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Payroll’s objective is “to pay people accurately on time”
Peter Blackhurst (1943–2021)

In the twelve months since the pandemic 
struck, our profession has been recognised as 
‘key workers’, and in the main all being done 

from home. ‘Payroll and pensions, you can’t 
do that from home’ has been the refrain over the 

years and yet overnight we did.
I hope at the end of this month (year-end permitting!) as 

we enter Easter you all get a chance for a well-deserved break. Going 
forward, who knows or can predict what the payroll and pension 
professional will look like; and whether the workplace will be a blend of 
office and home; we’ll see.

As I mention year-end (and what last minute surprises might the 
March budget bring?), it’s appropriate that I remind you of valuable 
(online!) training courses to help tackle this key time of the year. Training 
courses – such as our revamped ‘P11Ds, expenses and benefits’ 
(https://bit.ly/3tHDD5v) and our ‘Off-payroll working (IR35)’ (http://bit.
ly/3oepQiT) – are available now and continue to be very popular with 
our members. It’s also very timely to join our ‘Payroll update’ course 
(https://bit.ly/3p9rAuh) – a must-have for all industry professionals – 
with members receiving 50% off the full price.

It’s also an appropriate time to remind you of an invaluable key 

member benefit, namely: Payroll: need to know – your guide to 
UK payroll legislation and reporting for 2020-2021 (https://bit.
ly/2NhwpEo). This contains all relevant UK payroll, pensions and general 
employment items, indexed and categorised for easy reference, in date 
order to ensure you have the latest updates on any given subject. The 
CIPP policy unit produce this detailed document for your benefit so 
please follow the link and avail yourself of this resource.

I extend my personal thanks to Jason Davenport, who steps down 
as chair at the AGM on 31 March, for his support since January 2019. 
Jason’s passion and leadership skills have ably supported the CIPP, along 
with the excellent support of his board colleagues. While Jason remains 
on the board for a further year as ‘past chair’, Liz Lay commences her 
term as the new CIPP chair. I’m sure we all wish Liz well in this role.

Please note the AGM is also the time to elect two new board 
members; so please ensure you use your vote – see www.cipp.org.uk/
my-cipp/annual-general-meeting.

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

The very nature of work and staying 
connected with others is high on 
everyone’s agenda, but communication 
and stakeholder management is not just 

staying in touch and providing information. 
If you want to be seen as a key individual 

within the business and a valuable asset, knowing 
what and when to share information that will help your peers and 
seniors is a key skill. This means looking ahead (horizon scanning), 
interpreting what is happening (predictive analysis) and drawing out 
key information and actions that can be acted upon.

Mental health and well-being is a key focus for employers 
also, and payroll and pensions professionals can support further 
in the financial well-being element by ensuring the skills they 
have developed in terms of understanding workplace financial 
management and planning can be interpreted to benefit those 
you come into contact with. Is a copy of a payslip and a narrative 
for interpretation provided as part of a company induction pack for 
new employees (including apprentices, graduates etc)? This type of 
information may be very useful to receive as part of their learning 

and development.
Interpretation of case law where it impacts payroll and pensions 

– and helping employers and employees understand the effects
on their teams or departments – is also a way of taking account of
changing legislation and adding value to the organisation.

Adding value is something that I hope I have achieved as chair 
during my tenure. It has been fantastic to work with the board and 
the whole CIPP team, on developing governance, reviewing our 
education portfolio, representing the CIPP at numerous events, 
building the strategy for the future, and making key co-options to 
support that journey. Whilst critically also keeping an eye on the 
present. I look forward to supporting Liz Lay in the future and hope 
to see as many of you as possible when circumstances allow.

Stay safe and keep well.

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

Chair’s message

CEO’s message

The tributes and memories on pages 
4 and 5 reveal Peter Blackhurst as a 
charming, innovative and talented person 

who (along with those mentioned in the 
article) played a key formative role in putting in 

place the underpinnings that supported the eventual emergence of 
the CIPP. What an extraordinary and wonderful life achievement! 

The above axiomatic quote, attributed to Peter, succinctly 
encapsulates the absolute essence of our profession. 

I imagine Peter would have avidly read this issue’s articles 
on the feature topic of the future skills of payroll professionals. I 

recommend the article on page 16 which reveals a wide range of 
opinions from industry luminaries surely reflecting their roles and 
experiences. For me, compliance in paying people accurately and 
on time remains fundamental. I would be delighted to receive your 
views.

Mike Nicholas MCIPP (editor@cipp.org.uk)
Editor
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It is with much sadness the Chartered Institute learned of the death of this highly respected and 
loved founder member who played key roles in creating our professional body. The following 
obituary was compiled by Gordon Cresswell FCIPP from conversations with Trevor Lakin FCIPPdip, 
Chris Williams FCIPPdip, Peter White FCIPP, and Bryan Monkman FCIPP.

T he payroll profession was very saddened to learn of 
Peter’s passing, leaving a void in the early group of 
payroll pioneers. He had been fighting MDS, a rare 

form of blood cancer and sadly complications set in. 
As Chris Williams remarked, “Oddly I thought our 

inaugural group would go on forever”, a comment I 
understand because, although we’re not invincible, there 
was something about those early days in the eighties that 
made us feel we could change the world – we certainly 
rocked the payroll establishment and Peter was a large part 
of this.

Peter White recalls first meeting Peter in 1968 when 
both Peter B and his wife Krys worked at Hertfordshire 
County Council. Says Peter: “We renewed our 
acquaintanceship in 1980 with the advent of APSA 
(Association of Payroll Administrators) when I joined a 
number of payroll and pensions people including Graham 
Francis, Gordon Cresswell and Peter who I recall as a 
confident young man, pushing ahead with his career 
and bringing fresh ideas to the table, forming part of the 
bedrock of our fledgling organisation.”

Peter moved to Cheshire City Council then to Cheshire 
County Council where he employed Bryan Monkman in 
1975 in the pensions department. Bryan remembers, 
“Peter adopted a quite radical stance to our reorganisation 
of the department, adopting a team structure, an alien 
concept to some of the diehards.” His boss, Lawrence 
Warrell, who died last year, moved Peter back into payroll 
with the challenge to design and develop a bespoke in-

house payroll system. He was successful, and it lasted for 
over fifteen years.

I met Peter at the first meeting of what was to become 
the committee of APSA, the forerunner of today’s Institute. 
We had only broad ideas of what it would become – 
notions of representation for the payroll voice, a vague 
idea of a payroll qualification. There were about twenty 
of us, mostly strangers to each other, with Peter standing 
out charismatically with his charm and original ideas. Peter 
was never quiet, and you always knew when he was in 
the room! We became firm friends as the organisation 
progressed, often rooming together in London in interests 
of economy. Bryan recalls that Peter’s boss had allowed 
him to attend the first APSA meeting with the proviso of 
not taking on any roles. He returned the next day as APSA 
secretary! He was proud of his membership being number 
2, second only to George Powell, the Liverpudlian who 
made the first rallying call for there to be a payroll body.

The most important initiative we undertook as a body 
was to produce the first payroll qualification, a warts-and-
all product but it worked. I remember Peter coining the 
phrase that payroll’s objective is “to pay people accurately 
on time”, something so obvious but it needed to be 
stated. Another major contribution he made towards the 
qualification was to measure efficiency through payroll 
indicators – old-hat now, but back in the 1980s quite 
radical. Peter was an ideas man. He believed everything we 
did in payroll could be laid out as a formula which meant, 
when adopted, that the payroll programs could be made to 
do so much more than they had in the past.

It was during these exciting early days, as we all got 
to know each other, that I met Peter’s wife Krys, always 
supportive of his efforts and putting up with Peter going off 
with the rest of us for workshops and meetings.

During the early days Trevor Lakin met Peter and he 
recalls “I was working at Peterborough Software and was 
introduced to Peter for the production of an article for our 
local government customers. We bonded over a splendid 
lunch (quite liquid!) with discussions on music and bands 

standing out charismatically standing out charismatically 
with his charm and original with his charm and original 
ideas. Peter was never quiet, ideas. Peter was never quiet, 
and you always knew when and you always knew when 

he was in the roomhe was in the room

Tributes to

10 October 1943 – 16 January 2021

Peter 
Blackhurst 
FCIPP
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we had seen, eventually reconvening to produce the article 
– the beginning of a lifelong friendship.”

APSA was an important body in payroll’s history but sadly 
there was a schism as the decision was taken not to admit 
non-public sector members, a move with which Peter and 
I vehemently disagreed as, to us, payroll was payroll with 
common issues throughout the profession.

Trevor Lakin was refused membership of APSA because 
he worked in the private sector. “I was disappointed,” 
he said, “and I contacted Peter for advice on setting up 
a private sector payroll body which he agreed to on the 
condition that Gordon Cresswell also became part of the 
team.”

With heavy hearts Peter and I decided to join Trevor 
and form the private sector body BPMA (British Payroll 
Manager’s Association), now CIPP. Again, Peter was 
inspirational in the formation of the syllabus for the BTEC 
Diploma in Administration although he left the production 
of material largely to others, notably his friend and 
colleague Lawrence Warrell.

So it was at the second Peterborough Software 
sponsored National Payroll Conference that Peter launched 
the BPMA with his first major speech, receiving a standing 
ovation and an article in The Times, and we celebrated 
with now customary drinks. We three then worked hard 
arranging the first open meeting for all interested parties 
held in Coventry and fronted by Peter who was voted in as 
the first chairperson, a role he loved, so much so that he 
bought a personalised number plate with the letters BPMA.

It was this first presentation that inspired Chris Williams 
to join the BPMA on day one. Chris says “As a member 
of the Private Sector Payroll Group (PSPG), and having 
failed to join APSA as I was a private sector employer, I felt 
strongly that there was a need for a national joint payroll 
body.

“So, attending the second Peterborough Software Payroll 
Conference in Park Lane in 1984 I was excited to hear 
there was to be a session on exactly this. The speaker 
introducing the concept was Peter Blackhurst, who was the 
current secretary of APSA. As soon as he started to speak 
enthusiastically about the prospective new association, 
the hairs on the back of my neck started to tingle. Here 
was someone committed to forwarding the progression of 
payroll, someone who I knew from his enthusiasm could 
engage payroll professionals to join the cause.”

Chris was not the only person to be so inspired and 
over one hundred payroll people turned up for the 
inaugural meeting. Chris continues, “Asking for like-minded 

professionals to attend the first meeting in Coventry in 
1985, my hand shot up; and his belief and encouragement 
made me want to be a part of this exciting new venture. 
I am sure that the same was true for many others. Peter 
convinced us, through his talk, that there was nowhere else 
to be if you were serious about taking payroll forward.”

Recalling the early days, Chris says “I was lucky to be 
deputy chair under Peter, following his lead and I became 
chair after him. I appreciate many of you will not have 
heard of Peter Blackhurst , as he was only active in the 
formative years, but trust me he played a key part. We 
remained friends and I will miss his bubbly attitude a huge 
amount.”

Although Peter was a natural front man, only those 
of us close to him were aware of the agony he went 
through prior to a presentation. He suffered stage fright 
and normally we would arrange for his slot to be the last 
one before lunch so that he didn’t have a ruined lunch as 
well as a spoilt breakfast! His concerns were unfounded 
because as soon as he hit the lectern he went into a 
superb presentation mode. 

As the BPMA grew into the Institute Peter took a quieter 
role and concentrated on his real day job until he took 
early retirement. He loved his golf and became the seniors 
captain for his local club. Holidays and Peter just went 
together so whenever we all met up his conversation 
revolved around holidays with Krys, his children and his 
grandchildren.

For me, the one word to summarise Peter is ‘upbeat’. He 
was always positive and the last time we spoke, just three 
weeks before his passing, he was still very upbeat although 
quite seriously ill. This is echoed by Bryan Monkman, 
“Peter was always upbeat, positive and funny, even whilst 
enduring his treatment for leukaemia.”

So, it is with sadness that we pay this tribute to an 
innovative payroll professional who lightened our lives 
with humour and a charismatic presence, leaving a lasting 
legacy to the payroll profession.

The funeral took place on 12 February, at Blacon   
crematorium. Bryan Monkman attended the funeral, 
representing the CIPP.

an innovative payroll 
professional who lightened 
our lives with humour and 

a charismatic presence, 
leaving a lasting legacy 
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Congratulations to the newly accredited PAS organisations

THE CIPP’s Payroll Assurance Scheme (PAS) is designed to test 
your payroll processes in relation to payroll processing, compliance 
and the people skills and development opportunities.

One of the most important elements is ensuring business 
continuity plans are in place and effective should they be required. 
Given recent events, congratulations to all organisations that have 
achieved this accreditation and will have been able to put those plans into action.

Special congratulations to our recently accredited organisations:
 ● Bupa UK Payroll Services
 ● Willis Towers Watson
Ken Pullar, CIPP chief executive officer, said: “Never has it been more important for 

businesses to have good payroll processes, knowledge and skills that enable them to 
implement new government legislation and guidance quickly. Congratulations to those 
organisations that have recently demonstrated just that.”

The Payroll Assurance Scheme is still operating, with assessments currently 
operating virtually.

To find out how the Payroll Assurance Scheme can benefit your organisation, email 
compliance@cipp.org.uk.

CIPP
update

WE HOPE you are all looking forward to the fresh new shoots of spring and the 
new opportunities it promises. Whatever new opportunities the spring brings, we 
are here to help, so don’t hesitate to contact us: enquiries@cipp.org.uk.

 ● Price freeze – To help with these new opportunities, we’re pleased to announce 
that we’ve frozen our prices this year, so you can access our events and training 
courses at the same price as last year. We reduced the prices at the end of last 
year and these reduced prices stay around for a while longer (please see cipp.org.
uk/T&Cs/). This could be the opportunity you or your team are looking for, to take 
advantage of the great value payroll training courses currently on offer.

 ● Annual General Meeting – On 31 March we will be holding our annual general 
meeting (AGM). Paid associate, full, fellow, and Chartered members are eligible to 
vote and attend the virtual meeting, taking place at 11am via Microsoft Teams. The 
business of the AGM will be to elect directors to the board, to approve the accounts 
for year ending 30 June 2020 and to elect the auditors, amongst other business. If 
eligible, you can book your place, support the Chartered institute, and cast your vote 
online: www.cipp.org.uk/my-cipp/annual-general-meeting.

 ● Software directory – You’ll have noticed that with this issue you will find our 
annual software directory – a handy reference tool if you or your organisation are 
thinking of changing your software provider. The tables allow you to quickly review 
and compare key features at a glance and will aid your research into this business-
critical task.

 ● Payslip survey – This month also sees the launch of our annual payslip survey. 
The survey helps us to create a trends report, highlighting payslip trends, the contents 
of different payslips, how easily companies have been able to itemise payslips and 
whether helps software has needed to be implemented. To find out more and to take 
part in the payslip survey, keep an eye on your CIPP emails, our website, and our 
social media channels.

 ● P11Ds, expenses and benefits course – New opportunities bring new ideas 
and new plans. If you’re thinking of upgrading the knowledge and skills of yourself 
and your team, then our new P11Ds, expenses and benefits course could be of 
interest. Designed to ensure that those in payroll and finance can calculate and report 
accurately and with confidence: www.cipp.org.uk/course/p11ds-expenses-and-
benefits.

CIPP
update

PAYROLL ASSURANCE 
SC

H
EM

E 

of
 P

ay
roll Professionals

Th
e C

har
tered Institute 

cipp.org.uk
@CIPP_UK

For more information or to enrol:

Visit: www.cipp.org.uk/training
Email enquiries@cipp.org.uk 
Call: 0121 712 1044
Live chat with us

O N L I N E  L E A R N I N G

CPD
3 points

Off -payroll 
working 

(IR35)

Medium and large organisations 
in all sectors of the economy will 

become responsible for assessing 
the employment status of 

individuals who work for them.

Make sure you are compliant with 
the legislation with our

 
Off-payroll working (IR35) 

webinar 

and 

Off-payroll working (IR35) and 
other employment 

status considerations 
training course.

Book your 
place today

CPD
1 point

Course Webinar

|  Professional in Payroll, Pensions and Reward  |  Issue 68  |  March 2021 7

https://www.cipp.org.uk/course/off-payroll-working-ir35-and-other-employment-status-considerations.html


T he CIPP’s policy team has been 
kept busy by attending various 
forums, hosting informational 

webinars and presentations, and creating 
both news pieces and extended articles to 
keep members and the wider profession 
up to date.

Readiness for off-payroll 
working
It is widely accepted that from 6 April 
2021 the off-payroll working reforms will 
be implemented in the private sector, 
impacting any businesses classified as 
being either ‘medium’ or ‘large’ in size. 
The policy team recently hosted the 
‘BeKnowledgeable: Off-payroll working 
webinar’ and wanted to assess how ready 
businesses are for the changes, identify 
their main worries, and gauge changes 
over time.

In October 2019, when the reforms 
were due to be introduced from 6 April 
2020, the team posted a Quick Poll on 
News Online, asking “What concerns 
do you have about your readiness in 
April 2020 for off-payroll working rules?”. 
This question was also posed in the 
webinar, hosted on 19 January 2021. The 
responses are shown in Table 1.

Whereas most areas seem to be 
causing less concern (with the exception 
of communications with the supply chain), 
‘payroll obligations’ has become more 

of a worry, and continue to be the area, 
unsurprisingly, that payroll professionals 
are most conscious of.

Another Quick Poll was hosted in July 
2020, which asked “In light of the fact that 
it has now been confirmed that the off-
payroll working reforms will definitely be 
introduced from 6 April 2021, how ready 
are you for the changes?”. This question 
was also posed in the webinar. The 
responses are shown in Table 2.

Although the question was presented 
to two potentially different audiences, 
the results indicate that marginally more 
companies are either ready for or are 
starting to prepare for the reforms, which 
is a positive sign. There are, however, still 
companies that are optimistic that the 
reforms will be delayed again, but there 
has been no indication of this. So, the 
resounding advice from the CIPP is ‘start 
preparing now’.

Employer NICs holiday for 
veterans
The CIPP responded to the consultation, 
launched by HM Revenue & Customs 
(HMRC) in conjunction with the Office 
for Veterans’ Affairs, which explored 
granting businesses that employ veterans 
an employer-only National Insurance 
contributions (NICs) holiday on their 
earnings (http://ow.ly/TYKt30rtI9M). 
The government has now published its 
response to the consultation explaining 
some of the key elements of the policy, 
ahead of detailed guidance being 
provided.

The main area of interest to payroll 
professionals will relate to how the relief 
is provided in the first tax year of its 
introduction i.e. 2021/22. During the first 
year, as there is no real time information 
(RTI) solution, employers will be required 
to pay the associated employer NICs on 
the earnings of veterans and will be able 
to reclaim this from April 2022 onwards. 

MY CIPP

...‘payroll 
obligations’ has 

become more of a 
worry...

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

Policy team update
On your 
behalf
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From tax year 2022/23, a RTI solution will 
be developed.

Legislation for the relief will include a 
three-year sunset clause, from April 2021. 
The policy will be reviewed at that point 
and, if it is not fulfilling its aim of helping 
veterans into civilian employment, it can 
be withdrawn. In terms of definitions, 
the government will define a ‘veteran’ 
in accordance with criteria laid out in 
established NICs legislation and the 
Armed Forces covenant, and does not 
consider it necessary to extend the 
definition to include those who have 
only served in the Reserve Forces. 
Additionally, the relief’s availability will not 
be dependent upon when the veteran left 
the Armed Forces.

The government intends to define 
‘qualifying employment’ in line with the 
approach put forward in the consultation 
document but will ensure that veterans 
are not restricted for qualifying for the 
relief if they have previously served in the 
Armed Forces and then re-joined. The 
relief will be available for a period of their 
first twelve months of civilian employment 
every time they leave HM Armed Forces.

At the time of writing, further guidance 

is awaited, which will be published by 
HMRC prior to April 2021, confirming the 
information and records an employer will 
need to keep and retain for qualifying 
employments relating to tax year 
2021/22. The types of evidence that can 
be used to determine a veteran’s eligibility 
will also be provided.

CJRS: publication of employer 
names
HMRC has confirmed it is publishing the 
names of employers that have utilised the 
coronavirus job retention scheme (CJRS) 
for periods from 1 December 2020. 
Initially, employer names were published 
on 26 January 2021 (http://ow.ly/
cWQL30ruxSx), with additional information 
being provided in February, including the 
value of claims (within a banded range) 
and the company registration numbers. 

Names are to be published on a monthly 
basis.

HMRC has confirmed that the details of 
employers demonstrating that publication 
of their name would lead to a risk of 
violence or intimidation to individuals, 
or anyone living with them, will not be 
included. There is an online application 
form (http://ow.ly/Izv730rtIRN) for 
employers in this position to complete. 
Details will not be published before HMRC 
makes a decision on the case, and the 
employer will subsequently be notified of 
it. Employers must submit the application 
forms themselves and must not utilise an 
agent to submit the form on their behalf.

