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Can’t attend training in one of our study locations?

If you have a large number of employees* to get 
trained – the CIPP can deliver our courses** in-house. 

In-house delivery allows you to train multiple 
individuals, using the same quality materials as the 

public courses, but with the convenience of being on 
premises – saving you time and money.

WE CAN 
COME TO YOU

To find out what we can offer you, visit cipptraining.org.uk,
email info@cipp.org.uk or call 0121 712 1063.

cipp.org.uk
@CIPP_UK

*Minimum numbers apply
** Most courses are available for in-house delivery. Please call 0121 712 1063 for details of eligible courses.



“Every new beginning comes from some other beginning’s end.”

Lucius (Marcus) Annaeus Seneca (54BC–29AD) (https://bit.ly/2S7miiZ)

I can’t believe that the time has come 
already for me to chair my final board 
meeting of my ten-year tenure this week. 

I wanted to use my last message here, to 
thank everyone who has supported the CIPP 

over the past ten years whether as a member, customer, student, 
trainer, supplier, tutor, board member or employee. The Institute 
has changed quite a bit over this time, including a couple of name 
changes; gaining Chartered status; the introduction of Chartered 
members, of which there are now over twenty; we’ve got our own 
building; and membership is continuing to increase.

The CIPP has gained incredible respect and stature over those 
years in government circles where our teams work hard to put the 
voice of payroll professionals in the UK over to the government 
bodies that make all the decisions. We’ve also had some incredible 
events that get better every year including our Annual Conference 
and Exhibition and our graduation ceremonies, and of course our 
national forums. We have continued to increase our member benefits 

and our qualifications are currently going through a major review to 
ensure they are fit for purpose in our ever-changing industry.

Everything the CIPP does, is done for the benefit of our members, 
and if we can say that members have all continued to learn and 
develop and ensure they are adequately trained and have all the 
skills and knowledge they need to do their job effectively, then we are 
doing what we set out to do.

So, from next month, you will be hearing from your new chair, 
Jason Davenport, who will bring his own style of leadership to the 
Institute. I can say confidently that the CIPP is in safe hands and is set 
to continue to develop and grow further over the next ten years.

Thank you all for your support not only for me personally, but 
more importantly for the CIPP.

Eira Hammond ChFCIPPdip
Chair, CIPP

Certainly, a sure sign of winter, that at the 
time of writing this, ice was being scraped 
off the car this morning prior to travelling to 

work. Surely not two bad winters in a row?
A moment of reflection on what this year has 

delivered to you, our members.
Once again, our award-winning Annual Conference and 

Excellence Awards at the Hilton Birmingham Metropole concluded 
our year in some style! The number of compliments received were 
plentiful. I know personally that the exhibitors, sponsors, members, 
attendees and delegates felt we’d presented our industry in a 
wholly professional and enjoyable manner. 

It’s always great to reward excellence in our industry and Alistair 
McGowan made an excellent speaker and host ensuring excellence 
was duly rewarded.

An event I thoroughly enjoy, and that showcases the success and 
hard work of qualified payroll and pension professionals, was our 

graduation ceremony held at the Symphony Hall in Birmingham 
in November. A highly enjoyable day for family and friends who 
shared in the celebrations of all those who are worthy holders of a 
qualification that represents an industry benchmark. They can all be 
very proud of their outstanding achievement. 

We also celebrated the first-year anniversary of Chartered 
membership. Congratulations to those successful applicants who 
have made a real step forward in our industry.

Finally, on behalf of all the staff and board here at CIPP, I wish 
you all a well-deserved break over the Christmas and new year 
period. May it be spent with family, friends and loved ones.

 

Ken Pullar FCIPP
Chief executive officer, CIPP

Chair’s message

CEO’s message

Social media surely deserves being 
described as phenomenal. Being open 
for almost everyone to contribute 

makes the medium of the Internet 
fundamentally different to, say, radio and 

television for communicating with colleagues, 
clients, customers, friends. I hope you find the articles on pp38–42 
insightful, informative and helpful. 

Much of the content in this issue discusses the past, the present 
and the future, reflecting the time of year as well as the drivers 
and activities of our profession. Don’t miss the interview with the 
incoming new CIPP chair (p5), the review of developments by the 
CIPP’s CEO (pp10–11), and the Budget report (pp18–20). 

With the end of this year drawing to a close and another year 
about to begin, it’s the appropriate time for me to extend thanks 

to all those at the CIPP and beyond, without whose support and 
input, production of the magazine would be impossible. Particularly 
meriting of my appreciation are: Nicole Davis and James Bartlett of 
the design team for consistently delivering high-quality issues of the 
magazine and supplements; the policy team for steadfastly satisfying 
my never-ending demand for first-class, topical and informative 
articles; and the marketing team for ensuring timely delivery of 
regular in-house content and willingly chasing overdue contributions. 

I wish you all a great festive season.

  

Mike Nicholas MCIPP AMBCS
Editor

Editor’s comment
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PAS accredited 
organisations
BUPA PAYROLL Services, Tameside 
MBC and ePayMe have all 
successfully achieved the prestigious 
Payroll Assurance Scheme (PAS) 
accreditation.

Ken Pullar, CIPP chief executive 
officer, said: “We are thrilled that these organisations have joined the 
ranks of organisations to achieve this respected accreditation. It is 
imperative that organisations comply with government legislation and 
the Payroll Assurance Scheme is designed to help companies do just 
that.”

Visit payrollcompliance.org.uk to find out more about the PAS. 

Chartered Members
THE INSTITUTE is delighted to announce the latest members to 
successful achieve Chartered membership:
● Glenn Jones MSc ChFCIPP
● Richard Rowell ChMCIPP

Chartered membership recognises the highest level of 
professionalism within the payroll industry and demonstrates 
an individual’s commitment to compliance, best practice and 
excellence in payroll. To upgrade to Chartered membership, visit 
cippmembership.org.uk or email membership@cipp.org.uk for 
more information.

CIPP chair is 
industry’s number one 
EIRA HAMMOND ChFCIPPdip, CIPP 
chair, has been awarded the number 
one spot in the Reward 300 which 
celebrates the individuals who have 
been recognised as the most influential 
leaders and dedicated professionals 
working across payroll, human 
resources, employee benefits, workplace pensions and associated 
sectors. 

Speaking at the event Luke Broadhurst, founder of Shard Media, 
said: “This is a special honour awarded to an outstanding member 
of the Reward 300, Reward Strategy’s list of the most influential 
and dedicated leaders of the industry. Chosen by an internal panel, 
this award recognises the individual’s passion in the public and 
private application of payroll. After a career dedicated to the private 
sector, [Eira] moved into a public and industry service role and [her] 
stewardship has seen the [CIPP] … regain its pre-eminence and be 
well placed to enter an exciting phase of development and service.”

All the winners from The Rewards 2018, can be viewed on page 37. 

Living wage 
employer 
THE CIPP is delighted to have been 
accredited as a living wage employer, 
which means every member of staff 
working for the CIPP will earn a real living wage.

The real living wage, which is higher than the statutory 
national living wage, is an independently calculated hourly 
rate of pay based on the actual cost of living. It is calculated 
annually and announced by the Living Wage Foundation (www.
livingwage.org.uk) as part of Living Wage Week. 

The real living wage for 2018–19 is £9.00 per hour in the 
UK, with a higher rate of £10.55 per hour for London, reflecting 
the higher costs of living in the capital. 

Over 4,700 organisations, including the CIPP, voluntarily 
choose to pay the real living wage because we believe that a 
hard day’s work deserves a fair day’s pay. 

Salary sacrifice / OpRA course 
delivery
THE CIPP’S popular salary sacrifice and other optional 
remuneration arrangements (OpRA) course has been 
developed and designed following member feedback to 
incorporate blended learning. 

The CIPP’s blended learning courses integrate traditional 
classroom-based learning methods with online learning 
through the use of digital technology. They are divided into 
three parts:
● Part one: online activities comprising reading (with a 
narrated version), examples and knowledge tests, and 
consideration of current practices in the delegate’s own 
organisations.
● Part two: trainer-led classroom session reviewing part one 
content, and examining the full course content in detail with 
examples and exercises, including the use of digital tools 
where appropriate.
● Part three: online activities including further reading (with 
an audio version), exercises and knowledge tests.

The CIPP’s online activities are delivered through a 
Moodle platform that is accessible to delegates for a time 
before and after the classroom session.

Course materials, delivered through the Moodle platform 
or distributed by the trainer, include:
● a handout that contains the part one and part three 
reading material and supporting material for part two
● a copy of the presentation used in part two
● exercises handouts including answers
● a printable version of the online activities, including 
answers.

Visit cipptraining.org.uk to find out more or book your 
attendance on this course.



I began my career as an office junior 
working for a construction company 
in Liverpool, where I learnt how to 

complete payroll manually. Writing out all 
the payslips by hand, building up the tax 
and National Insurance calculations using 
tables and building a great understanding 
of civil engineering rules and working 
regulations. 

I then took on roles that grew my 
career organically through the traditional 
routes of supervision, team management, 
and then leadership of large teams located 
in multiple centres. Having an appetite to 
build my experience also took me into 
Europe to deliver multi-country services 
and eventually globally to provide service 
provision that used a follow-the-sun 
approach. My career could well be likened 
to the saying, from small acorns...

My payroll career has taken me across 
the globe, which means I have experience 
in working with many different cultures 
and diverse teams. I also have experience 
that builds from pre-computerisation and 
has seen the creation of the standalone 
payroll engine and its evolution within 
enterprise resource planning systems 
that may be hosted on a server-based 
provision or take advantage of cloud 
computing – i.e. wherever, whenever. As 
we now embrace artificial intelligence into 
our everyday lives, it will be interesting to 
embrace the technological changes that 
will naturally become available.

