various factors, a new 
test means that they can now do so 
based on their memory type. The Memory 
Matrix, (ool.co.uk/the-memory-matrix/), 
created by The Oxford Open Learning Trust, 
determines which type of memory is their 
biggest strength and the potential careers 
that would be best suited to the individual’s 
certain type of memory.

Play pay the people
SAGE, PROVIDERS of integrated accounting, 
payroll and payment systems, is inviting 
professionals to put their knowledge to the test 
and see if they can pay people on time.
The test features several ‘easy’ questions 
answered against a clock. 

An ultimate guide to payroll is available 
at the end of the test, and you can invite 
colleagues to play. Visit www.https://
paythenation.sage.com/#.



Get more information and 
request your pack at
nationalpayrollweek.co.uk

PAYR     LL
NATIONAL

WEEK 2020

https://www.cipp.org.uk/events/npw-landing.html
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W e’ve seen so many changes in 
human resources (HR) over the 
last couple of years, with digital 

transformation now dominating agenda. 
Yet from a payroll point of view it’s pretty 
much stayed the same. For many, payroll 
is still seen as a back-office process, 
whether managed in-house or outsourced 
to a bureau. It’s very manual and has low 
visibility within the business – preventing 
it from being recognised as the value-add 
it could be.

Payroll simply hasn’t kept up with the 
rate of technological change and, whilst 
some notion of ‘there must be a better 
way to do this’ has always been there, 
people have very much been of the 
mindset  that ‘if it works, don’t change it’.

We’ve let businesses down somewhat, 
in terms of what we are able to offer 
in payroll and no-one has been brave 
enough to really change anything. The 
focus has generally always been on how 
we can make current systems more 
compliant, so the technology has certainly 
held everybody back. 

Thankfully, things are now evolving, 
and payroll is waking up to the digital 
revolution.

New technology, new 
opportunities 
Payroll is an ideal candidate for robotic 
process automation (RPA), which can 

automate manual entry and payroll runs. 
RPA technology that can sit on top of 
existing systems in order to do this already 
exists and we are now seeing newer 
systems that have this technology built in. 

Alongside benefits such as reducing 
manual entry, increasing accuracy rates 
and minimising errors, RPA allows payroll 
managers to introduce cost savings that 
will ultimately make the business more 
competitive. 

RPA will also have a big impact on 
attracting new talent to the sector, 
something that is a real challenge. You 
don’t often find new people coming into 
payroll – it’s usually people who have 
‘fallen into it’. Yet the introduction of 
automation and other new technology will 
make the sector more attractive and more 
exciting, bringing an entirely different type 
of person into the industry. 

Those currently working in payroll may 
have concerns that the introduction of 
automation will mean an end to their 
role, but while of course their roles will 
change, any fears of being ‘replaced by 
robots’ are unfounded. There will always 

be aspects of payroll that we need people 
for. Look at HR where we now have whole 
teams of HR systems specialists. If you’re 
implementing a new payroll system, 
particularly one that is powered by RPA, 
who’s going to manage it? 

The knowledge and experience that 
payroll professionals offer is never going 
to be redundant. What’s more, the 
additional time and space gained thanks 
to automation technology will provide 
them with the opportunity to play a more 
strategic role and make a real difference to 
the business they are working for. 

What’s next for payroll?
Automation in payroll is still very much in 
its infancy, but the next real advancement 
will be real-time pay. It’s something that is 
on all payroll vendor roadmaps and is set 
to be a game changer.

Real-time pay is where a payroll 
manager or employee can log into the 
system and see the payroll output in real 
time – no more lengthy payroll processes 
or waiting until a set day of the month. 
With real-time pay, you no longer have to 
press a button to run payroll, it’s already 
running in the background. 

The core benefit of this lies in the 
visibility provided to payroll managers – 
enabling them to identify if they’ve got a 
problem before they start paying people. 
For finance directors and business owners 

This is the year for payroll transformation, says Helen Armstrong, chief 
executive officer of Silver Cloud HR, who explains why this is great news 
both for payroll professionals and for employees too
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The future of payroll
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too, this visibility gives them the power 
to proactively adjust their financials up or 
down if they don’t see the figures they are 
expecting.

But it’s not just the commercial benefits 
that should interest businesses. The impact 
of real-time pay and its ability to open up 
the doors for offering ‘pay-on-demand’ 
to employees will undoubtedly have an 
impact on the financial wellbeing of the 
workforce.

According to the Chartered Accountants 
Benevolent Association, ‘financial wellbeing’ 
is about a sense of security and feeling as 
though you have enough money to meet 
your needs. It’s about being in control 
of your day-to-day finances and having 
the financial freedom to make informed 
choices that allow you to enjoy life.

Allowing employees to have more 
visibility over what they have earned as 
well as control when they are paid goes 
hand in hand with this. Giving them 
access to the wages that they have already 
earned, will play a huge part in reducing 
finance-related stress and absenteeism, 
something that is currently costing UK 
businesses around £15bn per year.