Employees also have the ability to 
check if a CJRS claim has been made 
on their behalf through their online 
Personal Tax Account, from February 2021 
onwards. It is hoped that this will prevent 
‘furlough fraud’, which unfortunately was 
prevalent under the previous version of 
the scheme. This could involve businesses 
encouraging employees to carry out work 
whilst claiming furlough pay for them, 
or claiming for employees who do not 
qualify, or claiming too much in relation to 
an employee. n

...for a period of 
their first twelve 

months of civilian 
employment...

Policy hub

Visit  cipp.org.uk/events/events-calendar, to book your 
place and find out more.

Launch date
27 April

BeConnected: National Forums
Delivered by our policy officers, Gemma Mullis and Lora 
Murphy, these BeConnected: National Forums are the 
perfect way to understand how recent changes will affect 
your and your team’s day to day roles.

We’ll keep you up to date on any changes and updates 
revealed in the March 2021 budget and also tell you how 
you’ll need to implement and process these changes.

Now open to all current CIPP members.  

 
   Additional dates:  6 May, 12 May, 20 May, 26 May.

cipp.org.uk @CIPP_UK
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MY CIPP

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

Q. A company is looking to make 
some employees redundant. There is a 
dispute as to whether an employee in 
question would be eligible for statutory 
redundancy pay due to their start 
date. They commenced employment 
1 September 2019 and are due to be 
made redundant 31 August 2021. Can 
you advise?
A: Length of service for redundancy 
calculations are based on complete years 
of service. From the dates provided, these 
employees have been employed for a full 
24 months; therefore, they are entitled to 
redundancy pay.

For reference, HM Revenue & 
Customs (HMRC) provides an online 
calculator where details of age, start date, 
redundancy date and weekly salary can be 
entered to find out how much statutory 
redundancy an employee is entitled to: 
https://bit.ly/3oW3Me8.

Q. Is a period of incapacity for work 
(PIW) linked to an earlier PIW if the 
time between them is less than eight 
weeks? If so, is statutory sick pay (SSP) 
payable from day one?
A: You should link PIWs and treat them 
as one PIW if the gap between them is 
eight weeks (56 days) or less. If all three 
waiting days have not been used in the 
first PIW, use any remaining waiting days 
at the start of the next or series of linked 
PIWs.

A PIW is a period of sickness lasting 
four days or more in a row. All days of 
sickness count towards the total number 
of days in a PIW, including: bank holidays, 
weekends, non-working days.

If the period of sickness is less than 
four days in a row there is no PIW and 
you do not need to do anything.

SSP is not payable for the first three 
qualifying days in a PIW.

HMRC provide guidance on manual 
SSP calculations along with the rules 
surrounding both SSP and PIWs: https://
bit.ly/3iowOR6.

Q. When will statutory maternity pay 
(SMP) commence for an employee 
whose baby is born mid-week and has 
previously been on furlough leave and 
pay? Also, does the calculation of the 
average weekly earnings (AWE) differ 
where furlough pay has been applied?
A: Child-related statutory leave can start 
on any day of the week but can only 
be paid in completed weeks. Where an 
employee works up until the birth, the 
leave and pay must commence on the 
first day after the birth of the baby.

AWE is usually calculated based on all 
payments made in the reference period, 
which is the eight-week period before the 
qualifying week.

Due to Covid-19, a temporary rule 
was introduced to protect employees on 
furlough leave where their AWE calculation 
is lower due to the pay received whilst 
on furlough. In this situation, employers 
would base the AWE calculation on the 
pay the employee would have received, 
had they not been on furlough.

HMRC provide guidance on how 
to manually calculate an employee's 
payments for SMP: https://bit.ly/3bP5RER.

How to establish the earnings 
employees may have received had they 
not been furloughed is a contractual 
matter, and there is no formula to assist. 
Whatever calculation an employer may 
choose to use must be justifiable should 
HMRC carry out an investigation.

Q. An employee is currently living in 
Romania on a temporary basis but is 
working for the UK-based company 
and being paid through the UK payroll. 

There is no business presence in 
Romania. The employee has been in 
Romania for 107 days so far. What 
certification is required from HMRC 
in relation to their class 1 National 
Insurance contributions (NICs)? Is 
there anything from a tax perspective 
required for payroll purposes?
A: If an employee is working temporarily 
in the EU then they must get a certificate 
from HMRC to exempt them from 
Romanian social security. Social security is 
usually paid in the country in which duties 
are performed.

Ideally all applications should be 
submitted prior to the employee 
departing the UK. Form CA3822 
must be completed. HMRC will then 
issue a certificate to ensure payment 
of UK NICs continue. HMRC provide 
guidance on which country's social 
security contributions to pay: https://bit.
ly/2LGudG8.

With regards to the tax position, an 
employer would have to refer to the 
relevant double taxation treaty (DTT) 
the UK has in place with the country. 
Most DTTs require an employee to be 
present in the overseas country for 183 
days before double taxation arises. This 
would mean that an employee would 
continue paying UK tax until their overseas 
presence exceeds 183 days. When 
dealing with globally mobile employees, 
it is advisable to speak to a tax advisor to 
deal with any complexities that may arise 
from overseas employment.

HMRC provides guidance on DTTs: 
https://bit.ly/3iqrQ6d.

Q. A company is looking at introducing 
a scheme wherein employees can 
purchase extra holidays (not using 
a salary sacrifice arrangement). The 
deduction will be a gross deduction 
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Policy hub

therefore saving the employee tax and 
class 1 NICs. What advice can be given 
in relation to this kind of arrangement? 
Would it be classed as a flexible benefit 
arrangement and would it impact 
the national minimum wage (NMW) 
calculation?
A: If employees were having the entire 
cost of their holiday purchase deducted 
in one payroll period, then this would not 
be a salary sacrifice arrangement; it would 
be treated as unpaid leave. This would not 
reduce the employee’s pay for minimum 
wage purposes as the employee’s working 
hours and salary would be reduced in the 
month in which the leave is taken.

However, if an employer is contractually 
agreeing with employees to reduce their 
salary by an amount of holiday purchase 
over several months, then this would be 
regarded as a salary sacrifice arrangement 
as it is a change to the employee’s 
terms and conditions of employment. 
The holiday purchase would reduce 
the contractual wages of the employee 
and would therefore affect the NMW 
calculation. HMRC guidance does state 
that no salary sacrifice arrangement should 
lower an employee’s wage below the 
minimum and that the employer must 
have checks in place to safeguard the 
minimum wage.

Holiday purchase is one of the benefits 
that does not fall under the optional 
remuneration arrangements rules.

Q. With regards to HMRC’s coronavirus 
job retention scheme (CJRS) guidance 
update from November 2020 in relation 
to notice pay, does this only apply to 
redundancy notice?
A: The update in the CJRS guidance 
relates to all types of contractual 
and statutory notice periods. From 1 
December 2020, employers are not 
able to use the CJRS to claim served 
contractual or statutory notice periods. 
This includes redundancy, resignation, and 
retirement notice periods.

It is important to note that a payment in 
lieu of notice (PILON) cannot be claimed 
under the rules of CJRS as it would 
be classed as a termination payment. 
Termination payments have always 
remained outside the remit of the CJRS.

Q. An employee has sadly passed away 
and the employer wishes to make a 
payment to the family to assist with 

funeral costs. How should this payment 
be treated for the purposes of tax and 
NICs?
A: Under section 406 of the Income 
Tax (Earnings and Pensions) Act 2003 
(https://bit.ly/2XSeera), a tax-free 
payment can be made on the death or 
permanent disability of an employee. 
These types of payment are not subject 
to NICs.

Q: Can an employer split a payment for 
redundancy over tax years so that the 
employee can make use of the new tax 
allowances in 2021/2022?
A: Page EIM42290 in HMRC’s 
Employment Income Manual (https://bit.
ly/3sJ6fen) states that money earnings 
are treated as received for assessment 
purposes, and paid for PAYE purposes on 
the earliest of the following:

 ● when a payment of earnings is made or 
when a payment on account of earnings 
is made

 ● the time when a person becomes 
entitled to payment of earnings or a 
payment on account of earnings.

An employer would not be able to 
delay part of the payment to the next 
tax year to allow an employee to take 
advantage of any new tax thresholds; 
this could be interpreted by HMRC as tax 
avoidance.

An employer could agree with the 
employee to split the net value over 
several months, provided there is a written 
agreement in place.

Q: A company is conducting interviews 
over the coming weeks. To give 
financial assistance to the interviewees, 
the company have agreed to pay their 
travelling expenses. How should these 
be treated for tax and NICs purposes?
A: The interviewees are not employees so 
any payments made to them will not be 
subject to tax and NICs, as directed under 
section 62 of the Income Tax, (Earnings 
and Pensions) Act 2003 (https://bit.
ly/3qpMN46). n
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SCHEME

DON’T WAIT UNTIL 
IT’S TOO LATE

Can you afford penalties of up 
to £10,000* per day for non-

compliance? 

Make sure your people and 
processes are working, and get 
ahead of any nonconformities 

before they become a problem.

*correct at time of publication

https://www.cipp.org.uk/best-practice/pas.html


How did you start your payroll 
career?
After leaving school I decided to go 
into nursing. The careers advisor had 
recommended a career as a speech 
therapist so I thought, if nursing didn’t 
work out, I could attempt that; but I didn’t 
know what to do whilst waiting for the 
next year’s intake of student nurses. After 
replying “maths” to my careers advisor 
asking what I liked doing, next thing I was 
working in the local hospital as a wages 
clerk collecting and totalling hours on the 
nurses’ timesheets. I enjoyed ‘wages’ so 
much I forfeited my nursing career and 
stayed – 36 years later I am still working in 
‘wages’. I fell into payroll, fell in love with it, 
and stayed.

To get the job I sat a maths and English 
test and that was it. I learned my skills on 
the job as many older payrollers will be 
familiar with. I have attended so many 
courses over the years, I have lost count.

How did you move into policy 
and advisory?
I was working incredibly long hours, my 
work-life balance was non-existent, and 
I wanted to spend time with my loved 
ones and enjoy other interests. A job 
in the CIPP’s Advisory team came up; I 
applied, and here I am. I am still part of the 

profession I love, able to study and impart 
my knowledge to members – and my 
working hours suit my lifestyle perfectly. It’s 
a win-win situation, and I am fortunate to 
have been given the opportunity.

Being promoted to advisory team leader 
has given me a big sense of achievement.

How do you feel when you have 
made a positive difference to 
someone through your advice?
It’s a fantastic feeling knowing that you have 
answered and helped solve a member’s 
query. The relief in their voice or that ‘thank 
you so much for your help’ in a return 
email gives immense satisfaction knowing 
I have helped a fellow payroller resolve an 
issue.

The additional stress placed upon 
payrollers this year has been incomparable 
to anything I can remember in 36 years. 
If our team has been able to relieve their 
worries in any way, that gives immense 
satisfaction and pride in the jobs we do.

The role of advisory team member 
requires a good understanding of payroll 
legislation, a clear head, an excellent sense 
of humour, and being both a good listener 
and a good speaker.

Tell us about a typical week as an 
advisory team member?
It is a nonstop treadmill from 9 to 5. We 
have regular team chats to discuss any 
unusual queries that come in as each of us 
have areas of expertise in different fields of 
payroll legislation. The policy team provide 
updates on any forthcoming changes, 
enabling us to study the material and 
prepare for any queries we receive.

Furlough however has been an 
enormous challenge for us as the rules 
have changed with such pace. We have 
depended upon each other and the policy 
team for guidance and support dealing with 
the queries. We wouldn’t have got through 

these past months without the support of 
one another and I cannot thank the team 
and the policy team enough, as it has been 
one crazy year. The number of queries we 
have dealt with have increased by 54% 
from April to November compared to the 
same period in 2019, which indicates the 
pace at which we have been working. 2020 
is a year every payroller will never forget.

If payroll does not get acknowledged as a 
recognised profession after all our members 
have achieved with great sacrifices at times, 
then I think a government petition will be 
the next step.

What techniques and sources 
do you use to provide detailed 
accurate answers?
Referring to legislation and translating that 
into layman terms. Understanding why you 
have to carry out a certain task to remain 
compliant is beneficial to all payrollers. 
Better understanding leads to less 
confusion and improved processes within a 
payroll team.

To keep up to date with general 
legislation requires reading, writing guidance 
notes for myself and my team, regular 
meetings with policy, and directing queries 
to HMRC for clarification. I am constantly 
studying and learning even after all these 
years in the profession. I maintain my own 
payroll compendium with links to all payroll 
legislation for ease of access.

What’s the most interesting 
fact you have ever heard about 
payroll?
Recovery of an overpayment of wages; 
section 14 of the Employment Rights Act 
1996 means an employer has the right to 
deduct an overpayment even if there is no 
agreed deduction clause in the employee’s 
contract. Considerations have to be made 
of course, but this was a very interesting 
topic. n

Spotlight on...

Lorna Nicholls ACIPP
CIPP’s payroll 

advisory team leader 

MY CIPP
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CHARLES BUTTERWORTH APPOINTED AS MANAGING DIRECTOR 
LEADING BUSINESS solutions and software provider for mid- to large-sized organisations, The Access Group, has 
appointed Charles Butterworth as managing director of its Access People division to lead the human resources, 
payroll, learning and development and compliance teams and solutions. Butterworth’s role will include further 
integration of recent company acquisitions into the Access People business for the benefit of customers, partners 
and employees.
 Charles Butterworth, who recently was managing director with responsibilities extending across data, analytics 
and software business for Experian UK & Ireland and EMEA, commented: “I am delighted to be joining The 
Access Group at such an exciting time in the development of the business. The team at Access and the 
capabilities of the Access People division are world class and I am particularly impressed by the opportunities for 
the business in the years ahead.”

Chris Bayne, chief executive officer at The Access Group said: “Charles brings exceptional experience in 
growing ambitious organisations and is an accomplished leader of large teams across multiple locations and disciplines.”

SO LONG, FAREWELL…
COLIN JACKSON ACIPP has retired from his role as a CIPP Payroll Assurance Scheme assessor. Colin was part of 
the team that merged the CIPP’s Payroll Assurance Scheme and the Payroll Quality Partnership which ensured 
that the service was right for the clients. 

Colin’s professional contribution has been invaluable to the PAS standard, supporting new assessors and has 
helped numerous organisations achieve success.

The CIPP extends its thanks to Colin for his valuable involvement to the processes and procedures. 

cipp.org.uk @CIPP_UK

Visit cipp.org.uk/study, email enquiries@cipp.org.uk or call 
0121 712 1044 for more information.

Certificate in Pensions 
Administration 

CPD
15 points

CAN YOU AFFORD FINES OF £10,000* A DAY FOR NON-COMPLIANCE?

The Certificate in Pensions Administration has 
been developed with pension practitioners to 
ensure that it meets the needs of the industry. 

It provides payroll and pension staff with 
relevant training so businesses can 
safeguard against the financial risk for 
non-compliance.

*correct at time of publication

Movers
Shakers

To appear on this page 
contact editor@cipp.org.uk
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Tell us a little about your 
background and life so far?
I’m originally from Essex but moved 
to Devon thirteen years ago with my 
husband. We have two dogs which we like 
to take for walks on the moors when it’s 
not raining too much.

What can you tell us about your 
career and qualifications?
I completed my GCSEs and A-levels but 
didn’t go to university as I never really knew 
what I wanted to do. I have had a varied 
career, but I have always been drawn 
towards an administrative role as I have a 
natural ability to organise things. Like many 
people, I didn’t set out to work in payroll, 
but found it is a role that suits my character 
very well.

Why did you choose to study the 
Foundation Degree?
When I started working for my current 
company, they offered me the chance to 
complete the Foundation Degree. I felt it 
was something that could only benefit me, 
so I gladly accepted the offer.

How did you find the 
qualification?
Time-consuming and rewarding. I did have 
to devote a lot of my free time to studying 
but it was definitely worth it. I found the 
topics both interesting and challenging and 
they definitely broadened my knowledge 
and increased my confidence at work.

What advice would you give to 
others who are thinking about 
studying in order to improve 
their career?
It’s a lot of work, so you need to be 
committed and prepared to give up your 

evenings and weekends, but it’s definitely 
worth it when you complete the course. If 
you can get some support from your family 
members, that will be invaluable. I am 
grateful both to my husband for helping 
me revise and doing a lot of the cooking 
whilst I was busy studying, and to my mum 
for proof-reading my assignments.

How did you manage the work-
life balance and your study? Do 
you have any tips for others in 
the same position?
I think being organised helped me a lot. 
During my second year, I got married and 
moved houses at short notice without 
missing any deadlines or taking time off 
work. I had a lot of support from my family 
which was a massive help, and I made 
a lot of ‘to do’ lists so I knew what I had 
to do and when. I didn’t have much of a 
social life though.

What would you say is the most 
important thing you learnt?
Everything! The modules are quite varied 
and focus on topics that apply to the wider 
business as well as processing a payroll so 
you gain a multitude of different skills that 
you can put in to practice on a day-to-day 
basis.

What did you gain from this 
qualification – both in terms 
of skills and also career 
progression?
It gave me a lot more confidence within 
my current role, so I feel much better-
equipped to deal with any situations that 
are out of the ordinary. You learn to do 
a lot of research for yourself which was 
invaluable when the furlough scheme was 
introduced. n

Diary of a student…

Harriotte McNamara MCIPPdip,
payroll administrator,
Gregory Distribution Ltd.
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For more information:

Visit: www.cipp.org.uk/training
Email enquiries@cipp.org.uk 
Call: 0121 712 1044
Live chat with us

Learn how to process a number 
of common termination packages 

correctly, from redundancies to 
contractual breaches, retirement 

and death-in-service. 

Visit 
www.cipp.org.uk/training

to find out more

O N L I N E  L E A R N I N G

CPD
3 points

Termination 
payments

https://www.cipp.org.uk/course/termination-payments.html


W orking from home affects 
us all differently and no two 
employees will have the 

same experience – which can make it 
difficult to know how to improve your 
own situation. With millions in the UK 
working from home, it is more essential 
than ever to prioritise wellbeing. From 
managing motivation and mood to lack 
of social interaction and a blurring work/
life balance – working remotely during 
a global pandemic is not easy. Through 
extensive research and an ongoing 
dialogue with employees, Steelcase has 
developed strategies for both employers 
and employees to put wellbeing into focus 
(http://bit.ly/37wlkXo)..

Maintain meaning and connection
It can be easy to feel untethered and lost 
in the current working climate. With such 
significant global events taking place, there 
is a risk that work can begin to feel less 
meaningful. When individuals lose their 
sense of purpose, they typically experience 
reduced productivity and engagement as 
well as a loss of happiness and wellbeing. 
Business leaders need to make sure that 
employees feel their work has value and 
facilitate meaningful interactions between 
individuals and teams to boost motivation 
and energy levels.

The transition from seeing colleagues 
every day to working alone can be jarring. 
Our social circles have gotten smaller, and 
while we may still be communicating with 
primary contacts, we’re missing out on the 

secondary and tertiary networks of people 
with whom it’s easier to connect in the 
office. It’s important to stay connected. 
Social touchpoints – which can even be 
as simple as sharing a coffee over video 
call – help to keep us present and stave 
off loneliness.

Science and self-awareness
Self-awareness and reflection are critical 
skills in maintaining good mental health. 
Based on brain science, we know 
reactions like anxiety, loneliness or anger 
are natural and driven by chemical 
responses. In fact, the brain processes 
change in a similar way to grief and loss, 
and people experience these in unique 
ways. By registering early symptoms of 
stress or anxiety, people can take steps 
to counteract these feelings before they 
become overwhelmed. Develop strategies 
to detect and diffuse your potential 
stressors as early as possible – and reach 
out to support colleagues as well.

Thinking physical
Along with mental health, physical 
wellbeing is also at risk while we can’t 
be in the office. According to one study, 
those working from home sit for an extra 
two hours on average, compared with 
those working in an office. While it can 
be difficult to remember to get up and 
move throughout the day, try scheduling 
movement whenever you can. In addition, 
change postures as much as possible. 
Remember, ‘Your best posture is your next 

posture’.
In addition to activity, equipping people 

with the right tools is also important for 
physical wellbeing. Whether employees 
are in the workplace or at home, tools 
such as an ergonomic chair, separate 
keyboard and mouse, and additional 
monitor are some of the necessities for 
maximising work processes. Without 
these tools, employees can suffer from 
neck strain, lumbar problems, and other 
injuries.