I have three children – Patrick is ten 
and in junior school, Charlotte is thirteen 
and in senior school and Gabrielle is 
nineteen and studying at university – so 
a house full of new millennials who can 
teach Louise and I a lot about how to 

work with new technology. Watching their 
expectations of voice activation and instant 
information makes me realise how much 
in future interaction with technology will 
change. This is hugely important for payroll 
and pensions both in the back-office 
and also how the functions will service 
employees in the future.

I’ve been involved with the CIPP for 
more than a decade. I worked with the 
team during my time at NGA, providing 
support for presentations and workshops 
and especially graduation day. 

I became a CIPP board member more 
than six years ago and been vice-chair for 
the past two years. I am extremely lucky 
to have this opportunity to be chair of the 
CIPP. 

Eira Hammond has done a fantastic 
job in the role and really promoted both 
the industry and the standing of the CIPP 
during her tenure. This can be recognised 
in how Eira has promoted the importance 
of the role of the board, as we received a 
record number of individuals wanting to 
stand for the board. 

The role of the board is vital to the 
direction, strategy and good health of the 
Institute and I have thoroughly enjoyed 
my role within that stewardship to date. I 
expect as chair to continue within those 
parameters and know that additional 
expectations sit with me as leader of the 
board. 

I have a real desire to continue 
promoting the Institute’s credentials within 
and outside of the industry as we promote 
qualifications and drive up the number of 
Chartered members.

I know it is only a short tenure, but I 
hope to bring challenge to the board and 

the chief executive officer, ensuring we 
are focused on delivering quality for the 
membership, increasing the profile of 
the payroll, pensions and reward industry 
and building growth for the Institute as a 
whole.

The membership is fundamental to 
us as an Institute. I want all payroll and 
pension professionals to be both proud 
of the industry they serve and for their 
employers to recognise the importance of 
a professional body to support them. 

We will continue to review our offerings 
for members and value feedback to 
improve service provision. Growth of the 
membership allows for investment in 
products and services. 

I appeal to all members to get involved 
in whatever way they can to promote the 
importance of the industry. The accurate 
collection of pay deductions and pension 
contributions serves a much wider 
purpose in the health and wellbeing of 
UK PLC and I ask that no one loses sight 
of that.

I would like to have all professionals 
working in the industry involved in the 
production of pay, pensions and reward to 
be members of the Institute and therefore 
it is important that the good work of the 
CIPP reaches non-members to highlight to 
them why they should become members.

I have always worked towards the 
principles of meritocracy and have 
never had an office of my own. This is 
deliberate, to promote an open-door 
approach. I encourage feedback from 
all levels of members about all our 
service offerings, so that appropriate 
improvements can be made for the entire 
membership base. n

Membership insight
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Jason Davenport MCIPP MIoD, CIPP’s newly installed chair, 
discusses his career, role, aims and ambitions 

Meet the new 
CIPP chair



On your 
behalf

Policy team update
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MEMBERSHIP INSIGHT

Guidance for calculating 
holiday pay
The Department for Business, Energy 
and Industrial Strategy (BEIS) is planning 
to review the existing guidance on 
holiday pay. Whilst the advice on GOV.UK 
currently provides guidance for individuals 
looking for a basic understanding of their 
entitlement, it is widely accepted that it is 
not sufficient for employers to understand 
their full legal obligations (or for individuals 
with a more technical question).  The 
intention is to produce more detailed 
technical guidance, aimed at employers, 
which can sit alongside the existing 
guidance.

Initial thinking is that the more detailed 
guidance should include:
● What to do if you don’t have twelve 
weeks of pay data i.e. where someone is 
new in the job.
● How to make the calculations where 
pay is made each calendar month, rather 
than on a weekly basis.
● The date from which the reference 
period is calculated.
● How to handle holiday pay for those 
with irregular/zero hours contracts.
● How to deal with those working on 
short contracts/temporary workers.
● How to deal with unpaid weeks/periods 
of absence.
● What pay elements need to be included 
for the EU-derived entitlement versus the 
domestic entitlement.
● How outstanding holiday pay is 
calculated for those leaving a job.
● How to deal with term-time workers.

Where possible the plan is to include 
case studies, particularly for tricky but 
quite common situations like zero hours 

contracts or temporary workers.
If there are any other situations which 

you feel would benefit from more detailed 
guidance please do email policy@cipp.
org.uk with your suggestions and we shall 
pass them on to BEIS for consideration.

Parental bereavement leave 
and pay
BEIS has also published its response to 
the parental bereavement leave and pay 
consultation which confirms key aspects 
of the policy to be set in regulations. 
As a result of the responses received, 
government has taken the following 
decisions:
● the policy will use a broad definition of 
a ‘bereaved parent’ centred on the notion 
of ‘primary carer’, with the guiding principle 
being that the relationship should be 
parental in nature 
● parental bereavement leave and pay 
can be taken as a single block, or as two 
separate weeks
● employed parents will have a window 
of 56 weeks to use the entitlement
● notice requirements will be flexible and 
will distinguish between leave taken very 
soon and leave taken at a later period
● evidence requirements will mirror 
existing requirements used for other family 
leave and pay rights, where it is practicable 
to do so.

The parental bereavement leave and 
pay measures apply to Great Britain only.

As we stressed in our consultation 
response to BEIS, and at every opportunity 
thereafter, it is vital that this statutory right 
is supported by clear, comprehensive and 
timely guidance. The CIPP policy team 
will continue to work with BEIS and will 

review and publish draft guidance when it 
becomes available.

Reporting of non-taxable lump 
sum payments 
The HMRC Pensions team is encouraging 
scheme administrators to begin reporting 
the payment of non-taxable lump sum 
payments following corrections being 
made to the real time information (RTI) 
system. 

The updates that have been made 
to the RTI online service will prevent P6 
coding notices being incorrectly issued to 
beneficiaries in receipt of pension lump 
sum death benefits that are entirely non-
taxable.

HMRC have apologised for the length 
of time taken to resolve this issue.

Scheme administrators can now 
resume reporting non-taxable pension 
lump sum death benefit payments 
through RTI. For 2018–19, scheme 
administrators can find guidance on how 
to report these payments in part 2.2.7 
of the 2018 to 2019: Employer further 
guide to PAYE and National Insurance 
contributions (https://bit.ly/2sQ4D7C).

HMRC accept that it may take time for 
scheme administrators to amend their 
processes to report these payments again, 
but it wants to encourage pension scheme 
administrators to start reporting these as 
soon as they’re able to.

Pension tax relief
We ran a quick poll in October about how 
important tax relief was to employers 
when it came to them choosing their 
pension scheme. We asked: “Did the 
availability of tax relief for your low paid 
workers factor into your/your company’s 
pension scheme choice?”

Of those who responded:
● 14% said yes, it was a critical factor
● 18% said yes, it was a factor, but not a 

...the plan is to include case studies, 
particularly for tricky but quite 

common situations... 

Diana Bruce MCIPPdip, CIPP senior policy liaison officer, provides an 
update on recent developments



critical one
● 35% said it was not an important factor 
but with 4% recognising now that it should 
have been.

The remaining respondents said it was 
not applicable to their situation.

Members of relief at source (RAS) 
pension schemes who do not pay income 
tax, typically those earning less than 
£11,850 each year, are entitled to basic 
rate tax relief on pension contributions up 
to £2,880 a year. However, this tax relief 
is not available for non-taxpayers in net 
pay arrangement (NPA) schemes, which 
means that somebody in a NPA scheme, 
earning £11,850 and paying the minimum 
contributions required under automatic 
enrolment, is missing out on £34.91 in the 
current tax year as compared to someone 
in a RAS scheme.

At the beginning of October, a letter was 
sent to the chancellor Philip Hammond 
by the Low Incomes Tax Reform Group 
(LITRG) calling on the government to use 
the forthcoming Budget and Finance Bill to 
act on the inconsistency in tax rules which 
means that more than a million people on 
low incomes could be losing out on tax 
relief on their pension contributions.

The CIPP together with several key 
stakeholders in the pensions industry, 
including two former pensions ministers: 
Steve Webb and Ros Altmann, were 
signatories to the letter (see https://bit.
ly/2qvXgOw). 

The Budget, held on Monday 29 
October, provided an ideal platform 
for the chancellor to make a positive 
announcement for reform to support 
those on low pay who are affected by this 
situation. However, there was no mention 

whatsoever of this subject, so we shall 
have to wait a bit longer for government 
to consider how best to provide fairness 
and equity for all through the tax system 
as it relates to tax relief on pension 
contributions.

In its pre-Budget submission, LITRG 
proposed a solution that would see HM 
Revenue & Customs (HMRC) use pay as 
you earn RTI data to identify those making 
pension contributions under the NPA. Tax 
relief (where appropriate) could then be 
provided through an annual reconciliation 
process – whether that is through self-
assessment or – as is more likely – the 
informal P800 process (i.e. the annual 
reconciliation HMRC performs to check 
whether those outside self-assessment 
have paid the correct amount of tax). n

...for government 
to consider how 
best to provide 
fairness and 
equity for all 
through the 

tax system as 
it relates to tax 
relief on pension 

contributions

Policy hub
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Book online at cipp.org.uk or email info@cipp.org.uk 
for more information.

●

This course covers:
● Statutory requirements and implications
● Common errors when calculating company cars and fuel
● Childcare
● Beneficial loans
● Relocations
● Travel and subsistence expenses
● Other expenses
● Entertainment
● Telephones
● Subscriptions

Designed to give delegates clarity and confidence about how to process the P11D, P11Db forms, 
PAYE Settlement Agreements (PSA) and net to gross calculations.