A recent study by financial wellbeing 

provider Neyber, which explored the 
spending habits and attitudes of more than 
11,000 employees and 720 employers, 
found that three in five (62%) employees 
were affected by money worries – a figure 
that translates into more than 20,000,000 
British workers across all income groups.

Introducing pay-on-demand will also 
help to reduce the need for pay advances 
and salary loans, which are coming under 
increasing scrutiny from the Financial 
Conduct Authority. These are now 
classified as consumer credit and can often 
serve to increase the amount of financial 
stress and anxiety suffered by workers.

While pay-on-demand is still perhaps an 
alien concept to many companies, it isn’t 
as scary as you might think. Businesses 
can set a number of parameters, such 
as withdrawing a percentage of pay per 
month or year or limiting the number of 
withdrawals per month. Rules can even 
be set to charge the employee for each 
transaction to cover admin costs should 

the business wish to do so.
As more and more organisations 

become aware of the possibilities that new 
technology can bring to payroll, we are 
seeing a shift in the way in which payroll 
software is selected. One of Silver Cloud’s 
core services is helping businesses choose 
the right payroll software for their business, 
and while we are used to questions 
regarding headcount suitability, compliance 
and reporting functionality, forward-thinking 
companies are now asking “how does this 
software help us meet our employees’ 
needs?”

This is clear indication of the changing 
mindsets of payroll professionals and 
there is a lot of new tech coming onto the 
market that can service this paradigm shift. 
The challenge will be for older systems to 
innovate and adapt their software to fit with 
these new demands. 

We’re looking forward to seeing how they 
respond and are keeping a close eye on 
developments. n 

...challenge will be for older systems to 
innovate and adapt their software to fit 

with these new demands

The future of payroll
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cipp.org.uk
CIPP_UK

cipp.org.uk
@CIPP_UK

Book online at cipp.org.uk/training or email enquiries@cipp.org.uk 
for more information.

This course covers:
● Outline of expenses and benefits
● Identifying the different returns for expenses and benefits
● Identifying the various schemes with which benefits are offered
● Identifying private medical treatment or insurance
● Summarising the mechanics of payrolling benefits 
● Summarising the purpose of PAYE Settlement Agreements (PSAs)
● Summarising the principles of travel and subsistence expenses
● Calculating grossing up correctly
● Demonstrate form P11D completion

Designed to give delegates clarity and confidence about how to process 

the P11D, P11Db forms, PAYE Settlement Agreements (PSA) and net to gross 
calculations.

DELIVERED VIA VIRTUAL CLASSROOM

P11D, expenses and benefits

https://www.cipp.org.uk/course/p11d-expenses-and-benefits.html


W hen asked if I would like 
to spend the day at Oracle 
Open World (OOW) in order 

to provide a report for Professional 
magazine, there was really only one 
answer: yes please. 

Best in-house payroll team
I have attended many CIPP Awards 
events and have always wondered what 
was the full story and why did a particular 
entry – and not any of the other fine 
nominations – win? So, this was my 
opportunity to find out from the winners 
of the CIPP Best In-house Payroll Team 
Award 2019. 

The story of how Sainsbury’s, in 
partnership with Oracle HCM Cloud, 
successfully delivered a migration of over 
168,000 employees in a single year was 
narrated by: Stuart Hall CIPP director; 
Paul Floyd, head of payroll, and Nick 
Hawkes, head of HR solutions, Data & 
Workforce Analytics of Sainsbury’s.

Stuart provided a brief background 
about the Chartered Institute and the 
Excellence Awards process, ending in 
an explanation of how impressed the 
judging panel had been by the scale 
of the project and the ‘awe inspiring 
journey’ travelled by the winners.

Paul explained that this was the 
first time that they had submitted a 
nomination to the Excellence Awards, 
but after a year of solid hard work which 
culminated in the successful migration 
the team believed that they had a story 
to tell about their journey.

Nick went on to explain that the 
original payroll and human resources 
(HR) systems were extremely old, 
fragmented with no single data source. 
The  very limited self-serve functionality 
provided an increasing challenge due to a 
large number of younger colleagues who 
had high expectations for IT capabilities. 
Sainsbury’s also wanted to move away 

from the traditional look of capital 
projects being resource intensive. 

When asked if they had any advice 
for others about to embark on similar 
journeys, Paul and Nick summed up 
that big challenges were overcome by 
building great partnerships between 
payroll, HR and technology as well as 
having strong support at board level.

As a final note to the panel session, 
it was revealed that on the day of the 
2019 Excellence Awards, the team also 
successfully migrated a further 20,000 
employees from Argos, demonstrating 
that they were indeed worthy winners.

The future of payroll
In the afternoon, Stuart considered the 
future of payroll.