Performance over presence
Unfortunately, remote working can be an 
obstacle to transparency, an important 
characteristic of success. Trust plays an 
important role here, and employers need 
to create a climate in which employees 
feel empowered to work autonomously. 
It is also helpful to ensure clarity about 
performance expectations and what will 
be necessary for success or productivity. 
This is critical in helping teams to measure 
the quality of their work, rather than the 
hours they spend on it.

Work/life navigation can also be a 
challenge with remote work. The longer 
we work at home, the more the lines 
between work and home blur – which 
can make it difficult to turn off at the 
end of the work-day. To reinforce these 
boundaries, create physical separations 
between ‘home’ and ‘work’ spaces where 
possible, both visually and acoustically. 
This separation will significantly contribute 
to wellbeing.

Overall, the pandemic has caused 
obstacles for wellbeing, but it is possible 
to thrive. Our lessons learned through the 
pandemic can help us grow and improve 
over time. n

...detect and diffuse your potential 
stressors as early as possible – and 
reach out to support colleagues...

Dr Tracy Brower, PhD sociologist and principal with Steelcase’s Applied 
Research + Consulting, outlines strategies

Ways to prioritise 
your wellbeing while 
working from home

PERSONAL DEVELOPMENT
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C onsulting has changed a bit 
over the last twelve months or 
so, especially with the delayed 

introduction of IR35 in the private sector. It 
is assumed that consultancy referred to in 
this article is outside scope of IR35.

There are loads of myths surrounding 
consultants and many of these statements 
have made me smile over the years, 
including the following which I’ll return to 
later:

 ● consulting is what to do if you’re out of 
work

 ● consultants get to keep all the £s they 
make

 ● consulting is glamorous
 ● consultants go to exotic places
 ● consultants are their own bosses
 ● consultants have no personal life.
Most of the above are partly true, but 

before you consider embarking on a career 
as a consultant it’s only fair you see the full 
picture.

Why be a consultant?
You could be consulting for a large 
organisation and want to start your own 
business or maybe you are a bit of an 
entrepreneur and want to start your own 
consultancy practice? Perhaps you’ve 
retired and want to continue to offer your 

payroll expertise in a part-time capacity. It 
could be that you are currently looking for 
your perfect permanent role, but until that 
comes along you’ve decided to do some 
interim work. Another way of trying out 
consultancy is by doing some small projects 
in the evening or during your weekends 
to earn some extra money. Whatever the 
reason, you must always remember that as 
well as doing the consultancy projects, you 
will also have to administer your business, 
including sales, payroll, marketing, email 
communication, accounts and all the other 
tasks that are involved when running your 
own business.

Is consulting right for you?
Once you have your goal, then you need to 
really look at your skills and experience and 
consider whether consultancy is right for 
you. Consider the following.

 ● Do you have the entrepreneurial spirit?
 ● Are you self-disciplined and can maintain 

focus?
 ● Are you astute in business issues?
 ● Are you willing to work hard and make 

sacrifices for your business?
 ● Have you got good communication skills: 

listening, writing and speaking well?
 ● Are you convincing, confident, influential, 

credible?

 ● Do you have good salesmanship, and 
are you a good negotiator?

 ● Are you analytical, and quick to frame 
issues?

 ● Are you good at facilitating meetings?
 ● Can you bring/add/generate value, rather 

than just perform tasks?
 ● Are you diplomatic?
 ● Do you have a sense of humour?
If you can answer ‘yes’ to all of these 

questions – and you are self-assertive 
– you may be ready! But, are you ready 
financially?

This is one of the difficult things you 
need to be brutally honest about. How long 
could you make it with no income? Do you 
have enough savings to live for six months 
or a year? Could you manage when there 
are dry spells and no work? Are you deeply 
in debt now? How is your credit? What if 
you get sick? These are really important but 
very difficult questions to answer, so it’s 
crucial to be honest with yourself and be 
realistic.

Getting started
There are a few options in the UK when 
starting your own business including being 
a sole trader, partnership or having your 
own limited company. The GOV.UK site 
has some valuable resources to help you 
choose which option is best for you, so I’m 
not going to recommend as it really does 
depend on a lot of factors.

Start with a business plan which 

...loads of myths surrounding 
consultants...

Eira Hammond ChFCIPPdip, independent consultant and payroll 
headhunter, Eira Connect, part of Eira Consulting Limited, addresses the 
issues of whether being a payroll consultant is right for you

Starting your 
own business
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should include: company overview, 
structure, values, services, your specialty 
or niche experience, and your credentials, 
references and awards. These are the 
things that will drive your market research 
and help you decide on your target market, 
and how you are going to achieve your 
projected sales.

Once you have your company set up 
it’s time to start marketing yourself to find 
your first contract. It would be good to have 
a unique brand, so a logo and business 
card are good tools to have but it’s nice not 
essential to invest in a business website. 

Other ways to market yourself could 
include:

 ● speak at industry events
 ● write articles, newsletters in magazines 

or Linkedin
 ● build relationships
 ● obtain testimonials
 ● network regularly
 ● social networking
 ● attend – even display – at trade shows 

or exhibitions
 ● serve on committees, and volunteer at 

events.

Your first contract
All contracts require a proposal, which 
could also be called a statement of work 
or contract agreement. This will generally 
be a summary of your agreement that 
defines the project objectives, outlines 
the timing, states the accountability, 
the conditions of work, hours and fees 
etc. It’s also good practice to include 
measurements for progress, a high-level 
timeline, methodology – an outline of 
steps, objectives, terms and conditions and 
acceptance – and sign-off.

Part of the proposal will include details 
of your fees – the most difficult thing of 
all to set. You need to establish your value 
or worth so think about your expertise, 
experience, talents and skills. How much 
competition is out there going for the same 
roles as you? Sometimes pure survival gets 
in the way and consultants end-up offering 
to do work at a lower rate than they’d like 
just to guarantee getting the contract. In 
my own experience, I try to judge setting 
the fees based on the type of work 
being undertaken; so, the more complex, 
pressurised and high level the role, the 

higher the fee – but generally fees should 
be up for negotiation.

Administrative tasks
There are many administrative tasks to 
complete during the set up and running 
of your consultancy business. Insurance 
is the most critical to get in place before 
you start your first contract. In the UK, the 
recommended insurances for independent 
consultants are professional indemnity 
and public and products liability, both up 
to £2,000,000. These will generally cover 
you for negligence, in case you fail in duty 
of care to your client, offer incorrect advice 
or make a mistake in your work. Public and 
products liability is useful if you are likely 
to meet customers in the public domain; 
indeed, some customers ask for both of 
these insurances to be in place.

You may also wish to purchase some 
health insurance to cover you should you 
be unable to work due to ill health, as a 
consultant will generally not receive any 
sick payments from the customer.

As well as insurances, you may wish 
to consider the services of an accountant 
to support you with running the financial 
side of your business, and even running 
your payroll. Don’t forget you will be 
very busy being a consultant, marketing 
yourself and keeping up your learning and 
personal development, so it may be a good 
investment to get someone to support with 
this area of your business to allow you to 
concentrate on working full-time.

Work location
With the constant legislative updates and 
rules around working in an office, the life 
of a consultant is considerably different to 
where it was a year ago. Most interviews 
are being held remotely, and most workers, 
including consultants, are working from 
home.  

Dedicating a formal office space in your 
home will help ensure you can leave the 
office and close the door as you would if 
you were in an office location. If you have 
to rely on a corner of a room, this will also 
work, but if you have family using the same 
space you will need to ensure you can 
work uninterrupted; it’s important to show 
you are professional at all times, and that 
includes on Zoom calls!

Next steps
When taking regular contracts, it’s important 
to keep learning and improving. If you are a 
member of the CIPP you have to maintain 
continuing professional development, 
so attending webinars, conferences and 
reading magazines etc all help. But if you 
want to consider increasing the scope 
of the consultancy services you offer to 
customers, perhaps you could think about 
some specialised training, such as project 
management, leadership training, sales 
skills or some further technical training, 
perhaps in one or more of the payroll 
systems currently utilised in the UK. Many 
contract roles ask for expertise in different 
systems, so that would be something useful 
to consider. n

Summary
In response to those statements at the 
beginning:

 ● Consulting is what to do if you’re 
out of work – Well, only if you have the 
skills and the financial backing to make it 
work.

 ● Consultants get to keep all the £s 
they make – If you’re a limited company 
you are still on the payroll for your 
company and are liable for the usual payroll 
deductions, plus VAT and corporation tax, 
and payments to yourself to cover when on 
holiday and sick.

 ● Consulting is glamorous – Yes, some 
of us have been lucky to stay in beautiful 
hotels with room service, executive lounges 
and spa facilities from time to time, but we 
have also lived in tiny, crummy bedrooms 
in hotels in dark city streets, with no room 
service for weeks on end with limited 
internet.

 ● Consultants go to exotic places – 
Yes, some of us have had the opportunity 
to travel around the world with consultancy 
roles and see some fabulous places, but 
these opportunities are rare!

 ● Consultants are their own bosses 
– In terms of paying yourself through your 
limited company payroll, then yes, but you 
are still ‘in employ’ with a customer and are 
usually bound by the organisation’s policies 
and management.

 ● Consultants have no personal 
life – That depends on how much you 
choose to work in your own time. It’s easy 
to get bogged down working long hours, 
especially if you’re working from home 
or stuck in hotel rooms, or if you have 
meetings across different time zones.

...think about some specialised 
training...

Starting your own business

|  Professional in Payroll, Pensions and Reward  |  Issue 68  |  March 2021 17



T he urgent challenges the 
pandemic has thrown at the 
payroll profession mean minds 

have been very much focused on 
the present. But there’s no escaping 
the future, and payrollers need to be 
prepared for whatever it might bring. 
But what are the key skills that will be 
needed going forward?

To find out how the future looks for 
the profession, I spoke to these leading 
players in the industry:

 ● Elaine Gibson MSc ChFCIPP MCMI 
FHEA, director of people and quality, 
Dataplan

 ● Lou Gray ChMCIPPdip, manager, tax 
ACR, Ernst & Young

 ● James Paton, UK payroll delivery 
manager, Activpayroll

 ● Nick Phillips ChMCIPPdip, ESC 
HR/payroll developments manager, 
Employee Service Centre

 ● Polly Sinclair MSc FCIPPdip MSET, 
payroll apprentice tutor, West Suffolk 
College

 ● Dr Sue Smith EdD MA BEd FHEA 
FCMI Cmgr Assoc CIPD ACIPP, CIPP 
education director

 ● Karen Young, director of Hays 
Accountancy & Finance.

Which skills specific to payroll 
should professionals in the industry 
look to develop to future-proof their 
careers?
Elaine Gibson: Technical skills are 
still very much key. Okay, so we have 
sophisticated systems that can churn 
out payslips but they are only as good 
as the data input. It is vital that payroll 
professionals understand why they are 
inputting information and its impact; 
otherwise, how can they complete the 
exception report, checking to ensure the 

payroll is as accurate as it should be? 
Employees will always have pay queries 
and they will require a full explanation 
of how that net pay was calculated. This 
ensures you can give your customers 
(employees or clients) peace of mind 
that you know what you are talking 
about, that you are an expert. Under 
technical skills I also include Excel, which 
is important for data analysing – edging 
towards the need for advanced level. 
However, this will depend on how 
intuitive your software is but there will 
always be a need for this skill.
Lou Gray: We need to be familiar 
with a variety of software platforms 
beyond standard office software 
such as Microsoft Office and Excel, 
gaining experience with dedicated 
payroll platforms. The future of payroll 
will evolve to become a world less 
entrenched in process and more 
concerned with strategic thinking and 
data management. Eventually, all payroll 
departments will possess platforms 
that incorporate AI, machine learning, 
robotic process automation and self-

An undervalued skill is the discipline 
required to read and ingest the 

abundance of legislative material...

Jerome Smail, freelance journalist, presents the views of seven industry 
luminaries

Future skills of 
payroll professionals

PERSONAL DEVELOPMENT

|  Professional in Payroll, Pensions and Reward  | March 2021  |  Issue 6818



service functionality. The daily tasks 
will increasingly be automated, while 
interactive chatbots and digital assistants 
will manage enquiries.
James Paton: It is important that payroll 
professionals have a good level of IT 
knowledge and skills as these are key 
to a successful career in the industry. 
As technology continues to advance 
and payroll headcounts continue to 
grow, payroll professionals should push 
themselves to keep their technical skills 
continually up to date. It is extremely 
important in the payroll profession 
that individuals have a keen eye for 
detail; this is a skill that should always 
be possessed and not be overlooked. 
The more this skill is utilised, in both 
work and daily life, the higher the 
accuracy levels will be when completing 
calculations, payments and deadlines.
Nick Phillips: A focus on compliance, 
quality-checking and the ability to 
self-audit rank highly among the 
pre-requisite skills required by the 
modern payroll professional. Increased 
automation may liberate time previously 
spent arranging input of timesheets 
or other laborious tasks, but this will 
quickly be replaced with the need to 
ensure systems and processes remain 
compliant with an ever-changing 
legislative landscape. An undervalued 
skill is the discipline required to read 
and ingest the abundance of legislative 
material produced by HM Revenue & 
Customs (HMRC), central government 
departments and industry publications. If 
I were to flag three specific areas where 
payroll professionals should focus their 
continuing professional development, 
it would be pensions, benefits in kind, 
minimum wage compliance. These are 
areas of increased regulator/HMRC 
scrutiny, and therefore present potential 
pitfalls for your organisation.
Polly Sinclair: I think that one of the 
most important skills for professionals 
is learning how to develop themselves 
effectively to move from what is 
traditionally quite a reactive profession 
into a proactive one. Over the last year 
we have seen how important payroll as 
a profession is and the industry needs 
to ensure that it takes advantage of this 
rather than sinking back as a behind-the-
scenes, back-office function. I believe 
when calculations around CJRS are 
audited and businesses are questioned, 

it will be evident that those who are 
properly qualified and committed to 
remaining up to date are invaluable in 
supporting the government in enforcing 
whatever legislation they enact, be 
it furloughing, minimum wage or tax 
avoidance schemes.
Dr Sue Smith: The increased integration 
and closer working between payroll 
and HR observed across the industry 
is not wholly driven by organisational 
desires to reduce overhead costs, but a 
reflection of the increased impact that 
contractual conditions place on accurate 
payroll computations. Similarly, integral 
to effective talent acquisitions and 
retention, organisations are formulating 
ever more complicated reward packages 
for their staff. Payrollers find themselves 
increasingly involved in the calculation 
and administration of such packages. It 
is a mistake to think that the payroller 
should remain only responsible for the 
elements of reward that are solely cash-
based. Knowledge of reward principles 
is necessary to enable the payroll to 
proactively embrace this development.

Karen Young: More and more of 
our clients in payroll are looking for 
advanced Excel skills in potential 
candidates. Specifically, they need 
those who have proficient knowledge 
of pivot tables, macros and VLOOKUP. 
Developing above-average skills in 
Excel will significantly help payroll 
professionals to future-proof their careers 
and stand out to employers hiring this 
year. System skills, in particular the 
ability to streamline and implement new 
systems, will also be key. A lot of payroll 
functions have plans to transform their 
payroll functions in light of our changing 
world of work, so are on the lookout for 

these skills – especially in the senior 
end of the market. In addition to this, a 
breadth of system experience also needs 
to be on a payroll professional’s radar.

Which of the so-called ‘soft skills’ 
are most relevant for a future in 
payroll?
EG: Understanding that teams are made 
up of very different skillsets, even if they 
are performing the same role, helps 
with team cohesion. Also understand 
that customers believe they are the 
only important one, the one that pays 
your salary! Of course, this applies to all 
small and medium customers as well 
as the big ones. Telephone etiquette is 
important as this is a shop window to 
your service provision. Learn how to deal 
with difficult customers as well as the 
easy ones.
LG: Emotional intelligence is the 
capacity to be aware of, control, 
and express one’s emotions, and to 
handle interpersonal relationships 
judiciously and empathetically. You 
need self-awareness (being conscious 
of your own feelings and motives), 
self-regulation (pausing and thinking 
about the consequences of an action 
before proceeding), motivation (thinking 
about the bigger picture and assessing 
how your actions will have an impact), 
empathy (being a good listener, slow to 
judge and understanding the needs of 
others) and social skills (collaborating 
in a team with strong communication 
skills).
JP: Traditional skills such as 
time management, organisation, 
communication and confidentiality 
will always be relevant. However, with 
ever-changing statutory legislation, 
the CJRS being a recent example of 
this, adaptability is an important trait 
to possess. Employers will value their 
employees a lot more if they can 
successfully manage change without any 
major mishaps or concerns.
NP: Establishing and maintaining a 
network of contacts, whether it be 
through LinkedIn or bodies such as 
the CIPP, is an invaluable skill and one 
which has the ability to create new 
opportunities or just provide support 
and encouragement in challenging 
times. We have a great community in 
payroll and it’s something we should 
seek to leverage for all of our benefit. 

...to be aware 
of, control, 
and express 

one’s emotions, 
and to handle 
interpersonal 
relationships 

judiciously and 
empathetically.
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Engaging with new media like YouTube 
or podcasts is another avenue payrollers 
should not be afraid to go down.
PS: I think a questioning and sceptical 
mindset is the most valuable tool 
for a future in payroll. A professional 
cannot be expected to keep abreast 
of every nuance in legislation but by 
remaining up to date and questioning 
and challenging information then you 
would provide the best service to your 
employer or clients. A big part of this 
will of course be communication skills 
as it is not about being accusatory or 
intimidating but about knowing when to 
ask questions and to know when further 
information is needed.
SS: Payrollers have to communicate 
with a wide range of stakeholders, 
from employees to heads of other 
departments, but must do so without 
confusing the recipient. They are 
obliged to translate technical jargon 
into everyday language while retaining 
the accuracy of the message conveyed. 
For payrollers, effective leadership 
and management skills also have a 
heightened necessity to enable the 
department to adapt and thrive in a 
rapidly evolving profession.
KY: In our most recent research, 
communication comes up as the soft 
skill which payroll employers say they 
most need (52% said they require 
this). This is somewhat unsurprising 
considering the dramatic shift to remote 
working in response to the pandemic, 
which has completely changed the 
way we work and interact. But remote 
working looks like it’s here to stay 
in some respect, so going forward, 
developing strong communication skills 
will be incredibly relevant for payroll 
professionals.

Does the constant technological 
evolution in payroll mean the 
balance is tipping in terms of 
the kind of skills needed in the 
profession?
EG: I believe so. For the foreseeable, 
I can see the hands-on approach to 
payroll (by which I mean ensuring 
excellent technical knowledge) is still 

going to be key; however, it is apparent 
that our customers and clients at 
Dataplan require more than just the 
payroll service provision. At Dataplan 
we are already diversifying and provide 
e-payslips (which does a lot more than 
the title suggests), troncs, pensions and 
not just calculations of deduction – we 
calculate and submit monthly returns for 
our clients.
LG: Technology is revolutionising our 
payroll profession and the people who 
work in it. AI and technology assist 
with payroll compliance, and if used 
effectively eliminate repetitive tasks 
and offer improved data security. The 
reporting functions powered by the 
technology empower our business 
leaders. Payroll data offers managers 
and stakeholders information to allow 
them to make decisions for the business 
tomorrow.
JP: There are certain aspects of the 
payroll process that will always remain 
the same, yet no longer is it sufficient to 
know the normal statutory regulations 
and procedures. With the ever-increasing 
corporate demand and desire for 
efficiency and accuracy, the use of IT and 
technology is now considered normal. 
Payrollers are now expected to utilise a 
variety of IT applications from traditional 
systems, such as Excel, to payroll 
software, bespoke internal applications, 
secure file transfer software, third-party 
middleware, and everything in between!

NP: Yes, but I am made nervous by 
the idea that technological evolution is 
an excuse for payroll professionals to 
dispense with core skills, such as the 
ability to perform manual gross-to-net 
calculations. The challenge for payrollers 
is that in addition to our traditional 
skillset, we must now also develop 
hybrid skills that might previously have 
been the domain of the IT professional 
– for example, a greater understanding 
of releases and upgrades, workflows and 
more powerful self-service functionality.
PS: Technological evolution really 
just highlights that while more can be 
done with our software and systems, 
it means more onus on payroll adding 
value to the organisation. Too many 
businesses buy into a software product 
based on the sales pitch of what it can 
do for you and all the data it can deal 
with, but if there is no one there to 
interpret that data and translate it into 
useful organisational change then it is 
irrelevant.
SS: Perhaps surprisingly, not really. 
Technological advancement serves to aid 
diligent and forward-thinking payrollers, 
but does not replace them or force their 
evolution into a new being. But the core 
knowledge and skills required remain the 
same.
KY: Absolutely. We’re seeing an 
increased adoption of tech and 
automated processes in payroll placing 
emphasis on the importance of IT and 
system skills. Not only are professionals 
required to master these skills, but they 
also need to be able to adopt them 
quickly in order to keep up with changes 
in our world of work. n

Technology is revolutionising our 
payroll profession and the people who 

work in it.
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How has membership of the CIPP helped you in your 
career?
In February 2019, I became a CIPP member as part of the 
Foundation Degree in Payroll Management.