One day

P11D, expenses and benefits

● Vouchers / credit cards / tokens
● Gifts and awards
● Retirement benefits
● Salary sacrifice and tax / NICs changes from April 2017
● Flexible benefits schemes
● Pay As You Earn (PAYE) settlement agreements
● Taxed award schemes
● Grossing up from net payment
● Key forms and dates
● Penalties and fines

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


Section 51 of the Human Fertilisation 
and Embryology Act 2008 prescribes the 
conditions for parental order applications.  
The fact that parent B and parent C are 
living as partners in an enduring family 
relationship – and the child will be living 
with them in the UK – means that they 
satisfy that condition. 

Parent B and parent C can decide who 
will take statutory adoption pay and leave 
(SAL) and who will take the statutory 
paternity pay and leave. The parent who 
decides to take SAL can curtail and let the 
other parent take shared parental pay and 
leave.

Q: One of our employees requested two 
weeks of statutory paternity leave and 
pay (SPL and SPP). Whilst on week one 
of the SPL he handed in his notice and 
will leave part-way through the second 
week. Would he be entitled to SPP for 
the second week?
A: The employee is not entitled to SPL, 
but he is entitled to SPP as long as he 
does not work for the other employer 
during the second week of SPP. If he works 
for someone else during that period no 
SPP is due to them. This is covered by 
Regulation 17 of the Statutory Paternity 
Pay and Statutory Adoption Pay (General) 
Regulations 2002.

Q: An employee’s 90% of average 
weekly earnings (AWE) are less than 
the standard rate of statutory maternity 
pay (SMP), so what do I pay her? What 
would happen if there was a pay rise?
A: The SMP rate is six weeks at 90% of 
AWE and 33 weeks paid at the standard 
rate of £145.18 or 90% of AWE if lower. 
A pay rise would affect SMP for the full 39 
weeks if the new AWE was either less or 
the same as the standard rate.

Q: The company where I work only pays 
outstanding holiday pay to leavers if the 
employee requests it, so do not pay this 
automatically. Whilst morally I feel that 
this is wrong is there any legal ruling 
which says this is an acceptable process? 
A: An employer must pay outstanding 
statutory leave upon the termination of the 
employee regardless of the reason they are 
leaving and an employee does not have to 
request the outstanding leave. I refer to this 
link: https://bit.ly/2iDIa7K. 

If an employer offers more than the 
statutory entitlement of 5.6 weeks’ annual 

Advisory

Q: I have a question about Christmas 
parties for employees and Christmas 
parties for employee’s children. Is it the 
number of people who attend or who 
have been invited to a staff Christmas 
party that you need to divide the cost 
by? Would you have to report the 
children’s party?
A: To decide if you have exceeded the 
£150.00 per head exemption point 
you would need to divide the cost of 
the employee’s Christmas party by the 
number who attended. If it has been 
exceeded, you would have to report the 
whole cost to HM Revenue & Customs 
(HMRC). 

In regard to the children’s Christmas 
party this would also be reported in full 
as this would be considered a benefit 
provided for the family or household of an 
employee. If the employer did not want 
the employee to have to pay the tax on 
this benefit this is something that they 
may be able to put in a pay as you earn 
settlement agreement

Q: Do you know why for the purpose 
of calculating class 1 National Insurance 
contributions (NICs), the amount of 
earnings used is always less than the 
gross pay for tax by approximately 
£2 to £3? I do not understand how 
this relates to the thresholds; for 
example, an employee paid basic pay 
of £3,750.00: this is used as the taxable 
pay for the period, but £3,747.00 is used 
for NICs. 
A: Usually the gross taxable pay for the 
period will be the same as the NIC-
able pay, but there can be a difference 

depending on which method you use to 
calculate NICs. 

Taking your example, if I use the exact 
percentage you would use £3,750 to 
calculate NICs, but if your system uses the 
tables method you would use the CA38 
booklet (National Insurance contributions 
tables A, H, J, M, and Z) to calculate NICs.  
Page 38 of the booklet should be used in 
this case, but as there wasn’t a figure of 
£3,750 to use for the calculation, you are 
expected to round down to the nearest 
figure of £3,747 which is a difference of 
£3.00. 

Your question implies that the payroll 
system is using the tables method, not 
the exact percentage, which solves the 
problem. You need to confirm this with 
your software provider though, as it means 
you cannot use the exact percentage 
in any manual calculations if the table 
method is being used by the system.

Q: I have an unusual situation involving 
a surrogacy birth; the scenario being 
as follows: parent A is the biological 
mother of the child; parent B is the 
biological father of the child; and parent 
C is the male partner of the biological 
father and our employee. 

Parent A is taking maternity leave/
pay. Parent B is taking paternity leave/
pay from the time that the baby is due. 
Parent C wants to take six weeks of 
adoption leave/pay from the time that 
the baby is due. Is this possible?
A: Both parent B and parent C must apply 
for a parental order to adopt the baby in 
order for both parents to take statutory 
leave. 

*please see summary at cippmembership.org.uk for details.
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leave, then they can agree separate 
arrangements for the extra leave, if it 
hasn’t been taken.

Q: A new colleague has challenged 
the process we have in place for a 
new starter who lives in Scotland. This 
colleague has implied that if the new 
starter declaration shows a Scottish 
address we should use the emergency 
tax code of S1185L. Is this correct? 
A: I can confirm that you would not use 
S1185L month 1 in this situation. Only 
if you have a P45 form showing a tax 
code with a ‘S’ prefix would you use the 
Scottish prefix for a new starter. If you only 
received a new starter declaration from the 
employee, then you can only use 1185L 
month 1 until HMRC notifies you via a P6 
coding notice that the Scottish prefix is 
correct. 

Q: We have previously provided a flu 
jab to our employees ‘on site’ which 
we know is not deemed as a taxable 
benefit. We are looking to change this 
by providing a ‘flu jab voucher’ to all 
employees to enable them to receive 
a flu jab at their local Boots store. By 
giving employees a voucher for a flu jab 
would this now be deemed as a taxable 
benefit?
A: I can confirm that either method of 
providing your employees with the ‘flu 
jab’ vaccination is perfectly acceptable and 
whichever approach you decide to take 
neither will be a benefit in kind so will not 
be reportable to HMRC.

Q: We have a client who owns a hair 
salon. The customers pay the stylists 
tips but they go through on a card 
transaction and the owner gives the 
employee the cash for the tips. I am not 
sure if they should be recording these 
tips on their payroll and if so should the 
tips be subject to income tax and NICs? 
A: The GOV.UK online guidance on tips, 
which can be found here: https://bit.
ly/2JOM0py, explains that when it is the 
employer who decides how the ‘tips’ 
are shared means it is the responsibility 
of the employer to ensure that the cash 
payments given to their employees should 
be processed through the payroll and 
subjected to class1 NICs and income tax.

Q: We have recently acquired a new 
company where more than 100 

employees are being transferred and 
subject to the Transfer of Undertakings 
(Protection of Employment) Regulations 
1981 (TUPE). As some of these 
employees are currently in a childcare 
voucher (CCV) scheme, we wish to 
transfer them to our CCV provider. 
If we do this will the employees still 
benefit from the income tax and NICs 
exemption or will it be viewed as 
the employees entering into a new 
scheme and so losing the right to the 
exemption?
A: When an employee transfers under a 
TUPE agreement, all of their contractual 
rights remain and are protected. The only 
change that should affect the employee is 
who they are now being paid by. 

If you have a scheme in place, the 
employee can join this scheme and still 
benefit from the tax and NICs relief. If you 
as an employer didn’t have a scheme in 
place, then you could open a new scheme 
for the employees under the proviso that 
all the employees were in a qualifying 
scheme prior to midnight of 4 October 
2018. Entry to new applicants would not 
be allowed into the scheme and no relief 
could be gained.

Q: If an employee is on sick leave, do 
we have to have the original Fit note 
in order to process statutory sick pay 
(SSP)? We are the employee’s second 
employer and she has given the note to 
her other employer.
A: You cannot withhold SSP if the Fit note 
is received late. If you know that there is a 
note to follow, you should process SSP as 
normal. The Fit note itself is the property 
of the employee and they should be given 
this back after an employer has taken a 
copy. The employee should ask for the 
original back from the other employer so 
that you can take a copy for your records. 

You may this link useful: https://bit.
ly/2qArn7D. n

This qualification sets out to ensure an 
in-depth understanding of payroll, and 

the complex payroll legislation involved, 
and also provides management skills 

including performance, time, project and 
operational management

Foundation 
Degree in Payroll 

Management

Delivered in conjunction with

cipp.org.uk
@CIPP_UK

*correct at time of publication

Join over 15,000* qualified
payroll professionals

 in the UK

For more information or to enrol:

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

Spring enrolments now open 
visit cipp.org.uk/FDpayroll 

for full details

Policy hub
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2018 summary
As set out in the annual accounts, I am 
pleased to report another successful year for 
the CIPP, both operationally and financially. 
Our core activities of education, qualifications 
and membership have, once again, proved 
to be particularly busy, and I am also pleased 
announce the CIPP declared a surplus for a 
second successive year.

During 2018, the board of directors has 
continued to support and provide strategic 
direction to the CIPP membership. This was 
founded on re-establishing our core identity 
and drivers, such as: setting a clear career 
roadmap in our education and training 
space; focussing on delivery of a ‘best 
of class’ training provision; improving the 
quality of our public-facing material; more 
focus on greater use of digital media for 
both education and training; and on issuing 
a streamlined and easier to understand 
prospectus. All these activities were 
successfully achieved during 2018. Having 
established this base, we will ensure these 
key areas of delivery continue to have our 
focus and will be maintained in forthcoming 
years.

Preparing for new board members in 
2018, the annual general meeting (AGM) on 
5 December 2017 saw thirteen members 
put forward their names for election, the 
highest number in CIPP’s history, to fill the 
three board vacancies.