It has been predicted that over the 
next five years many payroll professionals 
will broaden their roles significantly and 
move beyond the classic remit of payroll. 
It is further predicted that this will be 
most likely to occur in three keys areas:

 ● Reporting and the use of analytics 
to drive decisions and business 
growth – This will see payroll reporting 
evolve to include predictive analytics 
and modelling, enabling the provision 
of forward looking business support, 
in addition to the traditional reporting 
information that so typifies payroll output.

 ● Streamlining benefits management 
and assess likely cost – Many 
organisations are taking a new and 
transformative approach to pay and 
rewards, where employees are put in 
a position of being able to determine 
their own salary and benefits levels, 

with a focus on fairness and matching 
performance and contribution.

 ● Delivering intuitive and engaging 
payroll experience – Although payroll 
has traditionally turned to IT to support 
system upgrades, increasingly payroll 
together with HR are taking greater 
responsibility to manage system design 
and configuration. 

In his summary, Stuart acknowledged 
that such technological transformation 
may not be available to all payroll teams 
today, but as technological advancements 
continue such achievement is limited 
only by our imagination and willingness 
to embrace technological change in the 
same way as we do legislative change.

Stuart concluded the session by using 
a familial analogy and a topical subject to 
demonstrate how swift the development 
and our adaption of technology has 
been over recent years. Asked what the 
weather forecast predicts:

 ● Stuart’s grandfather would look out of 
the window

 ● Stuart’s father would look in the 
newspaper

 ● Stuart would look on a weather app, 
and

 ● Stuart’s son would ask Siri or Alexa.
How will Stuart’s grandson respond in 

the future? Thought-provoking indeed. n

Samantha Mann MCIPPdip MAAT, CIPP senior policy and research officer, 
provides a report of particular sessions in an interesting day 

Do you have a story to tell?
The CIPP 2020 Awards nomination 
period runs from March until July. The 
independent panel of judges work 
hard throughout August to shortlist the 
final nominees and winners, who will 
receive due recognition on the night 
of the CIPP Annual Excellence Awards, 
which are being held on 15 October 
2020 at the Celtic Manor.

As we have seen from Sainsbury’s 
– you don’t have to nominate yourself 
or your team every year, but if you 
have a story to tell we want to hear it.

...broaden their 
roles significantly 
and move beyond 

the classic remit...

A day of OOW
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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  
Email: consult@cipp.org.uk
Website: www.cipp.org.uk

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

Consult

LitE Consulting
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
Email: compliance@cipp.org.uk
Website: www.cipp.org.ukpas

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

Fully managed outsourced payroll services

Frontier Software
63 Guildford Road, Lightwater, Surrey, GU18 5SA
Tel: 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

directorydirectorydirectory
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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
● Minimises administration and infrastructure costs
● Unlimited helpdesk support from team of software experts
● Employee self service option for payslip delivery

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
Email: info@cipp.org.uk
Website: www.cipp.org.uk

The CIPP is the leading provider of education in the payroll, pensions and reward 
industries, delivering qualifications from level 3 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 
bureau service and those managing their internal payroll in-house.

Professional bodies

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

The CIPP’s 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



*as taken from a recent membership survey.

97%* of readers find every issues relevant to their role and 58% 
of readers pass their copy on to up to five colleagues

So to ensure that your  company is seen by the right people, call 
0121 712 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



The established and trusted voice for the 
payroll, reward, pensions, benefi ts and HR professions

BECOME A MEMBER:
Call 020 7940 4801
Email subscribe@reward-strategy.com
Visit reward-strategy.com/member-zone
*Correct at time of printing. One new membership per person. Visit reward-strategy.com for full terms and conditions. 

View full benefi ts at reward-strategy.com/member-zone

GOLD
•  12 month subscription to 

Reward Strategy magazine 
in print and online

• Qtax Pro calculator

•  A ticket to both the Payroll
& Reward Conference, Sept 
8-10 2020 and the Autumn 
Update, November 10 2020

PLATINUM

£1,082
SAVE £250

•  12 month subscription to 
Reward Strategy magazine 
in print and online

• Qtax Pro calculator

•  A ticket to the Payroll & Reward 
Conference, Sept 8-10 2020

£742
SAVE £155

SILVER
•  12 month subscription to 

Reward Strategy magazine 
in print and online

£165

Join the community today by becoming a member, where we’ll ensure you’re up to date with 
regulatory and legislative changes, as well as receiving practical guidance and vital expert opinions 

from respected journalists and industry leaders through our magazine, website and events

CIPP members save 40% on a
Reward Strategy Silver Membership
By choosing a Reward Strategy Silver Membership, for £99, you can waive the
registration fee when buying CIPP annual membership. Quote ‘Reward20’ upon booking.*



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

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

INTEGRATED 
Human Resources, 
Payroll and Talent 

Management   
You choose your required modules

Meet us  

on stand B80  

CIPD Festival of Work

10 th – 11 th June 2020

London Olympia
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Ceridian.com/UK

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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