The CIPP has encouraged me to execute my duties more 
effectively. Membership has allowed me both to nurture my abilities 
and skills as a payroll professional and to put the knowledge 
that I gain on a regular basis, into practice within my workplace. 
It has enabled my employer and the payroll department to gain 
recognition over the past year.

I’m sincerely grateful (and always will be) to the CIPP for 
nurturing my knowledge to develop myself as an individual and a 
payroll professional. If it wasn’t for the CIPP, I wouldn’t be what I am 
today. For me, CIPP membership means empowering, strength, and 
identity.

To everyone thinking of become a payroll professional, CIPP is 
what you need! 
 
What have been your most useful benefits of 
membership?
The Advisory Service: having someone to speak to, who can guide 
and point you in the right direction, when in doubt or before you 
implement any changes within your company, is just fantastic. At 
times, we all need to just bounce off ideas – and who better to 
speak to than CIPP’s advisors. Especially during 2020, the Advisory 
service has been at the forefront to guide all members through the 
transition. 

Another useful membership benefit is Professional magazine, 
which allows me to keep myself and the team updated with 
everything that is going on in the world of payroll on a regular 
basis. Reading this magazine in detail, highlights queries from all 
payrollers that CIPP’s Advisory Service answer, along with articles 
on compliance, upcoming/proposed legislative changes, pensions 
news, cautioning employers and many more. 

Also, I eagerly wait for the daily CIPP newsletter, which keeps all 
payroll professionals (including myself) well-prepared in advance of 
any forthcoming changes. Any news which impacts us are discussed 
during our next team call enabling knowledge sharing and relevant 
steps to capture these changes accurately. 

I’ll be ensuring that two colleagues in my team are CIPP 
members within the next few months, to give them similar 
opportunities.

Can you describe your payroll career/journey to us so far?
I started working as payroll coordinator in 2011 and in 2013 was 
promoted to payroll manager. In 2016, I was moved into a human 
resources role focusing on business partnering; and since July 2018 

I’ve been head of the payroll department – UK and Ireland. 
Since becoming a CIPP member I’ve been nominated for awards 

in 2019 and 2020 and last year helped my employer achieve the 
CIPP’s Payroll Assurance Scheme.  

How did you first get into payroll?
As all payrollers would say, I ‘fell into’ payroll. 

Payroll becomes quite emotional especially on payday, so having 
robust methodologies to deal with human emotions and resolving 
them allowed me to explore and love payroll. For anyone who’s 
wondering what payroll is about, if you have a passion towards 
providing services to employees and clients (come what may), 
effectively managing their expectations, payroll is your career. 

What course are you currently studying?
I am currently pursuing the Foundation Degree in Payroll 
Management, and by March 2021 I’ll submit my last work-based 
project assignment.  

This qualification/training course helped me immensely in my 
career so far. In less than two years I have achieved much, and 
also ensured that the team and the company benefit from my 
qualification and training courses. 

The CIPP and their qualified trainers and tutors have helped me 
gain payroll knowledge in less than two years, and my confidence 
has kept increasing. 
 
What advice do you have for someone who is thinking 
of studying a qualification with us?
The most important quality you should have is passion towards 
payroll! 

Whilst studying, and each time you complete a module 
workshop, tutorial, assignment completion, you can most certainly 
notice that your confidence level gets stronger and stronger. This 
includes dealing with pay queries, audits, discussing with key 
stakeholders within the business too such as directors, HR and 
finance heads. 

CIPP’s qualifications are designed to ensure you become an 
effective payroll manager. It changes the way you think, and your 
ideas automatically become more strategic. All of this aids in 
benefiting yourself and your employer too. Dedicating yourself 
completely and having a good well-balanced schedule between your 
professional and educational life must be your top priority whilst 
pursuing the qualification. n

#BePayroll

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

BeKnowledgeable.  BeDeveloped.  BeRecognised.  BeSupported.  BeConnected.

Mandar Naik ACIPP Assoc CIPD, head of payroll UK and Ireland, at LKQ Euro 
Car Parts Ltd, talks about his career and his experiences of the CIPP 
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Payroll
news

Income tax for 2021/22
SUBJECT TO relevant confirmation, from 6 April 
2021 the annual personal income tax allowance 
will increase to £12,570, and the income tax 
bands will be as shown in the tables.

Class 1 NICs for 2021/22
SUBJECT TO relevant confirmation, the following will apply from 6 April 2021.

 ● There are no changes to the rates of class 1 NICs.
 ● Some of the earnings thresholds and limits for class 1 NICs 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.)

PAYE – tax codes 2021/22
THE 2021 P9X (Tax codes to use from 6 April 2021) notice (https://bit.ly/3rz88IY) 
indicates that:

 ● in line with the proposed increase in the personal allowance (see top of column 
one), the emergency tax code will be 1257L (cumulative or non-cumulative)

 ● suffix letter tax codes are to be increased for employees for whom a P9 coding 
notice for tax year 2021/22 is not received from HMRC, as follows: L by 7 points, M 
by 8 points, and N by 6 points.

Cars and vans: taxable benefits
IN FEBRUARY, the Treasury announced (http://
bit.ly/3p5xMTW) that the van benefit charge and 
the fuel benefit charges for cars and vans will be 
uprated from 6 April 2021, as follows:

 ● car fuel benefit charge multiplier will be 
£24,600

 ● van benefit charge will be £3,500
 ● van fuel benefit charge will be £669.

Earnings for AE
SUBJECT TO relevant confirmation, for tax year 
2021/22 the earnings trigger and limits for purposes 
of automatic enrolment (AE) will be as follows:

 ● earnings trigger: £10,000
 ● lower limit for qualifying earnings band: £6,240
 ● upper limit qualifying earnings band: £50,270.

Tax exemption for cycles etc
THE ‘MAIN use’ test for the income tax exemption 
for cycles and related safety equipment provided 
by employers to employees, has been temporarily 
modified because of the pandemic’s impact on 
limiting ‘qualifying journeys’ (http://bit.ly/2EuqLY2). 
Provided employees have joined a scheme, with 
a cycle or cyclists’ safety equipment provided 
to them on or before 20 December 2020, the 
qualifying journeys condition for the exemption will 
not be applied until after 5 April 2022. However, 
employees who have a cycle or cyclists’ safety 
equipment provided after 20 December 2020 will 
need to meet all the conditions for the exemption 
to apply.

Public sector exit cap
A STATUTORY cap of £95,000 limits the amount a public sector employer can pay 
when an employee leaves their employment from 4 November 2020. Included 
are payments employers make to pension funds to ensure long-serving staff do 
not receive reduced pensions. 

Any worker over the age of 55 made redundant will be affected by the change. 
https://www.lgpsmember.org/news/latest.php

England/Wales/Northern Ireland

Rate % Taxable income £

Basic 20 1–37,700

Higher 40 37,701–150,000

Additional 45 Over 150,000

Scotland

Rate % Taxable income £

Starter 19 1–2,097

Basic 20 2,098–12,726

Intermediate 21 12,727–31,092

Higher 41 31,093–150,000

Top 46 over 150,000

Band Weekly £ Monthly £ Annual £

Lower earnings limit 120 520 6,240

Primary threshold 184 797 9,568

Secondary threshold 170 737 8,840

Upper earnings limit 967 4,189 50,270

And briefly…
 ● Form SSP1 – A new version of this form, which employers use if an employee 

is either not entitled to or payment of statutory sick pay is about to end, can be 
found here: https://bit.ly/3jya8yk.

 ● Employer Bulletin: UK Transition Special Edition – Published by HMRC, this 
contains information relating to new rules relevant to business travellers and social 
security coordination (http://bit.ly/3jzcFbE).

 ● Employer Bulletin – The February 2021 issue containing a lot of important 
information can be found here: http://bit.ly/374mx87.

First day of tax month 12 6 March

Last day for submitting a RTI employer payment summary to apply 
to tax month 11

19 MarchDeadline for payment of PAYE and NICs etc to HMRC’s Accounts 
Office by non-electronic method. Add ‘2111’ to accounts office 
reference to ensure accurate payment allocation 

Deadline for payment of PAYE and NICs etc to HMRC’s Accounts 
Office by electronic method. Add ‘2111’ to accounts office refer-
ence to ensure accurate payment allocation.

22 March

Last day of tax month 12, tax year 2020/21 5 April

First day of tax month 1, tax year 2021/22 6 April

Diary dates
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cipp.org.uk @CIPP_UK

*Student loan application enrolments close 26 March

Foundation Degree in 
Payroll Management

Spring enrolments now open. 
Visit cipp.org.uk/study for full details.

For more information or to enrol:

Visit: cipp.org.uk/study
Email enquiries@cipp.org.uk 
Call: 0121 712 1023
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I t’s amazing how much payroll has 
evolved in the 45 years I’ve been 
working in the industry. Payroll was 

very much undervalued in the 1970s and 
I remember many people thinking payroll 
only worked one day a week – pay day – 
after we’d pressed the magic button that 
calculated their gross to net and put pay 
in envelopes. So, all we wages clerks had 
to do was distribute the envelopes to the 
workforce. I could never work out why they 
thought that if their pay was wrong it was 
the payroll department’s fault and not this 
magic little button!

Most organisations then graded payroll 
clerks the lowest level for office staff. In my 
early years I would never have believed 
I’d be working in a profession where I 
would qualify with a master’s degree that 
would lead to holding senior positions with 
multinational companies and travelling and 
working overseas.

Sadly, in a lot of organisations payroll 
is still undervalued, and it infuriates me 
that incorrect assumptions are made 
when payroll goes wrong. Why would it 
be the fault of the payroll department 
that the human resources manager 
forgot to send a salary change or the line 
manager missed some overtime? This is 
not just a UK view of payroll, but a global 
misunderstanding.

Being responsible for global payrolls, 
I came across the article ‘Payroll needs 
to evolve – now‘ by PwC Australia (see 
https://pwc.to/37a8kHT or http://
bit.ly/3sdAngN), which I notified to 
Professional’s editor. Reading how payroll 
is portrayed in Australia made me think 
now is the right time and opportunity for 

payroll to further evolve.
Covid-19 has really challenged the 

world of payroll. I would never have 
believed it possible payroll staff could work 
from home. As well as the usual weekly/
monthly challenges there is the constantly 
changing legislation around furlough to 
contend with.

I must admit to missing all of this due 
to a major operation and a lengthy period 
in hospital, but speaking to my team at 
Pinsent Masons we could work through 
what was needed. I have to applaud them 
for a fantastic job well-done. They are all 
super payrollers in my eyes and for the 
first time the business recognised what a 
fantastic job they had done.

The whole payroll community should 
be proud of what it has achieved during 
these difficult times. Australia’s prime 
minister, Scott Morrison, publicly praised 
and thanked the country’s payroll 
professionals, recognising the importance 
to the workforce and employers, and also 
the collection and payment of payroll taxes 
vital to keep Australia going. If only our PM, 
Boris Johnson, could do something similar 
for us in the UK. Each and every one of 
you deserve to be recognised for what you 
continue to deliver.

In the PwC article, the authors identify 
twelve principles to help the payroll 
function reach full potential. Among these 
is ‘Enable accountability’, making people 
accountable for payroll outcomes. If what 
payroll receives is wrong, the payroll is 
going to be wrong.

For many years I have advocated 
producing ‘payroll performance indicators’ 
(PPIs) to help in discussions with vendor 

management but also where the payroll 
process internally is failing. Producing, 
publishing and sharing these results also 
covers these principles: deliver operational 
excellence, drive performance outcomes, 
develop capability, and drive data analysis.

Introduced at Pinsent Masons some 
time ago, the published PPIs covered all 
our countries individually and collectively. 
Not only did we look at the final payroll 
indicators – i.e. how accurate was 
the payroll to our employees – but at 
indicators during the trial payroll. Originally, 
we set accuracy targets of 80% for our trial 
payrolls and 98% for our final payrolls.

Using a traffic-light system presented 
as a graph we could easily identify where 
there were issues. The trial payroll results 
were always the most interesting. We 
could see and illustrate where there were 
problems, which were reported at senior 
level, allowing us to engage in the areas of 
poor quality and to identify solutions. It did 
not take long for most people to ensure 
they were not in the ‘red’.

In conclusion, what is applicable to our 
colleagues in Australia is applicable to what 
we are experiencing here in the UK, so it is 
a great opportunity for us payrollers to look 
at how we can evolve payroll more, now. n

To support improvement in payroll 
professionals of the future, why not look 
at bringing into the business payroll 
apprentices as they can be a great asset 
to the team. It should be straightforward 
putting a business case together. 

There are organisations that offer 
government approved apprenticeship 
qualifications at levels 3 and 5. There are 
no employer National Insurance costs 
(subject to them being under age 25) and, 
if they are based in England, you might be 
able to use the apprenticeship levy.

...publicly praised and thanked the 
country’s payroll professionals...

Alan Wigley FCIPP MSc, global payroll manager at Pinsent Masons LLP, 
makes the case for implementing payroll performance indicators

Payroll 
needs to 
evolve, 
more
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W ithin the ‘Plan for Jobs’ (http://
ow.ly/YKHx30ruFRU), unveiled by 
the chancellor of the Exchequer 

on 8 July 2020, a key measure was the 
Kickstart Scheme.

Research has highlighted the fact that 
younger people have been one of the 
groups most significantly impacted by 
the outbreak of coronavirus, in terms of 
employment. So, it was decided that this 
new scheme would help in beginning to 
tackle the problem.

Eligibility, and what is on offer
The Kickstart Scheme provides funding 
towards the creation of new job placements 
for those in the age group 16 to 24 who 
are receiving universal credit, and who have 
been identified as being at risk of long-term 
unemployment.

The scheme is available to all employers, 
regardless of their size, who can apply for 
funding for 100% of the national minimum 
or living wage rates (dependent on the age 
of the Kickstarter) for a total of 25 hours 
per week, for a period of six months. The 
government will also pay the associated 
employer National Insurance contributions 
and minimum automatic enrolment 
contributions. Employers have the option of 
paying above the minimum rates but will be 
required to fund any top-up themselves.

Employers have the option of staggering 
the start date of the job placements until the 
end of December 2021, which is when the 
scheme is intended to close, although this 
could potentially be extended. The scheme 
was initially opened in September 2020.

Originally, Kickstart Scheme applications 
could only be made in relation to a 
minimum of thirty job placements, and if a 
single employer could not offer this amount 
then they would need to locate a Kickstart 
gateway to assist them in applying. Kickstart 
gateways could include local authorities, 

charities, or trade bodies.
Job placements created with Kickstart 

Scheme funding must be completely new 
jobs and must not replace any existing 
or planned vacancies; and also not lead 
to existing employees, apprentices or 
contractors losing work or having to reduce 
their hours of work as a result. Additionally, 
each job placement must only require basic 
training, and must ultimately ensure that the 
young person becomes more employable. 
Therefore, they must aid the Kickstarter in 
seeking long-term work, which could include 
career advice and assistance in setting goals. 
The placements could help with curriculum 
vitae and interview preparations, and 
fundamentally, develop the skills that are 
beneficial in the workplace.

Once a six-month Kickstart Scheme 
job placement has been completed, a 
Kickstarter may be able to move to another 
employment scheme. This could include an 
apprenticeship (http://ow.ly/1dQK30ruG0I), 
a traineeship (http://ow.ly/IkBI30ruG0Q), 
or Sector-based Work Academy Programme 
(SWAP) (http://ow.ly/uEE230ruG0W).

Additional support costs
In addition to the funding laid out above, 
employers offering job placements under 
the scheme will be eligible for £1,500 worth 
of funding per job placement. This will be 
towards setup costs, and to help the young 
person in developing their employability 
skills. Where third parties assist in this 

process, it will be down to them and the 
employer to establish how the money 
should be shared.

Changes from 3 February 2021
As of 3 February 2021, employers are 
able to apply directly to the Kickstart 
Scheme, irrespective of the number of 
job placements they were offering. They 
still have the option of utilising a Kickstart 
gateway, but the minimum threshold of 
thirty job placements has been removed, in 
the hope that this would make it easier for 
employers of all sizes to benefit from the 
scheme.

The government has confirmed that it 
will continue to apply rigorous checks on the 
support it provides, in order to ensure that 
any job placements created are of a high 
quality and support the aims of the scheme.

In January 2021, the Kickstart Scheme 
had created over 120,000 new job 
placements, and there were more than 600 
approved Kickstart gateways, spread across 
multiple sectors and different areas of the 
country. As a result, applications for new 
gateways were closed at the end of January 
2021, but businesses still had the option of 
applying to an existing gateway in order to 
make their applications.

What next?
At the time of writing, what we know is 
that the 2021 Budget, due to be delivered 
on 3 March, may include details of further 
initiatives designed to encourage employers 
to hire young people, but until anything 
official is confirmed, businesses and 
individuals are advised to watch this space.

The CIPP will be reporting details of the 
Budget and the measures introduced that 
will affect payroll professionals. Anything 
new to support the employment of young 
people will undoubtedly fall into that 
category. n

...completely 
new jobs and 

must not replace 
any existing 
or planned 
vacancies...

The CIPP policy and research team provide an update on this initiative to assist young people 
into work

Kickstart Scheme 
developments
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T he pandemic has touched almost 
every element of daily life, and 
this most definitely extends to the 

work carried out by payroll professionals, 
who have had to administer government 
schemes, implemented at high pace to 
attempt to protect both businesses and 
workers through uncertain times. This is 
in addition to the standard responsibility 
of payroll departments to ensure that 
employees are paid, both accurately and 
on time.

As we rapidly approach the new tax 
year, 2021/22, which commences on 6 
April 2021, it feels appropriate to provide 
a summary of anything that will have a 
further impact on the work carried out by 
payroll professionals, so that they can begin 
to prepare now.

Coronavirus job retention scheme
At the time of writing, this scheme has 
been extended until the end of April 
2021. The level of government support 
will remain at 80% of usual earnings until 
that time, with employers paying staff for 
any hours they work, and also employer 
National Insurance contributions (NICs) 
and minimum employer auto-enrolment 
pension contributions for any of an 
employee’s usual hours they have been 
placed on furlough.

What will happen beyond the end of 
April cannot currently be predicted. Might 
the job support scheme, initially intended 
to commence from 1 November 2020, be 
re-introduced; and, similarly, might the job 
retention bonus be redeployed at some 
point? 

We can only wait to see what further 
announcements there will be, and some 

detail may be provided within the Budget 
delivered on 3 March 2021.

Off-payroll working reforms
Off-payroll working reforms, designed 
to ensure that individuals working like 
employees, but via their own personal 
service company (PSC), or other 
intermediary, pay broadly the same income 
tax and NICs as individuals who are directly 
employed, come into effect from 6 April 
2021. The reforms were initially due to be 
implemented from 6 April 2020, but this 
was postponed due to the impact of the 
pandemic.

The reforms essentially place the 
responsibility for determining whether an 
individual falls within off-payroll working 
rules on the end-engager or client to which 
or whom the contractor is providing their 
services. The onus for paying tax and NICs 
will also shift to the fee-payer, which is 
the agency that contracts directly with the 
PSC. In simple supply chains, the fee-payer 
could be the same as the client, or in more 
complex arrangements this would typically 
be the agency that contracts directly with 
the PSC.

Briefly, new responsibilities are as 
follows:

 ● Client – Determines whether impacted 
individuals fall within off-payroll working 
rules, which could be done using HM 
Revenue & Customs’ (HMRC’s) check 
employment status for tax (CEST) tool; 
however, use of the tool is not mandatory 
(http://ow.ly/weP630rtH6G). Issues status 
determination statement to contractor and 
to the fee-payer (if different to the client).

 ● Fee payer – Ticks the ‘off-payroll worker’ 
indicator for any individuals identified as 

falling within the rules, on payroll software. 
Ensures that any ‘deemed employment 
payments’ are processed correctly through 
payroll. Issues P60 certificate to off-payroll 
workers within the required timeframes, 
and form P45 when they leave. There is 
no requirement to provide payslips, but it 
would be good practice to do so.

Student loan plan 4
From 6 April 2021, a new student loan 
plan type will be introduced because 
Scotland made a commitment to raise 
its student loan earnings threshold to 
£25,000 from that point. Referred to as 
‘student loan plan 4’, it will apply to all new 
and existing Scottish borrowers; and any 
Scottish borrowers currently under student 
loan plan 1 will be moved across to plan 4 
from the start of the new tax year. HMRC 
will notify employers via the current SL1 
notification process and will ensure that 
this is done with adequate time ahead of 
6 April 2021. New starter checklists and 
SL1 documents will be revised to include 
plan 4, but there will be no adjustments 
to either the form P45 or the P60 
certificate, where deductions for plan types 
1, 2 and 4 will be included within the 
undergraduate field.