I was pleased to announce the successful 
election of Suzanne Gallagher, Stuart Hall 
and Lizabeth Lay as board directors from 5 
December 2017, and for the support that 
their experience in our industry will bring 

us over the next few years. In addition, the 
pensions board role came up for re-election 
and as Cliff Vidgeon was the only nominee 
for this post he was successfully re-elected.

A key achievement in 2018 was being 
able to offer Chartered membership to 
individuals who join and meet the criteria. 
This is important for ambitious payroll 
professionals who wish to demonstrate 
their professionalism, expertise, skills and 
knowledge – Chartered Members can use 
the CIPP Chartered Member logo on their 
social media profiles and email signatures.    
We were pleased to welcome our first 24 
Chartered Members during 2018 whose 
profiles are reflected on the CIPP website 
(www.cipp.org.uk/join-cipp/chartered-
membership).

I must mention the host of accreditations 
the CIPP has received during 2018. 
Recognition in the Sunday Times Top 100 
Best Not for Profit Organisations 2018, 
in a creditable 47th position, was a key 
achievement. 

During the year, we: 
● continued to hold the Investors in People 

accreditation
● achieved recognition at the 2018 
Association Awards in bronze position for our 
industry led annual conference and awards
● were winners at the National Payroll 
Giving Excellence Awards, receiving the 
Platinum Award for Payroll Giving
● achieved CPD (continuing professional 
development) certification, which benefits 
our members in certifying their continuous 
professional development to their 
membership record
● retained ISO9001, and 
● received accreditation confirmation as ‘a 
living wage’ employer.

All these hard-earned awards are down 
to the team here at the CIPP, and reflects 
on the commitment, passion and quality of 
service received by you, our members.

Plans for 2019
As we come to the close of 2018, Eira 
Hammond, CIPP chair since July 2016, has 
stood down at the end of her term at the 
AGM on 4 December 2018. Chair elect 
Jason Davenport has become the CIPP’s 
new chair for 2019 and 2020.

Eira’s outstanding contribution to the CIPP 
as chair was recognised by members, staff 
and the board at our Annual Conference, 
graduation ceremony and her final board 
meeting on 1 November. 

Eira has passionately promoted CIPP 
worldwide and her legacy is in leaving the 
Institute and board in a strong position of 
leading payroll and pensions professionals 
through education, membership and 
recognition.

In terms of strategic direction for 2019, 
the board have focused on a review of 
our qualifications portfolio, membership 
and digital marketing. The CIPP senior 
management team have been working on 
this through 2018 and this will be the focus 
of the board during the early part of 2019 
with updates and progress to be provided to 
the membership during 2019.

5 minutes with…
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What the future holds for payroll, 
pensions and reward
As I’ve often remarked one thing hasn’t 
changed over the ages – people will always 
need to be paid, receive rewards and be 
paid a pension. It will therefore continue just 
to be as busy and demanding a role as it 
always has been, dependant on accuracy 
and timeliness. In fact, for many years most 
payroll departments have had the following 
mantra: ‘paying employees accurately and on 
time’ – which has served us well. However, 
I think the 21st century payroll team mantra 
should be: ‘paying employees accurately as 
per the relevant legislation, on-time payment 
as per their contract, raising payroll standards 
and providing great customer-service’. This 
path can be supported though education, 
membership and recognition supported by 
the CIPP. 

In the last two years we’ve started to focus 
on the ‘future of payroll’ through an annual 
survey, which includes elements of pensions 
and reward. Our 2018–19 survey has recently 
closed, and the report is due in January 2019. 
We had just short of 1,000 responses from 
members responsible for paying 6,000,000 
employees (about 20% of the UK workforce) 
which gives the results some credibility. 

Areas that we cannot escape from are 
robotics, artificial intelligence and even 
blockchain. Part of the CIPP strategy, with 
industry and board input, during 2019 will 
be how we support our membership as the 
technological advances march ahead.

We will need to ensure that our 
membership see our qualifications as 
material to their aspirations and career, 
and that our learning experiences are 
focussed, up to date, informative and of 
world class quality. This will ensure they are 
valued and recognised not just in their line 
of industry but as a key component and 
critical to the success of their employers and 
organisations.

For the CIPP, particularly having 
Chartered membership, we aspire to be 
the organisation for all payroll, pension and 

reward professionals. It is important both 
for training, learning, understanding and 
implementing new legislation, that we are 
the first organisation individuals think of 
to support them, and that we continue to 
be seated within government consultation 
forums providing a voice to our members 
and the industry. 

It’s also important employers realise 
that employees in their payroll department 
having a payroll qualification isn’t a ‘nice 
to have’ but a requisite in performing 
their role, and that continuing professional 
development is actively pursued and 
maintained and that the learning 
requirement never ceases

The CIPP will to continue to focus on our 
key core activities of education, training and 
membership and promote and celebrate 
the uniqueness in offering Chartered 
membership across our industry. n

cipp.org.uk
CIPP_UK

cipp.org.uk
@CIPP_UK

Book online at cipp.org.uk/training, email info@cipp.org.uk or call 
0121 712 1000 for more information.

●

One day

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

This course covers:
● Importance of determining employment status
● Determining employment status
● Types of worker

● Employment intermediaries
● Right to work in the UK
● Future developments

Employment status and 
modern employment practices

...promote and 
celebrate the 
uniqueness in 

offering Chartered 
membership across 

our industry

Membership focus
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KATIE SHARPE APPOINTED AS 
SENIOR MANAGER - PAYROLL

IN OCTOBER 2018, Katie was appointed as 
senior manager of the payroll team at Saffery 
Champness LLP. Her team comprises: one 
manager, two assistant managers, four seniors, 
two semi-seniors and two administrators, 
processing a total of 465 payrolls. Katie had 
joined Saffery’s in May 2017 as an assistant 
manager and was promoted to manager in April 
2018. 

Jane Hill, partner at Saffery Champness said, 
“Katie has been with the firm for eighteen months 
now and in that time has reinvigorated the payroll 
team with her drive, enthusiasm and passion for 
all things payroll. 

“She has recently obtained a thoroughly 
deserved promotion to senior manager as a result 
of the positive impact she has had on the team 
and the office generally.  She has a great future 
ahead of her.”

At Saffery Champness, Katie has introduced 
several new systems and processes to streamline 
and modernise the approach to payroll. This has 
enabled more time to concentrate on providing 
expert payroll advice to clients, train each of the 
team members and produce unique templates 
for each client to save them time. 

The highlight of Katie’s career so far has to be 
finding out that not only had Saffery Champness 
had been shortlisted for the CIPP’s Payroll Service 
Provider of the Year Award 2018 but also that she 
had been shortlisted for CIPP’s Payroll Manager of 
the Year Award too. 

ACTIVPAYROLL  APPOINTS 
STEPH SMITH
THE GLOBAL payroll and tax compliance 
specialist, activpayroll – which is headquartered 
in Aberdeen, Scotland, is expanding its global 
mobility team by appointing Steph Smith as 
global tax manager.

With a background in law, Steph has 
developed a wide knowledge of key issues and 
concerns that companies with a global footprint 
have, whilst working in global mobility for a large 
professional services company. Steph has a wealth of experience in public 
speaking and debating, bringing something a little different to activpayroll’s 
wide-ranging skill-set.

Steph will be based in the firm’s Edinburgh office where activpayroll’s 
Global Mobility Division is headquartered and is responsible, together with 
the Aberdeen team, for delivering the entire global mobility solution to 
individuals and their employers.

The Edinburgh team relocated to larger premises last year, providing 
continued growth which has resulted in significant recruitment in both the 
global payroll and global mobility divisions.

Steph comments: “Being able to solve a complex global mobility issue 
to make our customers compliant and put in place a process which they 
feel comfortable with going forward is a great feeling.

“What appealed to me about joining activpayroll after working in other 
professional services firms was that we could offer a ‘one-stop shop’ for all 
our customers’ payroll and global mobility requirements, with the payroll 
and global mobility teams working closely together to provide a seamless 
service.”

Graham McKechnie, global tax director of activpayroll, said: “Steph is a 
great addition to the team and brings with her a lot of experience in the 
global mobility arena that will benefit our customers greatly.”

AND BRIEFLY…
● Sandra Donnelly MCIPPdip has started a new position in Payroll at Morgan   
 Stanley
● Angela Cammock MSc FCIPP has started a new position as group payroll and   
 benefits manager at Gi Group
● Chris Deacon has started a new position as UK Country Lead at Keypay Cloud  
 Payroll
● Collette Tierney MSc FCIPP has started a new position as director at 3 Bears   
 Global Payroll Solutions Ltd.



EQ v IQ

Strong emotional intelligence is a significant trait in any successful leader. 
Samantha Caine, managing director of Business Linked Teams, weighs up 
the importance of EQ v IQ 

S uccessful leaders have long stood 
behind claims of a high intelligence 
quotient (IQ) being the key to their 

success. Donald Trump is one example of 
a leader who has made serial claims of a 
higher IQ than his peers. 

With many people placing a lot of pride in 
the numbers that represent their intelligence 
quotient, emotional intelligence, also known 
as EQ, is as important in leadership. And 
those with a high level of EQ will know better 
than to boast about their IQ.

While a person’s IQ can be difficult to 
grow, a higher EQ can be cultivated. For 
organisations joining the global movement 
of succession planning and investing in 
the growth of future leaders, emotional 
intelligence can be instilled in chosen 
candidates through the right training and 
development programmes. 

Unbound emotion
Teaching emotional intelligence is all about 
instructing people on how to be aware of 
both their emotions and the emotions of 
others, enabling them to use that information 
to formulate their response in a pragmatic 
and deliberate way. In the workplace this can 
be delivered through behavioural training 
which can transform the way people behave, 
particularly in relationships with other people 
and in leadership this is essential. 

Businesses are becoming increasingly 
aware that the ability to communicate with 
and relate to other people effectively is a 
core factor in ensuring business success 
in the future. Leading edge organisations 
recognise that their people resource is 
the single most significant factor that will 
enable them to differentiate themselves in 
the future and they want to invest in this 
resource.

IQ is still relevant in today’s workplace. 
It’s easier to measure than EQ, so typically 
organisations still select and promote 
people based on their IQ or technical 
capability. This means that they have skilled 
people to do their jobs but those people 
don’t necessarily have the EQ needed, for 
example, to work effectively in teams, to 
lead other people or to deal with difficult 
customers.

Emotional intelligence is about being 
able to interact effectively with other 
people – and this is a core competency of 
a successful leader. They must be able to 
lead, persuade, negotiate and inspire other 
people. The more emotionally capable a 
business is, the more agile it will be and the 
better it will be able to identify and respond 
to market changes and customer needs. 

Emotional intelligence is a combination 
of different skills, therefore measuring 
it is no simple feat. To some extent EQ 
is subjective which makes it even more 
challenging. EQ needs to be measured 
through a number of different routes 
including the results that they achieve and 
the competencies and tools that they have 
identified as core for their business. 

For managers, for example, a 
combination of results from 360-degree 
feedback, customer satisfaction surveys and 

achievement of objectives can all provide 
an indication of someone’s ability to work 
effectively with other people.

Getting the right balance
It would be unfair to say EQ is always 
more important than IQ since it really 
does depend on the role. However, most 
organisations would acknowledge that 
in general, developing IQ is easier than 
developing EQ and therefore developing EQ 
is where the focus should lay. IQ is easier to 
compartmentalise, structure and manage, 
so that’s why it maintains the focus. 

As far as true leadership goes, we would 
argue that a leader can have less IQ than 
those in their team. Yet they must be able 
to lead the team and empower them to 
achieve results. In many teams, the leader is 
not necessarily the expert so it is their ability 
to lead that counts. Take football managers 
for example – the manager is not the best 
footballer in the room and may never have 
been that accomplished as a player but 
they can still lead the team.

IQ training is something we are 
more familiar with. Schools, colleges 
and universities all focus on academic 
development – the development of 
IQ – and it’s often based on repeating 
information that has already been taught. 

The most effective behavioural training 
programmes focus on developing EQ by 
providing the theory and following it up 
with plenty of opportunities to test the 
new skills and receive feedback in a safe 
environment that replicates the real world 
working environment. By striking the right 
balance between EQ and IQ, organisations 
can ensure future success and continued 
success with effective leadership across the 
board. n

...able to interact 
effectively with 
other people – 

and this is a core 
competency of a 
successful leader
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Can you give us a brief 
background into your life? 
I live in Alton village (close to Alton Towers) 
in Staffordshire with my fiancé Michael, 
and our Cocker Spaniel ‘River’. We love 
living in a small rural village and always take 
advantage of the surrounding countryside 
whenever we can. We’re both keen 
travellers and recently enjoyed a two-week 
Baltic cruise to Russia to celebrate my 
thirtieth birthday.

Can you give us an insight into 
your career and qualifications 
background?
When I was younger, I always aspired 
to be a barrister – mostly inspired by an 
obsession with the 90s American show Ally 
McBeal – and I continued to work towards 
a legal career with a degree in law from the 
University of Leicester. However, during my 
three years of studying, I realised that the 
reality of a legal career wasn’t for me. 

After university, I used my law degree to 
obtain a civilian job in Leicestershire Police 
and spent the next few years contemplating 
the right career path. I’d always enjoyed 
mathematics and data analysis, so initially 
I looked to move towards accountancy 
and studied accountancy A-Level outside 
of work. While studying, a restructure in 
my department encouraged me to look 
for an alternative role within the police and 
I was recruited into the finance team in 
the role of payroll administrator in March 
2011. Over the last six years, I’ve worked 
in both in-house and payroll bureau teams. 
In 2013, I moved to JCB and in 2016, the 
payroll manager left and I was given the 
opportunity to lead the payroll team there. I 
have a team of four payroll advisors looking 
after 6,000 employees’ pay.

Why did you choose to study 
the Foundation Degree?
When I joined the payroll team in 
Leicestershire Police, I’d never worked in 
payroll before and didn’t really know what 
it was all about. My manager, Yvonne, 
was very supportive and encouraged me 
to take the first year of the Foundation 
Degree to build on my knowledge quickly. 
Year one covered the key aspects of tax, 
National Insurance, gross pay, absence and 
deductions from pay – all of which helped 
me build a solid foundation for my payroll 
career.

I couldn’t continue with the second year 
as I left the police force after moving back 
home to Staffordshire in 2012. However. 
when I started to work for JCB in 2013, 
I wanted to continue the qualification as 
I aspired to move into a leadership role. 
So, I enrolled for year two in 2014, and 
completed the qualification in summer 
2016.

How important is this degree in 
relation to your career?
With no experience in payroll, year one 
helped bring me up to speed quickly, 
and broaden my knowledge beyond my 
eighteen months’ experience. Year two and 
three helped to develop my understanding 
of leadership styles, how payroll can align 
to and support business strategy, and how 
good working practices can allow payroll as 
a service to continually improve. 

How did you cope with the 
work-life balance and your 
study?
Maintaining a good work/life balance 
whilst studying is difficult, particularly 
when working forty-plus hours per week 

alongside study. Time management is key, 
and I found the ‘little and often’ approach 
worked better for me – one or two hours 
a day for six days a week was much more 
manageable than spending my whole 
weekend studying. 

I always tried to review the material as 
soon as it was released – giving me the 
opportunity to use the full-time period 
between modules. I did have the odd lapse 
where I fell into temptation and had a 
two-to-three-week gap between modules, 
but soon regretted it as I tried to cram 
everything into a much shorter time frame. 

Did the fact that the CIPP 
is Chartered or recognised 
within the industry influence 
your decision to enrol with 
the CIPP? And were there 
any modules which were of 
interest prior to enrolling?
The recognition that the CIPP gained 
by becoming Chartered is vital for our 
industry. The service payroll provides is 
often taken for granted – yet it requires 
a breadth of knowledge and skills: from 
employment law to report writing and 
analysis. 

Businesses are beginning to 
acknowledge the value of payroll – 
particularly with the spotlight of ‘big data’, 
gender pay gap reporting, the apprentice 
levy and real-time information. The 
recognition of a Chartered qualification is 
another step in the right direction for the 
profession.

For someone who is thinking 
about studying for a CIPP 
qualification, what would your 
advice be to them?

Try to enjoy it! Three years seems 
like a long time at the beginning of 
the qualification, but it flies by. Absorb 
the material, apply it to your role, take 
advice from colleagues, review with other 
students and manage your time carefully 
so you’re not spending all your weekends 
studying. Embrace it and you’ll get more 
out of it throughout your studies. n

Diary of a student…

Samantha Edwards 
MCIPPdip
Payroll and systems manager, 
JCB
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Get the most out of your CIPP 
membership with our continuing 
professional development (CPD) 

tool and stand out amongst other payroll 
professionals. 

This membership benefit allows you 
to highlight your contributions as you 
continue to progress in your profession. 

Please note, to renew your 
membership, we require all members to 
actively record their learning by logging at 
least one piece of CPD.

We have created this step by step 
guide on how to log your CPD to save 
you time, and allow you to effectively log 
your CPD.
● Step 1 (Image 1) – In order to log 
CPD, you must add a learning objective 
beforehand so that you can allocate 
your CPD activity to receive points. Your 
learning objective must be set to ‘not 
achieved’ to continue with your CPD.
● Step 2 (Image 2) – Once your 
objective has been created, you will 
need to now add a new CPD record 
to match this. There is a drop-down 
option of various ‘CPD categories’ which 

include listening, doing and reading 
etc. Depending on the category you 
choose, there will then follow a set list 
of activities that you can select based on 
your learning.  Having selected both, you 
will then be asked to add this against a 
learning objective as shown above. 
● Step 3 (Image 3) – You then have the 
option to upload evidence of your CPD if 
you wish to. There are several boxes and 
questions to answer to continue with your 
activity, which allows you to expand on 
your learning and development. 
● Step 4 (Image 4) – Once you have 
added your CPD, you will receive a 
message at the top of your CPD webpage 
to confirm you have completed this. n  

You have now successfully completed 
your CPD, congratulations! You will be 
able to review your CPD log and the 
points allocated on the members area.  
Logging CPD really is this easy!  

If you require any help with your CPD, 
please email membership@cipp.org.uk 
or call 0121 712 1073.

cipp.org.uk
@CIPP_UK

*correct at time of publication

For more information:

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

Achieve the highest level 
of professional recognition

CHARTERED 
MEMBERSHIP

Chartered membership is 
CIPP’s highest level and  

demonstrates that you are a 
highly qualified, compliant 

payroll professional, committed 
to maintaining high standards 

in payroll knowledge and 
experience.  It inspires 

confidence with employers 
and clients, and reduces 

organisational risk.

Career development insight   

Logging CPD has 
never been easier
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Image 4Image 4

https://www.cipp.org.uk/join-cipp/chartered-membership.html


Full details of events and training courses can be found at 
cipp.org.uk or you can email info@cipp.org.uk for more 
information.