Implications of Brexit
Thursday, 31 December 2020, marked 
the end of the transition period for 
Brexit, which meant changes would be 
implemented from 1 January 2021. Brexit 
and the full range of its implications are 
complex and far-reaching, but there are a 
few key elements that will impact the work 
of payroll professionals:

 ● Employment rights – The government 
has committed not to reduce the standards 
of workers’ rights from EU laws retained in 
UK law and will ensure that new legislation 
changing those laws will be assessed as to 

...beyond the end of April cannot 
currently be predicted...

Lora Murphy ACIPP, CIPP policy and research officer, identifies key changes 
for payroll professionals for the new tax year

Imminent changes
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whether they uphold this commitment.
 ● Reciprocal social security 

arrangements – New guidance is 
available which helps in checking which 
country’s social security contributions must 
be paid, where a worker from the UK is 
working in the European Union, Norway, 
Iceland, Switzerland or Liechtenstein 
(http://ow.ly/8fg130rtHj2).

 ● Right to work checks – Guidance 
is available on changes to right to work 
checks following the end of the transition 
period (http://ow.ly/8Zdu30rtHjt).

Minimum wage increases
Within the 2020 Spending Review, 
delivered in November, it was revealed 
that the national living wage and national 
minimum wage limits would increase for 
pay reference periods commencing on 
or after 1 April 2021. The government 
accepted the recommendations made by 
the Low Pay Commission in relation to the 
new hourly rates, which are as follows:

 ● individuals aged 23 and over: £8.91
 ● 21–22-year-olds: £8.36
 ● 18–20-year-olds: £6.56
 ● 16–17-year-olds: £4.62
 ● apprentices: £4.30.
The daily accommodation offset will 

increase to £8.36.

Note the change to age 23 for the 
minimum/living wage.

NICs relief for employing veterans
Following an election manifesto pledge 
to “reduce [NICs] for employers if they 
employ ex-Service personnel”, the 
government published a consultation 
(http://ow.ly/fnqs30rtHvX) which explored 
the more intricate details of providing 
businesses that employ veterans with an 
employer’s NICs holiday. What is known 
is that for the first tax year of the policy’s 
implementation (2021/22), there is no 
real time information (RTI) solution so 
employers will need to pay the associated 
NICs and then claim this relief the 
following tax year. From 2022/23, an RTI 
solution will be established (see page 9 for 
further information).

Thresholds and rates
In the 2020 Spending Review, it was 
confirmed that both tax and class 1 NICs 
thresholds would be increased for tax year 
2021/22, in line with the consumer price 

index figure for September 2020, which 
was 0.5%.

Additionally, the statutory payment rates 
for 2021/22 have been confirmed. The 
statutory weekly payments for parental 
leave will increase to £151.97 per week, 
and statutory sick pay will be uplifted to 
£96.35 per week.

Tackling CIS abuse
In early 2020, HMRC launched a 
consultation which focused on the 
issue of abuse within the construction 
industry scheme (CIS) (http://ow.ly/
yEWQ30rtHPc). In recognition that 
essential taxes revenue is being missed in 
this industry, HMRC will be granted new 
statutory powers effective 6 April 2021 to 
correct CIS deduction amounts incorrectly 
claimed by sub-contractors in their RTI 
employer payment summary returns.

In addition, there are modifications to 
the previous rules on the cost of materials, 
deemed contractors, and an extension 
to the scope of the CIS false registration 
penalty. n

...statutory powers effective 6 April 
2021 to correct CIS deduction 

amounts... 
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A lmost a year since reforms to the 
off-payroll working (OPW) rules 
(still often referred to as ‘IR35’) 

were due to come into effect, the delayed 
legislation is set to apply from 6 April 
2021. Public bodies should be aware of 
the significant changes involved.

Whilst the main headlines regarding 
OPW have been about extending the 
end-client responsibilities to much of 
the private sector, all sectors – including 
the public sector – have a new raft of 
responsibilities that they must adhere to in 
order to avoid unwanted tax and National 
Insurance contributions (NICs) liability and 
penalty charges.

Many public bodies had made 
preparations in anticipation of the date 
originally earmarked for the rule changes 
(April 2020), but it still appears to be the 
case that not all organisations in the sector 
are as prepared as they should be. The 
changes are a specific set of requirements 
that, unless followed, automatically mean 
that any NICs and PAYE (pay as you earn) 
liability lies with the end-client (the public 
body) until such time that those actions 
are taken.

As a starting point, public bodies are 
reminded that OPW specifically refers 
to the engagement of intermediaries 
and not individual ‘sole traders’. Whilst 
there is still an obligation to assess the 
correct employment of sole traders, the 
specific OPW rules only apply where the 

engagement is with another entity, usually 
a small limited company (personal service 
company), a partnership, or even through 
another individual who is not the worker. 
In the case of personal service companies, 
the OPW rules must be followed where 
the worker has a material stake in the 
company (5% or more). In the case of 
a partnership, the rules apply where the 
worker is entitled to 60% or more of a 
share of the profits or the majority of their 
income is derived from the end user.

Public bodies are of course already 
accustomed to many of the OPW rules 
following major changes introduced in 
April 2017. However, the latest changes 
present new obligations that require 
systems and procedures to be updated 
imminently. So, what are the main 
changes and actions required?

Status determination statement
Firstly, in cases where the OPW rules 
are deemed to apply (in scope), the 
legislation requires the end-client to issue 
what is known as a status determination 
statement (SDS) to the worker and 

either the worker’s intermediary (where 
the intermediary is engaged directly by 
the public body) or a third party, e.g. an 
agency (where the contract is between 
the end client and that party). The law 
also requires that a SDS be issued in 
cases where the end-client incorrectly 
determines that the OPW rules do not 
apply, as this can provide protection 
to the end-client should the matter be 
challenged by HM Revenue & Customs 
(HMRC). Therefore, whilst the law 
does not strictly require the SDS to be 
issued in cases where the end-client has 
correctly determined that the OPW rules 
do not apply (out of scope), it is strongly 
recommended that this be done.

Please note that the SDS must be 
issued before the contract commences 
and that the end-client is responsible for 
deducting and accounting for PAYE/NICs 
until it has been issued.

In terms of the information required on 
the SDS, there is no official HMRC form 
or recommended template. However, 
the statement must include the following 
information:

 ● name of intermediary company
 ● name of worker
 ● name of agency (if applicable)
 ● contract start date
 ● contract end date 
 ● date SDS completed
 ● name of person completing the SDS.
The end-client must also provide its 

...that agency then 
passes it on to the 
next agency in the 
chain, and so on.

John Harling, principal employment taxes consultant at PSTAX, outlines the 
changes and urges public bodies to prepare

Off-payroll working 
– changes imminent
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reasoning for arriving at the relevant 
determination, which would at the 
very least be a copy of the CEST 
(check employment status for tax) 
outcome, together with any supporting 
documentation as required, e.g. advice 
taken. The SDS should also advise the 
worker and intermediary/agency that there 
is a right to disagree with the outcome. 
This is explained further below.

If there are several parties in the chain, 
e.g. two or more agencies are involved, 
the end-client must give the SDS to the 
agency with which it contracts and that 
agency then passes it on to the next 
agency in the chain, and so on. The SDS 
must also be given directly to the worker 
in all circumstances. The agency that is 
responsible for paying the intermediary 
is the ‘deemed employer’ and must 
operate PAYE/NICs where it is in scope 
of the OPW rules. If the end-client 
contracts directly with the intermediary, 
it must give the SDS to the worker and 
the intermediary, and the end-client itself 
will be the ‘deemed employer’ in these 
circumstances.

The end-client must keep records of its 
determination, as this provides an audit 
trail showing that the matter has been 
properly considered. Whilst the legislation 
is not prescriptive in terms of exactly what 
records should be kept, this should at 
the very least include the CEST outcome, 
but also any supporting documentation. 
This could include any contracts or 
service agreements in place, supporting 
correspondence and any advice taken on 
the matter. Records should be maintained 
for the longer of the time that the contract 
is in place and six years.

The disagreement process
The law specifically gives the right for 
the worker and intermediary/agency to 
disagree (or appeal) the outcome notified 
in the SDS. There is no time limit for the 
appeal to be made and, until such time 
that any appeal is made, the end-client 
must proceed on the basis of its original 
determination as notified in the SDS.

However, should there be a 
disagreement the end-client must 
consider this, including any new evidence 
received, and respond to the worker and 
intermediary/agency within 45 days of 
receiving the disagreement. The end-client 
must advise whether it will stand by the 
original determination or whether it will 

change its position. Either way the end-
client must again provide its reasoning. 
Failure to respond within 45 days will 
result in the end-client being liable to 
pay the PAYE/NICs due. If the end-client 
changes its determination from in-scope 
to out-of-scope of the OPW rules, the 
determination applies from that time 
onwards and has no retrospective effect, 
i.e. there is no obligation on the part 
of the deemed employer to make any 
adjustments for the PAYE/NICs deducted 
prior to the new determination being 
issued.

Compliance issues and 
‘reasonable care’
The legislation gives HMRC the right to 
recover PAYE/NICs from the end-client 
if it fails to pass on a SDS and also if it 
fails to respond to a disagreement from 
the worker, intermediary or agency. 
Additionally, the law does allow for 
PAYE/NICs to be recovered from the 
next party back upwards in the chain 
in circumstances where the ‘deemed 
employer’, e.g. an agency, fails to deduct 
and account for PAYE/NICs. Please note 
that this can include the end-client in 
some circumstances. Whilst HMRC has 
confirmed that it would not utilise these 
provisions within the legislation where 
there was a genuine business failure on 
the part of an agency, i.e. if it goes out of 
business, it could utilise them where the 
end-client has failed to take reasonable 
care with its processes and the way it 
deals with OPW generally.

Underpinning the overall approach that 
public bodies (and others) are expected 
to take with regard to compliance is the 
principle of ‘reasonable care’. Where 
it can be demonstrated that this has 
applied, it will potentially remove the risk 
of retrospective tax/NICs and penalty 
charges arising on the end-client. Whilst 
the concept is not specifically defined 
in law, the following steps would all be 
examples that HMRC would view as taking 

reasonable care (the list is not exhaustive):
 ● accurate completion of the CEST
 ● seeking advice of a qualified advisor
 ● checking existing determinations to 

ensure they remain valid and accurate
 ● reviewing the processes being applied
 ● making a new determination when 

there are material changes to engagement.

Recommended actions
Taking all of the above into account, 
public bodies should ensure they are 
in a position to meet their statutory 
obligations and take the necessary 
actions to achieve this. It is vital that the 
organisation decides how OPW is going 
to be managed internally so that all 
stakeholders have a clear understanding 
of their responsibilities. Ideally, staff 
who are involved in the process should 
be adequately trained for this purpose. 
Public bodies should ensure that all OPW 
cases are correctly identified, i.e. those 
involving an intermediary and where 
personal service is involved. They should 
liaise closely with any agencies with 
which an engagement is held so there is 
a clear understanding and agreement of 
responsibilities regarding the operation of 
PAYE.

They will need to make sure 
appropriate procedures are in place to 
meet statutory requirements, including 
SDS completion and submission, record 
keeping and disagreement processes. 
This is likely to require internal policies 
to be updated to incorporate the 
statutory changes. Whilst the use of the 
CEST itself is not a statutory obligation, 
it is recommended that this be used 
in the first instance, but further advice 
should be taken where there are any 
‘unable to determine’ outcomes or the 
outcome does not appear to be correct 
when considered as a whole. Public 
bodies should always make sure that 
determinations can be evidenced and 
routinely revisit these if the engagement 
continues beyond the original timescale.

To summarise, it is imperative that 
public bodies should be ready to meet 
these very specific requirements rather 
than paying ‘lip service’ to them. Whilst 
many public bodies are likely to be 
aware of the changes ahead, they must 
ensure that they are able to meet all the 
statutory requirements and demonstrate 
that reasonable care has been taken at all 
times. n

...imperative that 
public bodies 

should be ready 
to meet these 
very specific 

requirements...
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W hilst the coronavirus pandemic 
has dominated almost every 
aspect of life, what is deemed 

as ‘business as usual’ tasks still need to 
be considered by the payroll industry, 
even more so with the end of the tax year 
approaching.

Almost every business offers their 
employees some sort of benefit, the 
majority of which will need to be reported 
to HM Revenue & Customs (HMRC). How 
this is done will depend on the choices the 
employer makes.

Payrolling of benefits
Since 6 April 2016, employers have been 
able to register to payroll their benefits, 
meaning that the taxable benefits given 
to their employees would cease to be 
reported via a P11D return, but the 
relevant income tax and class 1 National 
Insurance contributions (NICs) would be 
processed via pay as you earn (PAYE) each 
pay period. Most benefits can be payrolled, 
with the exceptions of employer-provided 
living accommodation and interest-free 
and low interest (beneficial) loans. If these 
benefits incur a tax liability, they must still 
be reported via a P11D.

Although reporting benefits via a P11D 
return is not required if they are payrolled, 

the employer still needs to complete and 
submit a P11D(b) return where class 1A 
NICs liability applies to them.

Employers intending to payroll benefits 
and expenses must register to do so with 
HMRC. This is done by using the payrolling 
employees taxable benefits and expenses 
service (https://bit.ly/2MclA64) before 
the start of the tax year. When registering, 
employers must select which benefits they 
wish to payroll. This only needs to be done 
in the first year, as there is no requirement 
to reconfirm for each subsequent tax year.

Where the registration deadline has 
been missed, employers will be unable 
to payroll employees benefits for that 
tax year, unless they have a valid reason. 
If this is the case, HMRC will agree with 
the employer that they can informally 
payroll in which event they can payroll 
the benefits and collect the associated 
liabilities via PAYE; however, they will still 
need to complete P11D returns for their 
employees, making a note in each that the 
benefit has been processed via PAYE.

If an employer chooses to stop 
payrolling a benefit, this will also need 
to be actioned before the start of the tax 
year in which payrolling is to cease. If 
the tax year in question has started, the 
employer must wait until the end of the 

tax year before stopping. The employer will 
still need to continue to deduct tax each 
payday and report this deduction via PAYE.

Once an employer has registered to 
payroll benefits, employees must be 
provided with a letter explaining that 
their benefits will be payrolled, and 
an explanation of what that means for 
them. The letters must include details 
of the benefits that are payrolled, with 
information provided about:

 ● the cash equivalent of each benefit 
payrolled

 ● the relevant amount that has been 
payrolled for optional remuneration 
arrangements (OpRA)

 ● benefits that have not been payrolled.
Annual statements should also be 

issued to give the employees details of 
their payrolled benefits, which must be 
provided before 1 June after the end of 
each tax year. This information can be 
given via an employee’s payslip, however, 
it should be clear to the employees which 
benefits have been subject to PAYE tax, 
and how much of the value of each 
benefit the employer has collected and 
reported tax on. If an employee files a self-
assessment tax return, they will need this 
information to inform HMRC.

Employers must tell new employees 
with payrolled benefits how these will be 
taxed, and advise them that:

 ● their tax code may be amended in 
relation to any benefits from previous 

...letters must include details of the 
benefits that are payrolled...

Gemma Mullis ACIPP, CIPP policy and research officer, discusses salient 
issues and provides timely reminders

Reporting benefits
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employments
 ● the new benefit will not be included in 

their tax code
 ● any underpaid tax they may be paying 

through their existing tax code will still be 
collected this way.

The traditional method
Many companies still process benefits 
the traditional way, by completing and 
filing P11D returns. This is ether done 
by manually completing the form or 
processing via payroll software.

If this method is used, employers must 
complete and issue P11D returns by 6 July 
following the tax year to which the benefits 
relate, to both HMRC and employees. 
Benefits reported via a P11D are then 
reflected within the employee’s tax code 
HMRC sends to both the employer and 
employee accordingly.

Employees can check the calculation 
of their tax codes by logging into their 
personal tax account.

Payrolling v P11D
Whilst both ways of reporting benefits 
have their pros and cons, the payrolling of 
benefits offers better clarity to employees 
of the effect that benefits derived from 
their employment have on their pay. 
Employees are taxed in real time for such 
benefits and do not have to wait for their 
tax codes to be adjusted, meaning that the 
cost of the benefit is processed each pay 
period, and they do not have to wait until 
halfway through the following tax year to 
pay tax on that benefit.

Class 1A NICs
Regardless of which method is chosen 
to report expenses given to employees, 
any benefits provided that attract class 
1A NICs liabilities must be submitted 
via a P11D(b) return. Employers are still 
required to calculate these NICs on the 
cash equivalent (or relevant amount for 
OpRA) and complete the P11D(b).

Details of benefits supplied throughout 
the tax year should be recorded to enable 
employers to accurately report and submit 
P11D(b) returns by 6 July after the end of 
the tax year. Details of how to complete 
the return (and a template) are available at 
https://bit.ly/39OOr8V.

PAYE settlement agreements
Sometimes, a benefit may be provided 
which the employer wishes to include 

in a PAYE settlement agreement (PSA). 
Employers must apply to HMRC to gain a 
PSA, but once in place a PSA remains valid 
until it is cancelled or varied. An employer 
wishing to change or cancel a PSA must 
send details to the HMRC office which 
issued it.

Employers will need to report any 
outstanding tax and NICs due on benefits 
and expenses using P11D returns and 
form PSA1 accordingly, with tax and class 
1B NICs due arising from a PSA being paid 
by 19 or 22 October after the tax year in 
question.

Any class 1A NICs owed on expenses 
or benefits reported in P11D returns are to 
be paid by 19 or 22 July after the tax year 
in question.

Any benefits provided after a PSA has 
been cancelled will need to be reported 
via either payrolling or P11D returns.

Although there is not a deadline 
imposed on the employer for sending 
HMRC details of a PSA, there is for 
payment of the liabilities that arise from 
it. Good practice, however, is to send the 
PSA to HMRC as soon as possible in order 
for it to issue a remittance of what needs 
to be paid. Employers are reminded that 
they should not wait for a remittance to 
be received from HMRC in order to make 
their PSA payment.

Covid-19 and its effects
With the constant changes that occurred 

during 2020 due to the pandemic, every 
aspect of ‘business as usual’ tasks have 
been affected, including how some 
benefits will now be reported, with some 
not needing to be reported at all. Items 
that relate to working from home now fall 
into new exemptions as well as employers 
providing or reimbursing Covid-19 tests, 
which have no tax and NICs liability. 
Employees who are provided with cycles 
or cycle safety equipment under cycle to 
work schemes prior to 20 December 2020 
will now not have to meet the conditions 
which would exempt them from tax and 
NICs until June 2022.

HMRC has also added Covid-19 as a 
reasonable excuse if an employer doesn’t 
meet the filing/payment deadlines. In 
cases where this happens, employers must 
be aware that in order to appeal a fine, 
the liability must be fulfilled (meaning the 
filing has been sent or the payment been 
made) for a reasonable excuse to stand.

Guidance (https://bit.ly/2XXCY1g) now 
states: “If you or your business have been 
affected by coronavirus (Covid-19), HMRC 
will give you an extra three months to 
appeal any decision dated February 2020 
or later. Send your appeal as soon as you 
can, and explain the delay is because of 
coronavirus.”

Unaffected by the pandemic are the 
statutory deadlines imposed by HMRC. It 
would be good practice to keep a note of 
the entries in the table. n

...a PSA remains valid until it is 
cancelled or varied.

What needs to be done Deadline

Register for payrolling 5 April, for the year the employer wishes 
to payroll

Send a statement to employees of 
payroll benefits 1 June, following the end of thetax year

Submit P11D returns online to HMRC 6 July, following the end of the tax year

Give employees a copy of the infor-
mation in the returns 6 July

Tell HMRC the amount of class 1A 
NICs in the P11D(b) return 6 July

Pay any class 1A NICs due 22 July (19 July if paying by cheque)

Pay tax and class 1B NICs due under 
a PSA

22 October (19 October if paying by 
cheque)

Pay PAYE tax or class 1 NICs owed 
on expenses or benefits that have 
been payrolled

Monthly through payroll

Payroll

|  Professional in Payroll, Pensions and Reward  |  Issue 68  |  March 2021 31



CJRS calculator error
IN EARLY February, HM Revenue & Customs (HMRC) announced that 
an error identified in the software for the coronavirus job retention 
scheme (CJRS) calculator had been rectified. 

Apologising for the error, HMRC advised that users of the calculator 
may have to recalculate claims if:

 ● they were made prior to 21 January 2021, and
 ● the employees being claimed for were not on a fixed salary, and
 ● instead of using reference pay for January 2020, pay for January 

2019 was used, and the pay was different in January 2019 to January 
2020.