EventsHorizon

Training courses

Payroll and HR 
legislation update

(50% off for members)

19 December Cardiff

20 December Cambridge 

7 January Birmingham 

9 January Bristol 

11 January Leeds

P11D expenses and benefits

1 February Birmingham

13 February Bristol

14 February Manchester

Employment status and
modern working practices

7 January Birmingham 

23 January Leeds

25 January London

11 February Manchester

Gender pay gap reporting 
and HR implications

9 January Online 

9 January Newcastle 

15 January Birmingham

6 February Online

The full list of CIPP training courses can be found at cipp.org.uk/training

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

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

Course Date* Location Course Date* Location

Have you considered 
in-house delivery of 
training courses?
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CIPP and AAT hot Topics
14 Feb 19 – London
7 March 19 – Leeds

Don’t miss your opportunity to join us for a range of educational and 
interactive sessions on the latest payroll and pensions legislation and the 
recent changes relating to the apprenticeship levy and salary sacrifice 
changes.

This event will provide an excellent opportunity for members to achieve 
their CPD and discuss their CPD objectives and requirements with a 
member of the CIPP team.

*AAT members are entitled to the CIPP member’s rate of £50.00 + VAT, 
email events@cipp.org.uk to book your place.

Annual Conference and 
Exhibition 2019

Bookings open January 2019

2 – 3 October | Celtic Manor Resort, Wales

*Delegates of the 2018 event are eligible for a loyalty 
rate for booking



Last day of tax month 8 5 December

First day of tax month 9 6 December

Last day for submitting a RTI employer payment summary to apply to tax month 8
Deadline for payment of PAYE and NICs etc to HMRC’s Accounts Office by non-
electronic method

19 December

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

Last day of tax month 9 5 January

First day of tax month 10 6 January

Last day for submitting a RTI employer payment summary to apply to tax month 9
Deadline for payment of PAYE and NICs etc to HMRC’s Accounts Office by non-
electronic method

19 January

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

Desktop viewer update 
AN UPDATED version of the PAYE viewer – which can be found here: https://bit.ly/2uTEVPi – 
includes two new student loans generic notification service messages for employers to check 
where they may have applied the wrong plan type or shown the zero deduction amount 
inappropriately. 

Diary dates

Scottish income tax and 
PSAs
FORM PSA1 that employers must 
complete to submit a pay as you earn 
(PAYE) settlement agreement (PSA) for 
tax year 2018–19 now asks whether the 
expense or benefit is for a rest of the 
UK taxpayer or a Scottish taxpayer. This 
enables provision of PSA details using the 
rates and threshold changes for Scottish 
income tax.

HMRC and incorrect tax 
codes
HM REVENUE & Customs (HMRC) is close to 
introducing a new facility to notify employers 
when they are operating a different tax 
code for employees to the code held on its 
system. This facility will help ensure more 
taxpayers pay the right tax at the right time 
and reduce the number of those receiving 
unexpected tax bills at the end of the year.
 Where a taxpayer’s financial circumstances 
change between 6 January 2018 and 5 
April 2019 and the amount of tax due in the 
current year is affected, HMRC will adjust 
their tax code, but only start collecting the 
tax from 6 April 2019, to make tax changes 
more manageable for the individual. 
 As HMRC implements the new facility, 
some employers and pension providers 
could receive more tax codes over the first 
few months. 

And briefly…
● Employer Bulletin – HMRC has 
published Issue 75, October 2018, which 
can be found here: https://bit.ly/2yzXLux.
● Bereavement leave etc – The 
government has published its response 
to the parental bereavement leave and 
pay consultation confirming key aspects 
of the policy to be set in regulations 
(https://bit.ly/2AHzy7K).

Payroll news
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Payroll 
news

Confirmation of payee
THE AUTHORISED Push Payment (APP) 
Scams Steering Group, established by the 
Payment Systems Regulator (PSR) earlier 
in 2018, has published a consultation on 
its industry code for the reimbursement of 
victims of authorised push payment (APP) 
scams. 
 The PSR has also confirmed it plans to 
consult by December 2018 on using its 
regulatory powers to give a general direction 
to banks and payment service providers 
(PSPs) to implement confirmation of payee 
which is an important tool for preventing APP 
scams. The proposed direction would require 
banks and PSPs that are participants in the 
faster payments system to: 
● be capable of receiving and responding to 
confirmation of payee requests from other 
PSPs by 1 April 2019
● send confirmation of payee requests and 
present responses to their customers by 1 
July 2019.

For more information:

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

cipp.org.uk
@CIPP_UK

*correct at time of publication

Payroll 
Assurance 

Scheme

 Don’t wait until
it’s too late

With penalties for non-
compliance of up to £10,000 per 

day*, can your business afford 
not to be CIPP Payroll Assurance 

Scheme accredited. 

https://www.cipp.org.uk/join-cipp/pas.html


P resenting his last Budget 
before the UK exits the EU, the 
chancellor, Philip Hammond, 

delivered a speech which took an hour 
and a quarter: the quarter to tell us the 
‘need to know’ items, and the hour 
filled with the usual school playground 
haranguing of the opposition. However, 
the chancellor’s task this year was 
not enviable because the ‘deal or no 
deal’ debate continues with many 
questions still unanswered. There was 
the admission to being at a pivotal 
moment in Brexit negotiations, but the 
government is confident, though not 
complacent, and is “preparing for every 
eventuality”.

We were assured: it is a budget for 
Britain’s future, a budget paving the way 
for a brighter future, a budget for hard 
working families, for the strivers, the 
grafters and the carers; that government 
would minimise the amount of tax it has 
to take from their wages.

The economic forecast from the 
Office for Budget Responsibility (OBR) 
was positive. With wages growing at the 
fastest pace in almost a decade we were 
assured of sustained real wage growth in 
each of the next five years. 

The OBR also confirmed significant 
improvement in public finances with 
national debt having peaked in 2016–17. 
This apparently means a new path for 
public spending: “Fiscal Phil says fiscal 
rules, OK” – no, I’m not making that up, 
the chancellor really did say that. 

The speech ended with the chancellor 
declaring “We have reached a defining 
moment…the era of austerity is finally 
coming to an end…but discipline will 

remain”.
So, what were the key changes 

announced that employers and payroll 
and pensions professionals need to 
know about?

Tax rates and thresholds
Fiscal Phil’s Budget included the 
announcement that from April 2019 the 
income tax:
● personal allowance for tax-free income 
will be set at £12,500 
● higher rate threshold (HRT), being the 
point when higher earners start to pay 
40% tax, will be set at £50,000. 

The personal allowance and the 
HRT will then remain in force for the 
2020–21 tax year. But from April 2021, 
both will return to annual increases that 
are in line with consumer price index 
(CPI) inflation, as currently legislated for.

Company cars, vans and fuel
The Budget confirmed that figures for the 
company car fuel benefit charge and the 
van fuel benefit charge will increase in 
line with the real price index (RPI), and 
the van benefit charge will increase in 
line with CPI. Documents published with 
the Budget confirm that:

● the multiplier for the car fuel benefit 
charge will increase to £24,100 (from 
£23,400)
● the flat-rate van fuel benefit charge will 
increase to £655 (from £633), and 
● the flat-rate van benefit charge will 
increase to £3,430 (from £3,350).

The van benefit charge for zero-
emission goods vehicles increases 
from 40% to 60% of the standard 
charge from April 2019, as previously 
announced.

The diesel supplement for the 
company car tax appropriate percentage 
remains at 4%, subject to a maximum 
appropriate percentage of 37%. Cars that 
meet the Euro 6d standard (also known 
as real driving emissions step 2, RDE2) 
are exempt.

Apprentices
● Transferring levy funds – 
Confirmation was given that from April 
2019 levy-paying employers will be able 
to transfer up to 25% of their funds to 
pay for apprenticeship training in their 
supply chains. 
● Contribution to funding costs halved 
for non-levy paying employers – The 
co-investment rate for smaller businesses 
taking on apprentices will halve from 
10% to 5%. It is expected that the 
change to 5% contribution will only 
apply to new starters from April 2019, 
but it is not yet known if this reduced 
contribution will also apply to levy-paying 
employers when their levy pot is empty.
● Employer-designed apprenticeship 
standards – The government will also 
provide up to £5 million to the Institute 
for Apprenticeships and National 
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CIPP’s policy team outline the key announcements

...personal 
allowance and 

the HRT will then 
remain in force for 
the 2020–21 tax 

year

Budget 2018
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Apprenticeship Service in 2019–20, 
to identify gaps in the training provider 
market and increase the number of 
employer-designed apprenticeship 
standards available to employers.

All new apprentices will start on 
these new, higher-quality courses from 
September 2020. 

PAYE special arrangements
Following the consultation held 
during summer 2018 on the tax and 
administrative treatment of short-
term business visitors (STBV) from 
overseas branches of UK-headquartered 
companies, the government has, in 
response, made these two proposals:
● The UK workday rule will be increased 
from thirty days or less to sixty days or 
less. The result being opening-up the pay 
as you earn (PAYE) special arrangement 
to a greater number of STBVs from 
branches and reducing the need for 
employers to monitor or restrict business 
travel when STBVs approach the workday 
limit.
● The existing PAYE reporting and 
payment deadlines of 19 April and 
22 April will be changed to 31 May to 
allow employers more time to gather 
relevant information about their STBVs to 
operate PAYE accurately. It was clear that 
these deadlines are too restrictive for 
businesses making it difficult for them to 
comply with their obligations. 

National Insurance 
contributions
● Class 1 limits and thresholds – 
National Insurance contributions (NICs) 
limits and thresholds for 2019–20 were 
published in associated documents. 

The weekly:
m lower earnings limit increases to 

£118 (from £116) 
m primary (employee) and secondary 

(employer) thresholds increase to £166 
(from £162). 

The upper earnings limit, the upper 
secondary threshold for under-21s, 
and the apprentice upper secondary 
threshold for under- 25s, all increase to 
£962 a week (from £892).

The class 1 NICs percentage rates 
remain unchanged.
● Employment allowance – The 
government has decided to target 
the employment allowance at smaller 
businesses, reasoning that it is a flat rate 

regardless of the size of the employer 
and is therefore less likely to be an 
incentive for larger employers. Therefore, 
from April 2020, the allowance will be 
restricted to organisations with a NICs bill 
below £100,000 in the previous tax year.

The rate of the employment 
allowance is to remain at £3,000 for 
2019–20. 
● Draft NICs Bill – The draft NICs Bill 
contained measures to abolish Class 
2 NICs but, as previously announced, 
this change will not take place following 
concerns raised that it would have an 
adverse impact on the lowest-paid self-
employed individuals.

Other proposals in the draft Bill 
will now go ahead from April 2020: 
the introduction of employer NICs on 
termination payments and on income 
from sporting testimonials.

NMW/NLW
Increases to the national living wage 
(NLW) and the national minimum wage 
(NMW) rates, which were recommended 
by the Low Pay Commission (LPC) and 
accepted in full, are shown in the table.

The LPC estimates that the NLW will 
reach the target of £8.62 in 2020.

Off-payroll working: private 
sector
From April 2020, reforms to the off-
payroll working rules (known as ‘IR35’) 
will be extended to the private sector. 

Responsibility for operating the off-
payroll working rules will move from 
individuals to the organisation, agency or 
other third party engaging the worker. 

Small organisations will be exempt, 
minimising administrative burdens for 
the smallest engagers. HM Revenue & 
Customs (HMRC) intends to work with 
stakeholders through the delivery of 
another consultation in a bid to provide 
support and guidance to medium 
and large organisations ahead of 
implementation. 

The government has decided that for 
services provided to small businesses, 
the responsibility for determining 
employment status and paying the 
appropriate tax and NICs will remain 
with personal services companies. The 
government intends to use similar 
criteria found in the Companies Act 
2006 to define small businesses. As a 
result, over 95% of businesses will not 
need to apply the reform.

HMRC is looking at where the CEST 
(check employment status for tax) tool, 
along with wider guidance, might be 
improved, both as part of normal good 
practice and to ensure it reflects the 
needs of the larger and more diverse 
private sector. HMRC plans to work 
with stakeholders to better understand 
the concerns about CEST raised in 
response to this consultation; these 
included saying more about mutuality 
of obligation, how to treat multiple 
contracts and clarifying the language 
used in places. 

A further consultation on the 
detailed operation of the reform will be 
published in the coming months. This 
consultation will inform the draft Finance 
Bill legislation, which is expected to be 
published in summer 2019.

Pensions
● Lifetime allowance – The Budget 
confirmed that the lifetime allowance for 
pension savings will rise to £1,055,000 
for 2019– 20, in line with CPI inflation.
● Pension dashboards – The 
government is taking steps to support 
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NMW/NLW Rates Current April 2019 Increase

25+ rate £7.83 £8.21 4.9%

21–24 rate £7.38 £7.70 4.3%

18–20 rate £5.90 £6.15 4.2%

16–17 rate £4.20 £4.35 3.6%

Apprentice rate £3.70 £3.90 5.4%

Accommodation offset £7.00 £7.55 7.9%

...criteria found 
in the Companies 
Act 2006 to define 
small businesses

Payroll insight



New rates to apply in April 
2019
By virtue of provisions of the Debtor 
Scotland Act 1987, Scottish ministers 
have made the Diligence against 
Earnings (Variation) (Scotland) 
Regulations 2018 (https://bit.
ly/2RZqH7u) (‘the Regulations’) 
increasing the amounts used in 
calculating a deduction from a debtor’s 

wages where an arrestment operates. 
The increases, reflecting movement in 
earnings since 2015, have effect from 6 
April 2019. 

The Regulations do not apply to 
existing diligences until intimated to 
employers, unless employers choose to 
apply them. 

The daily protected earnings rate for 
current maintenance arrestments or 

conjoined arrestment orders, is increased 
to £17.42 (from £16.24).

New tables operate for calculating 
deductions in respect of earnings 
arrestments. (Note that when applying 
a percentage, the calculation should be 
done to two decimal places of a penny 
and the result rounded to the nearest 
whole penny, with an exact half penny 
being rounded down.) n

the launch of pensions dashboards that 
will for the first time allow an individual 
to see their pension pots, including their 
state pension, in one place. 

The Budget confirmed that the 
Department for Work and Pensions 
(DWP) will consult later this year 
on the detailed design for pensions 
dashboards, and on how an industry-led 
approach could harness innovation while 
protecting consumers. DWP will work 
closely with the pensions industry and 
financial technology firms. 

Tax avoidance and evasion
A further package of measures was 
announced to tackle tax avoidance and 
evasion, including the following.
● R&D tax relief for small and 
medium-sized enterprises – From 
1 April 2020, the amount of payable 
research and design (R&D) tax credit that 
a qualifying loss-making company can 
receive in any tax year will be restricted 
to three times the company’s total 
PAYE and NICs liability for that year. The 
government will consult on this change.
● Protecting taxes in insolvency – 
From 6 April 2020, when a business 

enters insolvency, more of the taxes 
paid in good faith by its employees and 
customers, and temporarily held in trust 
by the business, will go to fund public 
services rather than being distributed 
to other creditors. This reform will only 
apply to taxes collected and held by 
businesses on behalf of other taxpayers 
(i.e. value added tax, PAYE income 
tax, employee NICs, and construction 
industry scheme deductions). 

● Tax abuse and insolvency – 
Following Royal Assent of Finance Bill 
2019–20, directors and other persons 
involved in tax avoidance, evasion or 
phoenixism will be jointly and severally 
liable for company tax liabilities, where 
there is a risk that the company may 
deliberately enter insolvency. 

● Conditionality: hidden economy 
– Following a consultation – Tackling 
the hidden economy: public sector 
licensing, published December 
2017 – the government will consider 
legislating at Finance Bill 2019–20 
to introduce a tax registration check 
linked to renewal processes for some 
public sector licences. Applicants 
would need to provide proof they are 
correctly registered for tax in order to 
be granted licences. This would make it 
more difficult to operate in the hidden 
economy, helping to level the playing 
field for compliant businesses. 
● International tax enforcement: 
disclosable arrangements – The 
government is enacting new legislation 
to allow the introduction of international 
disclosure rules about offshore structures 
that could avoid or be misused to evade 
tax. 
● Offshore tax compliance strategy – 
The government will publish an updated 
offshore tax compliance strategy. This will 
build on the progress the UK has made 
in tackling offshore tax evasion and non-
compliance since the previous strategy 
was published in 2014. n

...persons involved 
in tax avoidance, 

evasion or 
phoenixism will 
be jointly and 

severally liable...
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Table A – Weekly – 
Net earnings Deduction

Not exceeding £122.28 Nil

Exceeding £122.28 but 
not exceeding £442.00

£4.00 or 19% of 
earnings exceeding 
£122.28, whichever is 
the greater

Exceeding £442.00 but 
not exceeding £664.50

£60.75 plus 23% of 
earnings exceeding 
£442.00

Exceeding £664.50
£111.92 plus 50% of 
earnings exceeding 
£664.50

Table B – Monthly – 
Net earnings Deduction

Not exceeding £529.90 Nil

Exceeding £529.90 
but not exceeding 
£1,915.32

£15.00 or 19% of 
earnings exceeding 
£529.90, whichever 
is the greater

Exceeding £1,915.32 
but not exceeding 
£2,879.52

£263.23 plus 23% 
of earnings exceeding 
£1,915.32

Exceeding £2,879.52
£485.00 plus 50% 
of earnings exceeding 
£2,879.52

Table C – Daily – 
Net earnings Deduction

Not exceeding £17.42 Nil

Exceeding £17.42 but 
not exceeding £62.97

£0.50 or 19% of 
earnings exceeding 
£17.42, whichever is 
the greater

Exceeding £62.97 but 
not exceeding £94.67

£8.65 plus 23% of 
earnings exceeding 
£62.97

Exceeding £94.67
£15.95 plus 50% of 
earnings exceeding 
£94.67

Scottish arrestment 
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Payroll insight

T he ‘future of payroll’ is a topic we 
hear a lot about at the moment. 
One aspect which is often part of 

these discussions is the potential demise 
of the regular pay-day and a move to 
people being paid as, and when, they 
wish. If it becomes commonplace, this 
trend could eventually alter the face of 
payroll significantly.

Of course, scenarios in which 
employees are advanced money before 
their normal pay-day have been around 
for ever. However, such advances have 
traditionally been occasional affairs, with 
an employer advancing funds to an 
employee who finds him- or herself with 
an unexpected financial commitment. 
What is being discussed these days is 
very different, because employees would 
have the right to ask for funds whenever 
they chose, rather than needing to make 
a case to their employer every time.

One move towards this is allowing 
employees to choose their payment 
frequency, so people could perhaps 
opt to be paid weekly or fortnightly 
rather than monthly. Under these 
arrangements, you simply operate 
multiple payrolls at whatever frequencies 
you decide, allowing employees to 
opt into whichever payroll they wish. 
However, once they’ve chosen a payroll 
the employees are then paid on a regular 
cycle with a regular pay-day within their 
chosen frequency. This arrangement 
gives some flexibility but still retains the 
concept of a regular pay day.

More flexible still is a move towards 
allowing employees to request advances 
as and when they choose rather 
than these only being available as an 
exception. Drawbacks of this are that 
even if the payroll system supports it 
this process can be cumbersome for the 
employer to administer and has cash 

flow implications. However, there are a 
number of companies in the marketplace 
which will handle this on behalf of the 
employer. Typically, employees request 
advances from the third party (within 
limits set by the employer) using an 
internet portal, the third party pays them 
via faster payments and the advance 
is then deducted from net pay on the 
next regular pay-day and paid to the 
third party, along with a small transaction 
fee (paid by the employee not the 
employer). These schemes are often 
marketed on the basis that they help 
prevent hard-up employees being forced 
to take out high-interest short-term 
loans or getting into the clutches of their 
friendly local loan shark.