No action is needed, however, if January 2020 pay was used.
If a claim for too much has been submitted, this can be corrected 

in the next CJRS claim submission or alternatively repayment made 
online (see http://bit.ly/3712vvl for guidance). If a claim for too little 
was submitted, claimants were expected to call the HMRC helpline to 
get this corrected by 1 March 2021.

Treasury direction for CJRS
A TREASURY Direction made late January 2021 under provisions 
of the Coronavirus Act 2020, extends the CJRS so that it applies 
for the period commencing 1 February 2021 and ending 30 April 
2021, at which time it is intended to close.
 Recognising that the CJRS was originally implemented in 
March 2020, the Direction amends the rules that govern how to 
calculate both reference salary and usual hours for certain claim 
periods. When calculating furlough claims relating to both March 
2021 and April 2021, for those variably paid the earnings of 
March 2019 and April 2019 will be used to calculate the figure, 
or the pay over the past twelve months, whichever is higher. This 
has also been confirmed in guidance here: http://bit.ly/3aPncLX. 
Note this applies only to those variably paid, who were eligible 
for the first set of grants, and so were on payroll with a real time 
information submission relating to them sent on or prior to 19 
March 2020.

Annual pay claims
WHEN THE CJRS was introduced in March 2020, some employees 
– typically company directors – paid via an annual payroll were not 
eligible for CJRS grants. When the CJRS was extended beyond 31 
October 2020, the eligibility criteria changed so that those previously 
ineligible became eligible. Included were those paid an annual salary 
after 19 March 2020, but before 30 October 2020.

Updated guidance clarifies calculation of the CJRS claim for such 
workers and provides examples: http://bit.ly/370H51f.

Updated CJRS guidance
SEVERAL GUIDANCE pages on GOV.UK for the CJRS have 
been updated.

The following pages were updated to reflect there is no 
right of appeal for those not eligible for the CJRS:

 ● Check if your employer can use the CJRS (http://bit.
ly/3jyR6YO)

 ● Check if you can claim for your employees’ wages through 
the CJRS (http://bit.ly/2R6yYIF)

 ● Calculate how much you can claim using the CJRS 
(http://bit.ly/3cZXVRR)

 ● Claim for wages through the CJRS (http://bit.
ly/3q82ddN).

The page ‘Steps to take before calculating your claim’ 
(http://bit.ly/373AyTM) provides in the section ‘What to 
include when calculating wages’, further details of what must 
not be included when calculating the wages to claim for, as 
follows:

 ● non-monetary benefits, such as benefits in kind (e.g. a 
company car), which includes those benefits received in 
exchange for pay under a salary sacrifice arrangement

 ● employer pension contributions, including those in 
exchange for pay under a salary sacrifice arrangement.

New content has been added to the guidance to include 
the ‘averaging calculation method’ and the ‘calendar 
lookback calculation method’. The following table has been 
provided, to help claimants establish to which period they 
look back.

Examples of how to perform calculations under the CJRS 
have been updated to provide a scenario relating to the 
‘lookback’ period (http://bit.ly/2NfhP0a).

More information has been added to the ‘Calculate how 
much you can claim using the Coronavirus Job Retention 
Scheme’ page (http://bit.ly/3cZXVRR). 

The new section ‘What you can claim’, has been added to 
the guidance on page ‘Calculate how much you can claim 
using the CJRS’. For the period 1 November 2020 to 30 April 
2021, the CJRS grant will be available for 80% of wages, so 
employees must be paid at least 80% of their usual wages 
for the hours that they are furloughed, and are not working, 
as this is the amount employers can claim via the CJRS.

This section reminds employers that they must pay 
employees flexibly furloughed, which means they are 
working reduced hours rather than stopping work completely, 
their full current contracted rate for any hours they work. The 
CJRS grant cannot be claimed for hours the employee works.

Claim month Lookback period

November 2020 November 2019

December 202 December 2019

January 2021 January 2020

February 2021 February 2020

March 2021 March 2019

April 2021 April 2019

£500 one-off payments, Scotland
FOLLOWING THE announcement in November 2020 that a 
one-off payment of £500 would be made to health and social 
care staff as a thank you for their contribution during the Covid19 
pandemic, an online form was made available for use by social 
care providers on behalf of eligible employees (http://bit.
ly/3732zux). The forms had to be submitted by 15 February.

COVID-19 
news
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cipp.org.uk @CIPP_UK

£1595.00 
+VAT

NEW TO PAYROLL AND 
WANT TO STAND OUT 
FROM THE CROWD?

Designed for those new to payroll, or those who wish to 
improve their working knowledge of payroll processes, this 
qualification covers the core skills required to administer the 
payroll function. 

Includes five dynamic units:

 ● Calculating National Insurance contributions (NICs) and 
gross payment apportionments

 ● Taxable pay and PAYE income tax calculations

 ● Statutory Sick Pay (SSP) calculations and administrations

 ● Child-related statutory payment calculations and 
administration

 ● Administering statutory deductions and additional payroll 
obligations

Enrol  today and start in April at  cipp.org.uk/study/PTC

The Payroll Technician Certificate meets the 
industry’s rapidly evolving requirements for  
knowledgeable payroll administrators.

Duration
26 weeks

Delivery
Online

CPD
15 points

For more information or to enrol:

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

Includes essential updates from the March budget

https://www.cipp.org.uk/course/payroll-technician-certificate.html


I ssues of domestic abuse have been 
high on the government’s agenda 
through the lockdown. Eighty per 

cent of complaints about abuse come 
from women, and the prime minister 
has highlighted the need, during the 
pandemic, for extra support for those 
who are the victims, typically the carers 
and ultimately the children.

The matter was given scarce 
parliamentary debating time on 21 
January in a debate that featured Guy 
Opperman, the minister for pensions 
and financial inclusion, speaking on behalf 
of baroness Steadman-Scott, who has 
Department for Work and Pensions (DWP) 
responsibility for the Child Maintenance 
Service (CMS). The minister admitted 
that during the pandemic, compliance 
with collect and pay was only 72% and 
acknowledged that in 2020 the CMS 
struggled to enforce court orders, not least 
as courts were closed.

Caroline Nokes MP, who had previously 
had responsibility for CMS, had previously 
told the House that there was a “special 
place in hell for parents who go out of 
their way to hide income to avoid making 
payments to put food on children’s tables”.

It appears that some parents have 
exploited the CMS’ incapacity to enforce 
orders as explained by Nadine Charlton 
as a comment on an article I wrote on 
this issue: “In some circumstances the 
paying (or non-paying) parent uses child 
access arrangements (which continue to 
be maintained in the child’s best interests) 
and separately family court proceedings 
to continue to control and abuse innocent 
parties. There is one victim in all of this – 
the child, who should be protected. Some 

people are familiar with how the system 
works and where it doesn’t join up, and 
therefore openly manipulate it.”

Caroline Nokes specifically referred to 
this practice where one of her constituents 
was told by her husband that unless she 
agreed to his estimate of his income, he 
would continue to seek variation orders 
and she would get nothing.

Several other MPs who contributed to 
the debate brought instances of parents 
gaming the pandemic to avoid making 
payments and pointed to a fall in direct 
payments from employers where court 
orders were not being enforced.

In response, Guy Opperman for 
the DWP admitted that at the end of 
September 2020, 43,000 court orders for 
direct pay were in place but compliance 
with direct pay orders was barely 
exceeding 70% at a meagre £35,000,000. 
Opperman admitted that during the 
pandemic, sanctions against those 
deliberately not paying were limited.

But Opperman insisted that the CMS 
has now recovered and is reviewing 
all non-paying cases and is working to 
increase enforcement to pre-pandemic 
levels. 

Parents have greater flexibility to contact 
the CMS using new digital facilities and the 

CMS will use the courts as they re-open.
Also commenting on the debate, 

industry luminary Kate Upcraft made her 
position on the employer responsibilities 
clear: “An employer who doesn’t operate a 
DEO (deduction from earnings order) for 
child maintenance risks prosecution – it’s a 
court order not a voluntary deduction like 
paying your gym membership! Employers 
can deduct £1 each pay period to cover 
costs (of course it doesn’t, but heigh 
ho) as long as that doesn’t breach NMW 
(national minimum wage). Any employer 
who colludes with a non-resident parent to 
deny funds to a parent with care deserves 
to be prosecuted in my view.”

The impact of the pandemic on 
domestic abuse has been well-publicised 
and recognised by government. What 
is less well-known, is that much of that 
abuse is financial. Women who care are 
often excluded from the workplace and are 
often dependent on their former partner’s 
employer to get their rightful pay. This 
is a time when employers may well be 
conflicted by loyalty to valued employers 
and a sense of responsibility for those 
most impacted by disputes – the children.

While the pandemic persists, it appears 
that gaming of the system continues. But 
the retrospective powers of the financial 
investigations unit of the CMS mean that 
employers that resist court orders run the 
risk of being seen to collude with non-
paying parents in their employ. This runs 
the very real risk of prosecution. 

This is a highly emotive issue and the 
reputational damage of being on the 
wrong side of such a prosecution should 
cause employers to consider their position 
very carefully. n

...reputational 
damage of being 

on the wrong 
side of such a 
prosecution... 

Henry Tapper, chief executive officer of AgeWage, discusses the issues, and 
urges employers to consider their position

Employers beware staff 
gaming the CMS

REWARD
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One of the pensions industry’s 
major challenges is making 
people think more about their 

retirement provision. Part of the problem 
is its complex, technical rules and features. 
I recently re-watched the 2015 film The 
Big Short (TBS) for the Transparency Task 
Force’s Film Club. The movie is a lesson in 
explaining difficult concepts in an engaging 
way.

The film tells the true story of a small 
group of investors who bet against the 
US mortgage market using credit default 
swaps. Spoiler alert: that market does 
indeed tank, triggering the 2008 global 
financial crisis.

The viewer needs to understand myriad 
financial terms and ideas to have any 
hope of keeping up with the plot. So, the 
filmmakers use every trick in the book to 
get your undivided attention and explain 
them to you.

 ● Sex – The playbook’s oldest trick and 
the most famous scene from the film. The 
narrator says: “Here’s Margot Robbie in a 
bubble bath to explain”. She proceeds to 
explain subprime mortgages and, even if 
for the wrong reasons, the audience are 
probably paying attention.

 ● Glamour – Even for those who aren’t 
attracted to Ms. Robbie, the scene is 
glamorous. She’s drinking champagne 
from a tall glass in a swanky bathroom 
overlooking a beach. It’s an alluring image.

Robbie isn’t TBS’s only celebrity either; it 
boasts Brad Pitt, Ryan Gosling, Steve Carell, 
and Christian Bale. Film stars exist because 
we’re instinctively fascinated by the rich and 
powerful. We’re drawn to images populated 
by celebrities, even ones in wigs.

‘Sex’ and ‘glamour’ aren’t typically in the 
pension communicator’s toolbox, but we 
can tap into other primitive drives to grab 
attention. This could be the use of certain 
colours and tones, or utilising the element 
of surprise…

 ● The Unexpected – Actors don’t normally 
appear in fiction films as themselves in the 
bath, so the cut to Margot Robbie is jarring. 
Surprises demand attention because they 
could spell danger.

Want your members to read the chair’s 
statement? Send it to them carved into a 
stone tablet and they’ll surely give it at least 
a cursory glance. Budget permitting.

 ● Simply demand attention – Several 
characters talk directly down the camera 
at the audience. Filmmakers usually avoid 
this, but it’s effective for narration. It feels 
like direct eye contact, making it hard to 
turn away.

Similarly, at one point Ryan Gosling’s 
narrator literally says “This is very important”. 
My ears pricked; this sounded important.

The equivalent in writing is using the 
imperative form. These are sentences that 
give some sort of command e.g. ‘Pass the 
salt’, ‘Go away’, or ‘Attention!’. This is why 
some letters have sentences in bold red 
font saying ‘Do not throw away this letter’. 
You must admit, it takes willpower to throw 
it away.

 ● Be pithy – These tricks only buy the 
filmmakers a moment’s attention. Their 
explanations need to be concise, or the 
audience will soon switch off again. Margot 
Robbie neatly summarises her subprime 
definition with “Anytime you hear subprime, 
think sh*t”. For the rest of the film, that 
worked for me.

 ● Humour – This isn’t the only funny line 

in TBS. If you keep people laughing, the 
subject matter hardly matters at all. No one 
wants the hilarity to end.

This isn’t easy; and attempts at humour 
that fall flat are damaging. But if the subject 
of credit default swaps can be funny, so can 
pensions.

 ● Represent concepts visually – TBS 
explains mortgage bonds with the help of a 
Jenga tower. You probably know the adage: 
“A picture is worth a thousand words”. In 
the film industry, this is shortened to “Show, 
don’t tell.”

Imagine your reader will look at your 
letter for two minutes max. If you can put 
information in a chart, or a graph, or say it 
with a picture, there’ll be more time left for 
the information you can’t.

 ● Asking stupid questions – Steve Carell’s 
character spends the film investigating the 
mortgage market, quizzing its loathsome 
merchants. His character is based on a 
real-life equity analyst. Carell asks questions 
his real-life equivalent wouldn’t; being an 
expert, he’d already know the answers.

The Q&A format, in film and in print, 
is great at asking basic questions on the 
layman audience’s behalf.

 ● Story – I probably learned more about 
the global financial crisis from TBS than 
from any article, or podcast, or bitesize 
briefing. It’s because I like stories.

Stories are about characters with goals 
who face obstacles and get into conflicts. 
It’s hard to put a story down before you 
find out whether the protagonist achieved 
their goal.

If you can reshape your droning 
pensions missive into a conflict between 
two opposing characters, you’ll have more 
readers. Who doesn’t enjoy watching an 
argument from a safe distance?

 ● Don’t overstay your welcome – Good 
films arrive to the story late and leave it 
early.

The End. n

...every trick in 
the book to get 
your undivided 
attention and 

explain them...

Gareth Stears, pensions technical consultant at Aries Insight, presents a 
way to explain complex pension concepts simply

Big and short 
lessons in 
engagement

Pensions
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Berkeley Catering Limited v 
Jackson
The employment appeal tribunal (EAT) has 
held that there was a redundancy situation 
where the owner of an organisation 
absorbed the role of its managing director.

This case concerned an employee 
who had worked for an organisation for 
some time and was promoted to the 
role of managing director. The owner of 
the organisation had originally filled this 
position but stated that he would be taking 
a step back from day-to-day management.

As time went on, the relationship 
between the claimant and the owner 
began to break down, with the employee 
arguing that the owner was deliberately 
undermining her and excluding her from 
important decisions. Eventually, the owner 
announced that he was to make the 
managing director role redundant as he 
intended to take on much of the duties 
himself.

The claimant was provided with 
redundancy pay and the relevant notice, 
but crucially not afforded the chance 
to appeal. She later brought a claim to 
an employment tribunal (ET) for unfair 
dismissal. Her main arguments were that 
she had been displaced from her role 

by the owner, meaning there had been 
no genuine redundancy situation, and 
even with this in mind the redundancy 
procedure had not been fair because an 
alternative role had later become available. 
This alternative position had been given 
to someone else which she felt she could 
have filled.

The employment tribunal (ET) ruled 
that there was no genuine redundancy 
situation and that it was not necessary for 
them to determine if the procedure had 
been fair. In forming their decision, they 
outlined that the requirement to do work 
of a particular kind had not diminished, 
because the owner had undermined the 
claimant and intended to take on her 
role for himself. There was not a situation 
where there had been a diminishing need 
for a managing director as the role was 
going to be taken on by other staff.

The respondent appealed against this 
decision to the EAT, stating that the ET 
had erred by focusing on the diminution 
of work as opposed to the number of 
employees required to perform.

The EAT upheld the appeal. They 
outlined that the undermining of the 
claimant was not relevant to the question 
as to whether there had been a genuine 

redundancy in this situation, although it 
would be relevant to a future question of 
unfair dismissal. To determine a genuine 
redundancy, the question that should 
be focussed on is the reason for the 
dismissal.

The EAT found that there had been a 
diminution in the number of employees 
needed to undertake a particular role. The 
owner had intended to take on more of 
the managing director’s duties, meaning 
the need for a separate individual to 
carry out this role had diminished, and 
the claimant’s dismissal did amount to a 
redundancy situation.

As there was a redundancy established, 
it needed to be determined if the 
procedure followed had been fair; thus, 
the EAT remitted the case to a fresh ET in 
order for this point to be heard.

All Answers Ltd v Wain & 
Radulovska
The EAT has ruled that in circumstances 
where there is no evidence of a 
disability on the date of an alleged act of 
discrimination, an ET is entitled to consider 
all evidence available from around this 
date and infer that a disability was present 
at the relevant time.

This case concerned two separate 
claimants who each brought a number 
of discrimination claims against one 
employer. This stemmed from a change 
in seating arrangements in their place of 

...the claimant’s dismissal did amount 
to a redundancy situation

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

Redundancy 
situation, disability 
discrimination, 
termination date
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work, which allegedly occurred in August 
2018, and according to them placed them 
at a disadvantage due to their disabilities. 
The claimants also argued that their 
concerns about the change had been 
ignored.

The first claimant stated that he had 
been suffering from depression and 
anxiety from April 2018, but this had 
only come to light after the alleged act 
of discrimination. The second claimant 
put forward that she suffered from 
anxiety, depression, and post-traumatic 
stress disorder due to incidents that had 
occurred in her past.

At a preliminary hearing, the ET 
assessed if both claimants could be 
considered as having a disability on the 
dates of the alleged discriminatory incident 
in August 2018. Crucially, the ET had no 
direct evidence of the claimants’ situations 
on that particular date and therefore had 
to focus on evidence from both before 
and after the incident. Ultimately, the ET 
held that both claimants were disabled.

When considering the first claimant, the 
ET held that, on the evidence available 
to it, the employee had begun suffering 
from a qualifying impairment that met 
the definition outlined in the Equality 
Act 2010, and from this inferred that 
the person was still suffering from it 
by August of that year. Turning to the 
second claimant, the ET relied heavily on 
a testimonial from the first claimant and 
ultimately concluded that this claimant 
also met the legal definition on the date in 
question. This meant that both claimants 
could proceed with their claims of 
discrimination.

The employer appealed, taking issue 
with how the ET had reached its decision. 
The employer’s main argument at the 
appeal was that it was not up to the ET to 
seek to rely on evidence from before or 
after the date of alleged discrimination in 
order to determine the situation on this 

particular date.
The EAT dismissed the appeal, outlining 

that although the ET had not focussed 
on evidence available on the date of the 
alleged discrimination, this did not on its 
own show a defect in the judgement. 
In this situation, the ET had needed 
to examine the period when the acts 
complained of had occurred; if there was 
evidence of impairment shortly after the 
date of the alleged incident, failure to 
focus specifically on this date was not, in 
itself, a defect.

Looking at both claimants, the EAT was 
satisfied that the ET had fairly reached 
a conclusion and that the ET had also 
carefully considered all evidence and 
clearly demonstrated why they felt the 
testimony from the first claimant was 
reliable for the second.

Avuru v Favermead Ltd & Nasser
The EAT has assessed if a claim for 
redundancy pay was in time when 
considering conflicting evidence of the 
termination date.

The claimant worked for the respondent 
as a carer for a period of ten years, caring 
for the sick mother-in-law of a director, 
Mrs Easton. Following the death of Mrs 
Easton in March 2017, the claimant’s work 
ceased; however, the respondents did not 
directly inform her that her employment 
was to end. This was despite the fact that 
she was offered no further work as a carer.

Although the respondent would later 
argue that the claimant was sent a form 
P45, the latter disputed ever receiving it. 
What was certain was that the claimant 
stopped receiving any pay for her role 
as a carer in April 2017. In November 
2017, a conversation was finally held 
between the claimant and the respondent 

concerning her ongoing employment, 
with the respondent confirming that they 
were “finished with her”. In January 2019, 
the claimant brought to the ET claims 
surrounding this issue. The respondent 
countered this argument by stating that 
she had brought her claims out of time.

Before it could assess whether the 
claimant had submitted her claim for 
unpaid redundancy pay in time, the ET 
first had to determine the actual date of 
termination. This threw up a number of 
issues; although the respondent argued 
that this date should be March 2017, 
following the death of Mrs Easton, the 
claimant asserted that this should actually 
be November 2017.

The claimant alleged that she’d had a 
conversation with the respondent not long 
after the death of Mrs Easton, in which 
she had been told to take some rest for a 
few months. Her argument was that this 
led her to believe that her employment 
was to continue until she was finally told 
otherwise by the respondent in November 
2017. Despite the fact that the respondent 
disputed this conversation ever taking 
place, and that the ET agreed that all 
evidence pointed to the termination 
date being in March 2017, it was found 
that the termination date was actually 
November 2017. This was because the 
claimant maintained subjective belief 
about her employment until this date. 
The ET went on to explain that regardless 
of the termination date being November 
2017, the claim had still been brought out 
of time.

Both the claimant and the respondent 
took issue with the ET’s ruling and 
appealed.

The EAT agreed that the claim was 
out of time and therefore could not 
proceed. However, they were critical of 
the ET’s ruling. They held that as the ET 
had concluded that all evidence pointed 
towards the termination date being March 
2017, their natural conclusion should have 
been to find this as the termination date. 
However, they seemed to have relied on 
evidence from the claimant that conflicted 
with the respondent. As the ET had not 
outlined why the claimant’s evidence was 
more reliable, their conclusion could not 
be upheld. n

...ET first had to determine the actual 
date of termination

Employment law
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As part of employment law 
provisions in the UK, all workers 
and employees over compulsory 

school age, including apprentices, are 
entitled to earn at least the national 
minimum wage (NMW) or the national 
living wage (NLW) for every hour worked. 
The rates at which these should be paid 
change yearly and vary depending on the 
individual’s age. For example, until 1 April 
2021, the NLW is payable to those aged 25 
and above.

Apprentices who are under the age 
of 19, or 19+ but in the first year of the 
apprenticeship, are also entitled to a 
minimum rate specifically constructed for 
apprentices. Once the apprentice reaches 
the age of 19 (or they are 19 or over and 
are in the apprenticeship for longer than 
one year) they become entitled to the 
NMW rate that applies to their age group.

By law, it is important that employers 
pay staff the correct minimum wage rates 
for their age groups or risk facing serious 
repercussions for failing to do so. The risks 
of failing to pay the correct minimum wage 
rates range from unlawful deductions from 
wages claims, fines from the government, 
and/or being ‘named and shamed’ as a 
‘rogue’ employer. 

Unlawful deductions from wages
The only lawful deductions from wages 
are those that are required by law (such 
as income tax and National Insurance 
contributions), authorised by the worker’s 

contract, or agreed in writing by the worker 
prior to the occurrence that gives rise to the 
deduction(s).

Employees can make a claim to an 
employment tribunal to retrieve the 
unpaid amount of minimum wage that 
was unlawfully deducted from their wages. 
More serious claims of breach of contract 
can also be brought to a tribunal once 
employment with the organisation has 
ended.

Remedies for unlawful deductions 
from wages can range from a declaration, 
repayment of the underpaid amount, and/
or compensation for any further financial 
loss to the claimant.

Fines and naming and shaming
Not only is there a risk of tribunal claims 
made by employees, the government 
has relaunched the naming and shaming 
scheme after a two-year pause (to allow 
for an evaluation into its effectiveness to 
be carried out) which carry more stringent 
penalties on offending employers. Business 
minister, Paul Scully, has described the 

recently published list of 139 organisations 
that failed to pay their staff the appropriate 
minimum wage rates for their age groups 
as a “wake-up call” to rogue employers.

After an investigation spanning 2016 
to 2018, it has now come to public 
knowledge that a total of £6,700,000 was 
left unpaid to over 95,000 employees by 
both large and small organisations across 
the UK. According to the government, this 
offence occurred for a number of reasons, 
namely that low-paid staff were obligated 
to cover costs of their work uniforms, 
training, or parking, as well as employers 
failing to raise staff pay once they are 
eligible for a higher wage bracket (e.g. a 
20-turned-21-year-old who became eligible 
for a higher rate of minimum wage was still 
being paid at the lower rate).

Offending employers have been 
required to make, and have completed 
making, outstanding wage payments to 
staff based on current minimum wage 
rates rather than those in place at that 
time of the underpayment, as well as 
fines of 200% of the unpaid amount to 
the government at a cap of £10,000 per 
employee.

It may be easy for the law to be 
misconstrued when it comes to minimum 
wage, especially as it changes on a yearly 
basis. However, it important that employers 
keep in mind that the onus remains on 
them to ensure that they are keeping in 
line with the law.

Changes ahead
To avoid any penalties and/or time-
consuming (and expensive) tribunal claims, 
employers should keep in mind that the 
age threshold for the NLW will be lowered 
to cover 23-year-olds and above. The table 
shows the current minimum wage hourly 
rates from 1 April 2021. n

... the government 
has relaunched 
the naming and 
shaming scheme 
after a two-year 

pause...

Danny Done, managing director at Portfolio Payroll, outlines developments 
and impending changes

Workers aged 23 and over (NLW) £8.91

Workers aged 21–22 £8.36

Development rate for workers aged 18–20 £6.56

Young workers rate for workers aged 16–17 £4.62

Apprentices under 19, or 19+ but in the first year of the apprenticeship £4.30

Why payments 
should always 
be accurate

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

LONDON COVERING EAST ANGLIA, THE MIDLANDS, LONDON, 
SOUTH WEST AND THE SOUTH
PAYROLL & BENEFITS ADMINISTRATOR
£30,000 - £35,000 SURREY 964970HA
Join a Sports and Leisure establishment to work collaboratively with the Manager in 
processing their UK and International payroll as well as administering their benefits.  
You’ll require previous Payroll & Benefits experience as well as ad hoc HR duties.

PAYROLL OFFICER
£21,135 - £23,406 KENT 964981HA
Payroll Officers are needed to join an award-winning Payroll function in Kent - initially 
working from home. You’ll provide payroll & pensions advice and process accurate 
Payroll. Experience of SAP & Excel plus a good understanding of pension schemes is 
desirable. Flexible and part time working is available.

SENIOR PAYROLL SPECIALIST
£28,000 - £32,000 BUCKINGHAMSHIRE 964963HA
A leading manufacturer require a Senior Payroll Specialist to provide the day to 
day management of their weekly and monthly payrolls from start to finish.  A good 
understanding of Excel and experience of running a multi-sited payroll is advantageous. 

PAYROLL ASSOCIATE
£25,000 - £27,000 BERKSHIRE 964951HA
A global business services provider is recruiting a Payroll Associate to process their 
client’s payroll from start to finish.  Offering great career development and opportunities 
to gain exposure in other 

MANCHESTER COVERING MANCHESTER, NORTH WEST, 
YORKSHIRE AND THE NORTH EAST
HEAD OF PAYROLL SERVICES
£38,000 - £45,000 LANCASTER 964862HM
A leading accountancy firm based in Lancaster is looking a Head of Payroll Services to 
be fully responsible for the entire payroll function including umbrella and payroll bureau.  
You’ll manage a team of payroll administrators and be responsible for the timely and 
accurate processing of weekly and monthly payrolls.

PAYROLL MANAGER
£28,000 - £31,000 CHEADLE 964832JT
A charity is looking for an experienced end to end Payroll professional to oversee a small 
team ensuring that all automated processes run smoothly.  This role would be ideal for 
someone looking for team management experience and the next step in their career.

EXECUTIVE SOURCING EXECUTIVE PAYROLL TALENT
HEAD OF PAYROLL
£65,000 - £70,000 BERKSHIRE 965000RMC
A leading company seek an experienced Head of Payroll to overseeing high volume 
payroll processing across UK and some international regions.  You’ll need to be strategic 
to drive the payroll department forward. Experience of Core HR is essential and any 
exposure to CJRS/Furlough is highly desirable.

INTERNATIONAL PAYROLL MANAGER
12-15 MONTH MATERNITY COVER £45,000 - £50,000 
REMOTE WORKING / HEMEL HEMPSTEAD 
964836GC
An established retail/manufacturing 
brand seek an International Payroll 
Manager to be accountable for 
delivery of global payrolls 
using ADP while providing 
hands on support of 
the Payroll Analysts.

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 

Rated as Excellent

RECRUITING 
FROM YOUR 
OFFICE... 

...OR  
REMOTELY

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

CONTACT US TO HIRE THE 
BEST PAYROLL TALENT



Industry 
news

Juniper Education acquires Jane Systems
JUNIPER EDUCATION, which offers services to support schools, has acquired Jane Systems, a specialist education HR and payroll 
software provider to hundreds of academy trusts and schools in the UK responsible for supporting the accurate processing of over 
75,000 payslips per month. The move expands Juniper Education’s portfolio of innovative software and services and increases the 
number of schools using its solutions to over 10,000.

Gavin Freed, chairman of Juniper Education, said: “For too long, those working in education have been frustrated with having no 
choice but to work with generic HR solutions that do not fully meet the specific challenges of educational settings.”

Nigel Sargent, director of Jane Systems, said: “The Jane software portfolio was designed to give trusts and school leaders a simple 
way to manage staff absences, wellbeing, payroll, professional development and salary, offering a better alternative to the paper-based 
functions that still exist in many schools and academies.”

Simon Hitchcock, managing partner at Horizon Capital, investor in Juniper Education, said: “The addition of Jane Systems extends 
Juniper’s already comprehensive software and services offering, ensuring schools have a one-stop-shop for all their staffing and payroll 
needs.”

Share | Compliance app launched
INTERNATIONAL LAW firm CMS has launched the 
Share | Compliance app to help companies with 
legal and tax compliance in relation to the operation 
of their global employee share plans. CMS has 
harnessed its global expertise to provide the legal and 
tax guidance that underpins the app and ensures that 
all content is accurate and up-to-date. The legal and 
tax compliance information contained within the app 
will cover over eighty jurisdictions globally and can 
be tailored to each individual company’s share plan 
requirements.
 Andrew Quayle, partner in the Employee Incentives 
team at CMS, said the app “is an innovative tool that 
offers all share plan professionals comprehensive 
legal and tax guidance through a single interface 
and at a competitive price. It will enable companies 
to stay ahead of critical actions, to manage or drive 
down their compliance costs and to stay on top of 
changes in law.”

Symatrix acquires Succeed
TO STRENGTHEN its HR and payroll consulting capabilities, Symatrix, the 
Oracle ERP, HCM and outsourced payroll services, has acquired Succeed, a 
UK-based Oracle Peoplesoft HCM and payroll consultancy services provider. 
Following a year of dynamic growth, the acquisition is the latest stage of 
Symatrix’s ongoing expansion which highlights the company’s commitment 
to delivering Oracle implementations and providing high-quality consulting 
and support. Symatrix plans to bring all of Succeed’s existing employees into 
the business, which will lead to a further rise in headcount, following a major 
recruitment drive over the past year.

Like Symatrix, Succeed has been actively engaged in HR and payroll since 
2000 and has built up extensive experience and expertise across both areas, 
which will help strengthen the Symatrix offering.

Chris Brooks, managing director, Symatrix, said: “We see significant 
synergies between our two businesses both in terms of our expertise 
in Oracle and our understanding of HR and payroll. We are taking on an 
experienced team and some fantastic customers.

“The Succeed customers will continue to receive the exceptional service 
levels that they are used to and in addition will benefit from access to the 
wider Symatrix service suite including fully managed payroll and testing as a 
service.”

activpayroll opens office in Orléans, France
THE GLOBAL payroll and tax compliance specialist, activpayroll, which 
is headquarterd in Aberdeen, Scotland, has announced the launch of its 
second French office, which will serve as an accompanying hub to the 
company’s existing office in Paris. activpayroll has been providing payroll 
services to customers in France for over two decades, and the Orléans 
office reinforces its ongoing expansion and commitment to the French 
customer base.
 The new team will be led by Mallek Mohamed, payroll operations 
manager – France, who has over fifteen years’ experience working in the 
HR and payroll sector and has held multiple positions ranging from HR 
manager of an international organisation to project director. Mallek brings a 
wealth of knowledge and will continue to support the team in Paris, working 
closely with general manager Agnes Feige, in addition to developing the Orléans operation.
 Euan Sellar, chief operating officer of activpayroll, said: “France is a strategic focal point for many global businesses and having 
an additional presence in France will enable us to not only enhance our level of payroll support to customers, but also allow us to 
offer them our additional services, including our recently launched Global HR Services.”
 Mallek added that he is “extremely appreciative and proud to be heading up the new office and playing a part in activpayroll’s 
continual global expansion”.
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T he pandemic has led to a prolonged 
spike in activity for the payroll 
profession. So, how can technology 

support payroll operations? To answer this, 
it’s important to highlight key challenges 
payroll professionals face in the current 
climate.

Anyone who has been working 
in payroll for at least a decade will 
remember what payroll was like before the 
introduction of real time information and 
pensions auto-enrolment. In addition, the  
legislative changes impacting payroll have 
grown significantly which means there is a 
greater need to work with accurate data to 
ensure employees are paid correctly and 
on time. Making corrections post-payroll 
is not only time-consuming and costly, 
but also attracts unwanted attention and 
penalties from regulatory bodies.

In my view, many payroll teams face 
one of these two scenarios:

 ● The payroll is accurate and compliant, 
but it takes a significant amount of time 
to process. The payroll team has a lot 
of expertise, but the software solution 
they are using requires a lot of manual 
interaction, which means the team spends 
significant amounts of time preparing, 
inputting and checking payroll data.

 ● The payroll is quick to process, but often 
results in errors and/or doesn’t provide 
the required output. Whilst data loads are 
automated, the payroll runs with fewer 
checks, due to lack of expertise within the 
payroll team. Although this allows for the 
end-to-end process within payroll to be 
achieved in a timely manner, there is a 
higher risk of error.

So, the real question is how can payroll 
software evolve to reduce risk, save 
time, and help teams to manage more 
demanding workloads? Technology can 
transform the payroll experience when 
a number of the following elements are 
combined in the right way.

 ● Artificial intelligence – A particular 
example is chatbots, which are used by 
many businesses to field queries and 
provide automated answers – something 
which could be highly useful within the 
payroll function. Nonetheless, as payroll 
handles a vast amount of confidential 
data, proper security procedures need 
to be in place when utilising chatbots. 
The following questions should also be 
considered:

 ❍Which types of queries can chatbots 
answer? They may be able to handle 
common queries that require a simple, 
straightforward answer, but may not be 
capable of addressing more complex 
questions.

 ❍How would employees respond to 
chatbots in an easy and timely manner?

 ❍How would you monitor feedback, to 
make sure this is an effective solution?
 ● Automation and analytics – Using 

automation, many routine, time-consuming 
tasks could be scheduled outside of 
business hours, such as the processing of 
large payrolls and incoming data, as well as 
the output of reports. In expanding use of 
automation, the following questions should 
be considered:

 ❍ Is it possible to automate repeated 
transactions to free-up the payroll 
team’s time, allowing them to focus on 
delivering true expertise and value to the 
business by performing more strategic 
tasks?

 ❍ Is there value in delivering payroll 
data via external data feeds to fuel 
rich, automated analytics, and provide 
meaningful management information 
that can be easily disseminated across 
the organisation with little manipulation?
 ● Cloud software – Clearly those 

businesses that had already adopted cloud 
software solutions would have found it 
easier to mobilise their staff to work from 
home during the pandemic, but some 

other questions to ask are:
 ❍Does adopting cloud technology help 

to reduce costs for the business?
 ❍Would outsourcing non-core business 

activities such as IT allow the business 
to focus on core activities, therefore 
increasing productivity?
 ● Strategic payroll – Ideally software 

solutions should include built-in 
compliance tools, alerts and other 
notifications that empower users to 
manage and reduce payroll errors. These 
solutions would allow payrollers to focus 
more on strategic issues like compliance, 
building their technical software skills, and 
developing an analytical mindset.

 ❍The combination of automation, 
improved data management, and 
an agile delivery mechanism allows 
strategic updates to be delivered more 
frequently to payroll staff and decision 
makers across the business, through 
a secure platform. Much of this key 
information would be delivered ahead 
of payroll closing for the pay period thus 
reducing mistakes (e.g. around starters, 
leavers, and timesheet payments).

 ❍Applied correctly, technology 
can enhance the payroll profession 
because rather than spending time on 
monotonous tasks, teams can get ahead 
of new and more challenging areas; for 
example, pay ratio reporting and off-
payroll working – two areas that at one 
time had little to no payroll involvement.
In summary, the future of payroll 

should be focused on developing a set 
of capabilities, processes and technology 
solutions that empower teams to deliver 
rich data insights, drive greater payroll 
accuracy, and optimise costs. And, as 
payroll becomes more strategic, software 
gives teams time to focus on emerging 
priorities, including employee financial 
wellbeing and complex compliance 
requirements. n

Jaspal Randhawa Wayte ChMCIPP, director of product management, Payroll 
Solutions, Zellis, discusses the issues

Transforming 
payroll

Technology
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A t Legal & General Retail Retirement 
(LGR), we’re proud to provide 
retirement income solutions that 

focus on people’s needs and help them 
enjoy a more colourful retirement. We offer 
annuities and fixed term plans, which provide 
the security of a guaranteed income – and 
with over 800,000 annuitants, the OCE 
(outstanding customer experience) project 
was one of the biggest payroll projects 
completed in the UK.

We finished the project without missing 
or delaying customer payments. We 
proactively engaged our stakeholders, 
including HM Revenue & Customs (HMRC), 
ensuring the changes have not impacted 
customers; this included tax reference 
change. Managing with robust methodology 
resulted in a successful transition from a 
legacy mainframe, with many challenges: 
hexadecimal code; mapping free text notes; 
thorough testing and moving from one 
system to two. The new systems are game 
changers, allowing Legal & General to service 
customers more efficiently, giving them more 
control of their own data.

We’ve achieved this by outstanding 
collaboration between the project team, 
vendors and business, without losing 
impetus during the challenges of 2020. 
We achieved our largest migration to date, 
continuously improving all stages of the 
project: planning; requirements building; 
testing; migration processes and hypercare. 
This achievement was due to the energy of 
those involved, who were all committed to 
the success of the project. 
The project was instigated to implement 
new pension and payroll systems to process 
payments for our annuitants, starting with  

approximately 350,000 individual 
retirement customers. The goal was to 
replace an ageing system that, although 
stable, used manual or macro workarounds 
due to complexity of payments and 
reporting. It used hexadecimal coding, and 
technical support had become limited. 
Using a payroll software provider meant 
LGR could focus on its value-added activities 
around pension administration, without 
requiring internal IT expertise and reducing 
the need to spend time with developers.

Using Agile methodology, we had an 
architectural view of how the solution 
should fit with a wider project, updating and 
improving technologies and digital offerings 
throughout the journey. This included 
purchasing a scheme; managing a pension 
not yet in payment; activating payment, 
and processing claims for drawdown and 
single payments or, on death, moving the 
policy to a spouse or dependant where 
needed. Following the architectural review, 
RFP (request for proposal) documents were 
issued, and payroll experts were used to 
support the implementation, giving industry 
knowledge and experience to match the 
knowledge of LGR processes and products. 
Key themes were agreed as design 
principles: creating an outstanding customer 
experience; automation; innovation (rather 
than replication) and rules around mastering 
of data and processes. The external 
experts helped shape the solution as the 
design changed; switching from positive to 
negative payroll, reducing volumes of data 
flow between systems and significantly 
reducing the risk of non-payment. This has 
already proven to be extremely valuable. 
Our biggest de-risking success is the payroll 

system running independently of our estate, 
with best-practice fail-over processes.

Agile methodology means this was an 
iterative project, starting with a small pilot 
of standard low-risk customers to ‘prove’ 
the solution. Further migration population 
was dictated by development plans and 
first migrations and code drops followed 
the small pilot principal (including individual 
retirements, cash out plans, fixed term 
plans, payment of defined benefit plans). 
This meant we could manage challenges; 
piloted products could be migrated at a 
much higher volume once proven.

We moved from 210 annuitants to tens 
of thousands per migration. Volume and 
penetration testing allows us to process at 
volume and protect customer payments, 
and we have more than 343,000 
customers on the new platforms so far.

Retrospectives are important to improve 
the process, including the migration 
weekends. As volume increased, we 
changed testing processes for data, moving 
from 100% manual audit to sophisticated 
reconciliation that focused on exceptions 
management. There were changes to how 
servers and applications worked during the 
ingestion process, reducing the waiting time 
during the migration. Streamlining has been 
important – processing payments every day 
means we have a narrow window during 
weekends to complete the migrations.

Our focus is to reduce risk and enable 
automation and digital opportunities, rather 
than to reduce costs. Introducing new 
systems has resulted in reducing payroll 
processing to between one and three 
hours for one full-time employee (FTE), as 
opposed to a full working day for at least 
one FTE. This enabled a move to proactive 
reconciliations, meaning we can reduce 
errors. We process up to 184,000 customer 
payments daily, so need to react swiftly to 
changes. 

...outstanding collaboration between 
the project team, vendors and 

business...

Jeanette Hibbert FCIPP MSc, head of customer payroll/payroll product 
owner for Legal & General Retail Retirement Income, outlines the OCE 
project which received the CIPP 2020 Project of the Year Award

Outstanding 
customer experience

TECHNOLOGY
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We’ve also introduced automated faster 
payments. Once we ascertain financial 
hardship, a request is triggered on the 
administration platform, which flows 
through to payroll, triggers an immediate 
payroll calculation and sends the payment 
for processing. This means the recipient 
receives funds from two hours’ time to 
close of business that day. Our legacy 
process can take up to three business days 
due to the number of systems, touches and 
deadlines.

Overpayment recoveries can be handled 
automatically when dependent benefits 
are payable. Where not (once repaid), the 
system automatically refreshes, updates 
the full payment submission (FPS) and 
adjusts the tax figure to be sent to HMRC. 
This saves about thirty minutes per case for 
manual adjustments.

Processing ARUCS (automated return 
of unapplied credit service) and AWACS 
(advice of wrong account for automated 
credits service) files automatically (updating 
bank details for AWACS, suspension, 
reversals of pay, updating FPS submission 
and same-day automatic letter generation 
for ARUCS) has reduced the time spent 
on these items. Processes are dealt with 

immediately rather than waiting in a 
queue for manual intervention. These 
improvements have reduced the time 
spent on these activities by 85%, allowing 
us to focus on value-added activities such 
as governance processes, pre-payment 
validations and exceptions resolution.

The restrictions of the legacy system 
meant we couldn’t measure detailed 
accuracy or introduce key performance 
indicators (KPIs), other than failed 
payments, existence checking and customer 
satisfaction surveys. We can now report on:

 ● total number and amount (£) of 
payments

 ● overpayments – made (as % of total 
payments made), recovered (as % of 
overpayments), written off (total as % of 
overpayments)

 ● SLA (service level agreement) 
performance (% of late payments)

 ● number of – complaints regarding late 
and/or inaccurate payments, risk events 
relating to payments, partial/ineffective 

control attestations relating to payments, 
and failed payments

 ● visibility of our KPIs enabling us to identify 
improvements to processes and patterns 
throughout the year.

The move to modern platforms has 
enabled a significant improvement to our 
digital platform for customers. They’ll see 
pay information (historic and next payment 
detail), their pension policies, and self-
serve for some activities such as change of 
address and bank account. This widens our 
scope in terms of potential B2B (business 
to business) clients and improves the 
customer experience for all.

The only change our customers 
may notice is to the format of their pay 
statements, which was one of the principles 
we worked to – but our processes are 
much improved. This has been especially 
important during the pandemic, where the 
speed of processing claims and our ability 
to make payments swiftly has been even 
more critical to customers. n

...reduced the time spent on these 
activities by 85%, allowing us to focus 

on value-added activities...

cipp.org.uk @CIPP_UK

Visit cipp.org.uk/events/annual-excellence-awards, to find out more.

We’re excited to announce that our Annual Excellence Awards 
will be open for nominations soon.

 
It’s time to recognise those who work in payroll, pensions 

and reward for all their hard work throughout the year.
 

We’ll announce our launch date online, via email and 
through our social media channels.

Get your nominations ready!

Automation
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A 2018 survey by Tech Prop 
Research (https://zd.net/3tGdtQE) 
revealed that 70% of companies 

either had a digital transformation strategy 
in place or were working on one. However, 
the pandemic has accelerated digitalisation 
at an unprecedented rate. Simply to survive, 
many organisations have had to transform 
rapidly, without the chance to really reflect 
on their efforts. This technological leap 
has clearly brought some great benefits 
– including the ability to streamline 
processes, reduce human error, and reach 
wider audiences in different geographies 
– but accelerating digitalisation can bring 
significant risks if not managed properly.

Businesses can encounter significant 
obstacles to their digital transformation, 
especially when it happens rapidly. While 
budgets, software and infrastructure may all 
hamper digitalisation, some of the biggest 
challenges are employee resistance and 
reluctance to learn new systems, which 
can slow or even derail efforts. This is 
often caused by a lack of clear, timely 
communications between decision-makers 
and the employees impacted; so, business 
leaders need to focus on transparency.

Adopting a transparent approach 
involves communicating with and including 
employees throughout the process of 
digitalisation – rather than announcing it 
as a complete package at the moment of 
transformation or with little notice. It may 
not always be welcome as change is rarely 
straightforward; but being transparent about 
the costs and benefits will earn business 
leaders the trust of their workforce. 
This trust is invaluable for engagement, 
retention, and ultimately success.

When decision-makers are as open 
as possible about why digitalisation is 
necessary or desirable, it gives individuals 
a chance to ‘buy in’ and feel part of a 
team. Allowing individuals to understand 

transformation in its early stages reduces 
resistance: employees and management 
are working together, rather than in 
opposition.

While transparency is important to 
maintain culture and engagement, it is also 
essential for practicalities of digitalisation. 
New skills and retraining are necessary 
elements to digital transformation in any 
industry and depend directly on the efforts 
of staff. When employees either don’t 
understand or don’t want digitalisation, 
resistance to training programmes can 
hamper the process greatly. Re-skilling 
initiatives that are simply dictated by 
management – no matter how much 
research undertaken – can be ineffective 
or impractical when implemented. To solve 
these problems, employees should be 
included in discussions about retraining 
at the decision-making stage. Not only 
are individuals more likely to become 
enthusiastic about an initiative they’ve had 
a role in designing, but those on the ground 
are also best placed to expose any potential 
flaws before programmes are introduced.

Working alongside those who will 
be most impacted by digitalisation can 
act as somewhat of a reality check both 
for business leaders and employees. 
Encouraging a culture of transparency that 
flows both ways will help create realistic 
strategies, while also allowing employers 
to take control of the narrative, which can 
otherwise become rife with speculation. For 
many organisations, digital transformation 
entails some sort of reduction or change 
in workforce – an understandably difficult 
conversation to have. But avoiding this 
reality until the last possible moment will 
exacerbate, rather than reduce, anxiety 
and confusion amongst staff. An open 
discussion about the reasons behind 
redundancies shows a far greater level of 
respect and trust for employees; feelings 

which are then reciprocated. This will also 
allow leaders to present digitalisation as 
an opportunity to develop new skills and 
better-serve clients.

Communicating honestly with 
employees will allow businesses to 
seamlessly integrate digital tools in the best 
way possible, by streamlining transitions 
from old to new skills and practices. 
Transitioning too quickly, or without 
transparency between different levels 
within an organisation, can lead to a loss of 
necessary skills, leaving businesses relying 
too heavily on technology at the expense 
of an efficient and effective workforce. 
Digitalisation is not a simple or linear 
process. Organisations may find that some 
functions are less efficient when the human 
element is removed, or that elements of 
digitalised work need a more personal 
touch to deliver the best value. Without 
careful collaboration throughout the 
workforce, these complexities are incredibly 
difficult to manage – but business leaders 
who communicate transparently will be 
able to take them in stride. At its best, 
digital transformation can enhance and 
improve – not replace – the work done by 
people within an organisation.

Change is never straightforward. But with 
a transparent approach, digitalisation can 
become a smoother, more harmonious 
process. Lack of information is a huge 
factor in employee resistance: when people 
understand why change is happening, 
they want to be a part of it. If a workforce 
is excluded from decisions that have 
far-reaching consequences, however, 
every step of digitalisation will become 
an uphill climb. If businesses want to 
preserve their culture, ease transitions, 
and maximise re-skilling, they need to 
be transparent about their strategy and 
desired outcomes. Despite its complexities, 
digital transformation can be exciting for 
individuals across every level within an 
organisation, and when each of these 
groups work together far more can be 
achieved. n

New skills and retraining are 
necessary elements...

Jeff Phipps, UK managing director at ADP, argues that this is crucial in digital 
transformation

A transparent 
approach

TECHNOLOGY
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Feature topic wordsearch
To provide some light relief, the CIPP’s policy and research team are delighted to have prepared for your enjoyment this classic 
word puzzle which features 36 words related to this issue’s feature topic of ‘future skills of payroll professionals’.

The words can be forward or backwards and vertical, horizontal or diagonal. Visit cipp.org.uk/wsmar1 to see the answers. 

P G D E I U W L A O J T C E J O R P E K A Z L Q

W J M Y T S B G N I A H C K C O L B F U J I H A

K N E H E V O N A C Y G E T A R T S T P M C S G

Y F S O C V A I L U L K L H W N Z O M A R N U O

W E L T H O R T Y Z C K A X O S M M N A R E I V

E M L R S S D R S T C K K I D A N A E E E D E E

G W I E A P R O E R U H T D T P G S T S R I Q R

N N K N V C O P J F E A E I S E E T U R U B G N

I E S D V O O E N J R W O C M R A B H K T N N A

V O C S Y F M R V E Z N A E K P W W L Z U N I N

L S L I W Z Z P N Q D Y N R J I W A W A F M T C

O Q I L V Q P E L C M T E D D J N F K F H E S E

S G P H Z R G R T K Y C H A N G E G Z H R G A S

M N Z P W T E N W D E S I R E M U S N O C C C G

E I H L X E V S B J S E C R T R A I N I N G E U

L L F E G C X L R C A D A P T A B L E U Z V R V

B L N U N N F X I E U L Z L E G I S L A T I O N

O I K W R A I T J Q M F I S C I T O B O R H F E

R K D P M I Y N Y B D O D E V E L O P M E N T V

P S N C T L P D N X H Y T P U G E E A V S O O L

X P K M A P Y U L A O H Z S K F I N A N C E M O

L U I N E M H K R M L P M C U P E L I G A W B V

I O A B W O H C T J C P U I Y C D B A X N D Y E

W U E X U C U M H B Y G O L O N H C E T C M B U

ADAPTABLE
AGILE
ANALYSE
ANALYTICS
AUTOMATION
BLOCKCHAIN
BOARDROOM
CHANGE
CHECKING

COMPLIANCE
CONSUMERISED
CUSTOMER SERVICE
DEVELOPMENT
EVOLVE
FINANCE
FORECASTING
FUTURE
GOVERNANCE

LEGISLATION
MANAGEMENT
NEXT GENERATION
PATTERNS
PLANNING
PROBLEM SOLVING
PROJECT
REPORTING
RESEARCH

REWARD
ROBOTICS
SKILLS
STRATEGY
TECHNOLOGY
TECH-SAVVY
TRAINING
TRENDS
UPSKILLING

(Note that a space between or a hyphen in multi-word search items listed below is ignored in the table above. 
So, NEXT GENERATION would be shown as NEXTGENERATION and TECH-SAVVY as TECHSAVVY.)
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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.payrollcompliance.org.uk

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

FULLY MANAGED OUTSOURCED PAYROLL SERVICES

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

Frontier Software Payroll Services can be tailored to meet individual requirements. 
With our fully managed service, users enjoy all the accessibility, flexibility and control 
of processing payroll in-house, without having to allocate staff, equipment, time and 
resources to manage it.  And, when it comes to reliability and accuracy our team can 
be relied upon to ensure the timely payment of yours.  Business Continuity Plans – UK 
Service Centres – BACS approved – HMRC PAYE Recognition: Trust Frontier Software 
with your Payroll Processing

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.

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

With over 50 years of cross-industry experience, we have both the size and scale to offer a 
broad range of services, including Fully Managed Payroll, Partially Managed Payroll, Payroll and 
HR Advisory Services, and HR Administration Services.

We run a trusted, expert-led and technology-driven service using an optimal mix of onshore 
and offshore operations. This allows us to meet the specific needs of our customers, and 
provide them with cost-efficiency, flexibility, and resilience. 

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 
Vickie Graham on 07775 564 352 or email advertising@cipp.org.uk

Useful contacts directory
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INTEGRATED PAYROLL AND HR

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.

CIPHR
Abbey House, 28-32 Chapel Street, Marlow, Bucks. 
SL7 1DD
Tel: 01628 814 242
Email: sales@ciphr.com
Website: www.ciphr.com

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

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

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

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

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

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

PAYROLL BUREAUX

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

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

Our outsourced service portfolio offers fully managed or bureau services as well as 
hosted payroll software with Bacs approved payment service. 

Our clients benefit from dedicated, individual payroll administrators who are all 
professionally qualified and experienced. Online payslips and P60s are delivered 
via 3rd party HR self-service or our own secure portal. We work with all types of 
organisations, automating and streamlining payroll processes with support for HR, 
pension and accounting systems interfaces, pension processing administration, 
payroll costing, client-specific calculations, standard and custom reports, and year-end 
services.
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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 comes with all the core functionality expected of an established provider. 
Compliant with legislation in all countries of operation, ichris payroll can be provided 
with fully integrated HR, Time & Attendance Expenses, Vehicle Management and 
P11D. All payroll parameters can be user defined according to requirements and the 
system handles calculation and payment of statutory pay. Payslips can be hard copy, 
email or through employee self service.

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

Payescape offers a cloud based payroll solution to companies across all industries 
in the UK and Ireland. Our software gives you the control to manage your payroll 
data, whilst having the backup and advice from our CIPP trained staff. They are on 
hand to help manage auto-enrolment, deal with HMRC and offer payroll guidance. 
Payescape is one of the fastest growing providers in the UK with a 98% client 
retention rate, seamless integrations and a 3 ring answer policy.

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.

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

An award winning single source for payroll and people services for the UK and Ireland. 
Trusted by more than 1000 clients, including all the Big 4. Our proprietary technology 
is designed to offer the best possible user experience to the payroll professional, while 
ensuring compliance and delivering the actionable insights you need. Run in the cloud, 
on-premises or in a tailed outsourced model. ISO27001 accredited. Workday Access 
Partner. Interfaces with leading T&A and Financial applications. 

• RTI • Auto-Enrolment • Statutory Payment Processing • UK and Irish calculation 
engines • Employee & Manager Self Service • Payslip Mobile App • Powerful inbuilt 
report writer

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

Accord Payroll is a comprehensive, scalable and configurable system with advanced 
features that include pension processing and auto-enrolment, holiday pay uplift, salary 
sacrifice, client-specific calculations, and user reporting tools. We offer both hosted 
(SaaS) and on-premise solutions which can interface with 3rd party HR, T&A, pension 
and accounting systems.

Specialised functionality includes support for pension payrolls and schools and 
colleges (TPS, LGPS). Online payslips, P60s and other documents can be delivered by 
3rd party HR systems or our own MyPay portal.

Our software is HMRC-recognised & Microsoft tested. PBS is an ISO 9001 & 27001 
certified, GDPR compliant company.

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

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

With market-leading functionality and over 400 built-in automated checks to deliver 
exceptional accuracy, efficiency, and compliance, ResourceLink covers all in-country 
and territory legislation, public sector returns, and COVID-19 measures. 

PAYROLL TRAINING AND QUALIFICATIONS

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

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

Useful contacts directory



*as taken from a recent membership survey.

95%* of readers find every issue relevant to their role, and 58% of readers 
pass their copy on to up to five colleagues.

So to ensure that your  company is seen by the right people, call 07775 564 
352 or email advertising@cipp.org.uk to discuss  advertising  opportunities.

Want to be seen?
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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 mission is to lead payroll and pension professionals through education, 
membership and recognition. This is achieved by elevating the standing of the payroll 
profession, awarding it the recognition it deserves.

RECRUITMENT AGENCIES

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

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

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

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

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

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

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

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



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

I ’m already exhausted, and it’s only 
8.30am! We’ve recently introduced 
online exercise classes for Crumbitt’s 

employees working from home, and 
I’m beginning to think the name was 
somewhat misleading. The ‘Get Up and 
Go – Wake Up Call’ classes have caused 
my ‘get up’ to go and now all I really 
want is to go back to bed.  To be fair it’s 
probably got more to do with too many 
late nights: my just-one-more approach to 
episodes of any bingeworthy on-demand 
TV series is starting to rival that of an 
energy-drink-fuelled teenager. With a 
sleep-deprived me and a far-too-jolly-in-
the-morning session leader wearing dayglo 
orange lycra bouncing around on a time-
lagging zoom call, it’s been a challenge.

Still, it’s been a genuine hit with a 
huge number of our employees. Even Mr 
Crumbitt has logged on a couple of times 
(although his camera mysteriously ‘goes 
wrong’ for long periods). What’s fantastic 
is that the idea came from inside our 
department: employee engagement officer 
(and ‘Strictly’ superfan) Stevie Stevenson 
not only came up with the idea but leads 
the sessions. Yes, it’s Stevie in the orange 
lycra; and, quite honestly, that’s not 
something I’m ever ready to see first thing 
in the morning but plenty of others are.

The classes are part of a recent 
overhaul of employee benefits as much of 
our previous offer had become somewhat 
defunct over the past eleven months. How 
useful is cycle-to-work when the majority 

are working from home, or cinema passes 
when cinemas are all closed? Some 
of our most popular benefits, spa days 
and relaxation treatments, have proven 
impossible to replicate over Zoom. Billie 
had a good crack at leading face yoga over 
a Teams call but no-one could tell if our 
cameras had frozen or people were just 
purposefully gurning. Hilarity ensued, so I 
guess there was an unintentional benefit 
as we all segued into laughter yoga.

The initial brainstorm for new initiatives 
wasn’t exactly promising – discounted 
onesies, meals on wheels, and ‘pirates’ 
sessions which Jace explained is “when 
you bend and do stuff with your tummy to 
make you stronger”. My knowledge of sea-
faring villains doesn’t include any kind of 
flexibility training on the Jolly Roger! After 
much deliberation, and arguments about 
whether pirates are good, bad or just 
misunderstood, we agreed to launch two 
new benefits: a salary sacrifice scheme to 
purchase technology benefits, and a new 
virtual exercise club hosted by Stevie, who 
fancied himself as the new Joe Wicks of 
the Crumbitt’s empire.

As my skills do not lie in coordinating 
physical activity, I took the lead in 
identifying a supplier who could help 
employees purchase technology benefits 
for home-working and spread the cost 
by paying monthly through the payroll. 
What a great idea to help staff members 
with their financial cash flow (thanks to a 
fantastic joint brain wave from Tony and 
Evie). When I showed the catalogue of 
products to the team, Tony’s eyebrows got 
lost in his hairline and an almost beatific 
smile fixed on his face for the duration 
of the meeting. He is very much the tech 
addict of the group and he has thrived in 

a home-working environment. (I suppose 
it didn’t hurt that he and Evie were living 
together throughout lockdown, so he 
had a colleague and friend with him at 
all times.) Tony is so well-known for his 
addiction to wireless devices that we’ve 
started teasing him about having a blue 
glow around him – yes, he’s an i:Tone.

With both initiatives ready, we launched 
two weeks ago – and they’ve gone 
down a storm. The tech company sent 
a number of products which were (I 
would like to say ‘ably’, but probably more 
like ‘clumsily’) demonstrated by yours 
truly and (much more ably) by Tony, in 
a webinar. Staff even came on the call 
live with questions. I admit, I felt a little 
out of my depth talking about gigabytes 
and central processing units, but I could 
at least hold the products and smile 
somewhat winningly while Tony filled in 
the awkward pauses.

All in all, it’s been a good week 
for payroll. Sometimes you have to 
adapt, and what works in one scenario 
doesn’t necessarily work in another. 
Acknowledging that and working together 
has meant the team now has some new 
(and popular) benefits to promote in 
these strange times. A timely reminder 
that adapting to change is what payroll 
does best, turning ideas into actions 
quickly and improving working life. Payroll 
certainly does impart life skills like no 
other profession. n

Confessions of a payroll 
manager - You won’t 
feel the benefit!

The Editor: Any resemblance to any 
payroll manager or professional alive 
or dead, or any payroll department 
or organisation whether apparently 
or actually portrayed in this article is 
simply fortuitous.
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STAY SAFE AND STAY INFORMED
with the established and trusted voice for the pay and reward profession

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. 

GOLD

•  12 month subscription to 
Reward Strategy magazine

•  Unlimited online access

• Qtax Pro calculator

•  A pass to both the Payroll & 
Reward Conference 2021 and 
Reward & Payroll Summit 2021

•  Complimentary entry fees for 
The Rewards

PLATINUM

SAVE £405

•  12 month subscription to
Reward Strategy magazine

•  Unlimited online access

• Qtax Pro calculator

•  A pass to a conference
of your choice:

-  Payroll & Reward Conference 2021
-  Reward & Payroll Summit 2021
•  Complimentary entry fees

for The Rewards

£975
SAVE £195

SILVER
•  12 month subscription to 

Reward Strategy magazine

•  Unlimited online access

•  25% discount on conference
passes

•  Complimentary entry fees
for The Rewards

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

and vital expert opinions from respected journalists and industry leaders

CIPP members save 40% on a
Reward Strategy Silver Membership

Individuals with CIPP annual membership can purchase a Reward Strategy Silver Membership
for £285. Quote ‘CIPP20’ upon booking.*

£475 



New year, new  
payroll software?

zellis.com

Discover our powerful, award-winning 
software, ResourceLink, and transform 
your payroll operations today. 

Learn more about ResourceLink,  
part of Zellis HCM Cloud, at 
www.zellis.com 
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