Ultimately, though, if fully flexible 
‘draw down’ arrangements are to 
become commonplace, employers will 
need to support the process themselves 
rather than relying on third parties. 
Changes in payment technology, 
especially the arrival of ‘faster payments’ 
have made this kind of arrangement 
much more practical than before, simply 
by removing the BACS processing cycle 
from the picture. Many payroll systems 
can already handle additional pay runs 
outside the normal cycle, making the 
processing of advances easier. It’s not yet 
the simple, automated process which it 
will need to become in order to make it 
cost-effective, but things are moving in 
the right direction. 

Which brings us 
on to the thorny subject of legislation! 
Pay as you earn dates to a time when 
this kind of payment flexibility simply 
never happened. The processes are 
therefore firmly rooted in the concept of 
a single payday on a regular cycle, be it 
weekly, monthly or whatever. 

Currently, advances are often treated 
as loans against net pay, so they’re 
recovered from net pay at the end of 
the period and tax etc are calculated 
as normal on the total gross pay. This 
achieves the right outcome but means 
that people only pay their tax and 
National Insurance contributions at the 
end of the period. But what happens 
if someone works two weeks, claims 
payment for those weeks and then 
leaves so there’s never a final payment 
to take the tax from? 

You can get around this by calculating 
tax etc on each payment, treating 
each as an additional payment in the 
tax period. This again achieves the 
right answer overall, but the tax- and 
NICs-free pay are eaten up by the 
payments made early in the month 
and the final payments are therefore 
disproportionately reduced, which could 
cause the employee difficulties if they 
don’t realise this is going to happen.

There’s also the possibility that HM 
Revenue & Customs will have something 
to say if draw-down payments become 
commonplace. There must surely be a 
point at which people become ‘irregularly 
paid’ if they’re nominally paid monthly 
but, in reality, have always received 
several payments by the time the end of 
the month comes around.

So, this is a case where both payroll 
systems and legislation will probably have 
to change to keep up with a change to 
the employer/employee relationship. n

...employees would 
have the right 

to ask for funds 
whenever they 

chose...

A pay day every day
Neil Tonks ChMCIPPdip, legislation manager at MHR, discusses pay-on-
demand and the implications



Apparently, according to dictionary.
com, ‘perp’ is police slang for 
the perpetrator of a crime. 

After wrestling with the interpretation 
and ramifications of the PENP (post 
employment notice pay) rules, I’m 
beginning to wonder whether this is 
merely coincidental…

My colleague’s article on this subject 
printed in the September edition, alluded 
to the issue of the ‘relevant termination 
award’ (RTA) and its significance in the 
decision to use the formula to calculate 
a PENP or, alternatively, to ignore PENP 
and treat the termination payment as 
subject to the rules in section 401 of 
the Income Tax (Earnings and Pensions) 
Act 2003 (ITEPA): namely tax free up 
to £30,000 and, because it does not 
constitute earnings under the relevant 
social security legislation, also free from 
National Insurance contributions (NICs).

Of course, all readers will appreciate 
that a payment in lieu of notice (PILON) 
is a RTA. Nine months down the road 

from the legislation taking effect, it 
is well understood that its aim is to 
ensure that all PILONs are subject to tax 
and NICs, regardless of how they are 
‘dressed up’. 

The new rules clearly exclude 
statutory redundancy pay from the 
definition of a RTA. The effect of this is 
for the statutory redundancy to bypass 
PENP and go straight to section 401 
where it can be paid tax/NICs-free 
(barring the unlikely scenario that it 
exceeds £30,000). It would be logical 
for this same treatment to apply to all 
redundancy payments. Public bodies 
will always pay in excess of the statutory 
amount, but the non-statutory or 
‘enhanced’ redundancy will generally 
be linked to a similar pre-determined 
formula relating to number of years’ 
service. It wouldn’t be possible for 
a public body to use the enhanced 
redundancy in any way to create a tax 
advantage, for example by offering it 
to an employee as a replacement for 

a PILON. So, it would seem perfectly 
reasonable for enhanced redundancy 
also to be excluded from the definition 
of a RTA.

Although our reading of the law 
and HM Revenue & Customs (HMRC) 
guidance indicated that non-statutory 
redundancy could not be so excluded, 
we were persuaded to put the matter 
to our HMRC technical contacts. See 
opposite page for what we got back. 
(The ‘EIM’ references and links are to 
content within HMRC’s Employment 
Income Manual.)

Hopefully you will be following the 
logic (and staying awake), but it is time 
to start putting together some scenarios 
and numbers so that the “unintended 
consequences” can be highlighted. 
Opposite are two case studies: the first 
describing a fairly typical scenario where 
there is a PILON; and the second the 
more likely scenario for a public body.

The somewhat unfortunate recipient 
of the £13,000, less around £1,700 
tax/NICs, in case study B will not be 
overly impressed at having suffered 
this deduction, especially if s/he was 
not advised that this would be the 
outcome of the counter-notice. Perhaps, 

|  Professional in Payroll, Pensions and Reward  | December 2018 / January 2019  |  Issue 4622

Duncan Groves, director and head of employment taxes at PSTAX, 
explains how new tax law has created unintended consequences and 
reveals employers need to be vigilant 

PAYROLL INSIGHT

...seem perfectly reasonable for 
enhanced redundancy also to be 
excluded from the definition...

PENP or PERP?



|  Professional in Payroll, Pensions and Reward  |  Issue 46  | December 2018 / January 2019 23

Payroll insight

in such circumstances, the public body 
employer should consider making a 
PILON to the employee in respect of 
part of the unworked notice period so 
that the employee is not out of pocket. 
Alternatively, the employer should 
make it crystal clear to the employee 

that any counter-notice would give rise 
to a deduction of tax/NICs from the 
otherwise non-taxable, non-NIC-able 
payment of enhanced redundancy.

In either case, having awareness 
of the issue is clearly of paramount 
importance. The evidence of our 

various client communications, helpline 
emails, forums and training courses, 
etc, is that public bodies have so far 
failed to appreciate this anomaly of the 
legislation. HMRC compliance teams 
meanwhile are already on the prowl, as 
demonstrated by the recent mailing to 
all police and fire organisations requiring 
them to confirm that they have read, 
understood and are applying the PENP 
rules correctly. Are you? n

...public bodies have so far failed to 
appreciate this anomaly of the legislation

Response from HMRC
As per the changes introduced in April 
2018, relevant termination awards are 
split into two categories, post employment 
notice pay (PENP) and payments that are 
subject to the £30,000 threshold available 
in s403 ITEPA.

So as a starting point, we would need 
to establish what a relevant termination 
award is. Relevant termination awards 
are defined in EIM13874 [https://bit.
ly/2JlT8bm] so I’ll not go into further 
detail here. However, one point relevant 
to your query is that statutory redundancy 
payments (and contractually approved 
payments – see EIM13760 [https://bit.
ly/2F8nxNe]) are not within the definition 
of ‘relevant termination awards’. So, these 
payments are always chargeable to income 
tax as specific employment income and 
benefit from the £30,000 threshold 
available in s403.

We then move onto the remainder 
of any payment made that constitutes a 
relevant termination award. Remember 

a relevant termination award doesn’t 
include any payments chargeable to 
income tax outside of Chapter 3 of Part 
6 ITEPA (e.g. payments chargeable under 
s62, s394, s225 etc). The award would 
however include payments classed as 
non-statutory redundancy payments. We 
need to consider whether these relevant 
termination awards fall entirely, or in part, 
into one of two categories. This should be 
considered in the order they are presented 
here:
● post-employment notice pay (PENP)
● payments that are subject to the 
£30,000 threshold.

If there are no amounts of PENP, then 
the full amount of the relevant termination 
award amount is subject to the £30,000 
threshold and is taxable under s401 on 
the amounts in excess of the threshold.

However, if there is an amount of PENP 
to account for, and no separate provision 
has been made to account for it, then the 
PENP will be accounted for first out of 
the relevant termination award made to 

the employee – even if this amount was 
provided as a non-statutory redundancy 
payment by the employer. Any amount 
remaining after accounting for the PENP 
will then fall into the second category listed 
above and will be taxable under s401 
ITEPA on any amount paid in excess of the 
£30,000 threshold.

Adding to what I have said above, 
and in direct response to your query, 
any payments made to an employee as 
a statutory or non-statutory redundancy 
payment will not be included within 
the PENP calculation. As per EIM13775 
[https://bit.ly/2JOpTiU], non-statutory 
redundancy payments continue to mirror 
statutory redundancy payments treatment 
– they continue to be treated as s401 
ITEPA. However, because of the changes 
introduced in April 2018, if there is an 
amount of unaccounted for PENP, then if 
a non-statutory redundancy payment has 
been made, an equivalent amount of this 
non-statutory redundancy pay would be 
utilised to account for the PENP. 

Case study A
Employee’s position is made redundant on 
18 June 2018.

Regular pay period and a notice period of 
one month.

Annual salary is £48,000 paid monthly 
(the employee receives no other payments 
and there are no salary sacrifice schemes).

The employee is due to receive 
a termination settlement of £17,000 
comprising:
● statutory redundancy pay of £3,000
● non-statutory redundancy pay of £10,000
● non-contractual PILON of £4,000 (as 
notice is not worked).

What is the value of the PENP and on 
what elements of the settlement of £17,000 
are tax/NICs due?

PENP formula: (BP × D) ÷ P - T
(4,000 × 1) ÷ 1 = £4,000 – which is 

treated as subject to tax/NICs.
 The balance of the £17,000 payment, 

£13,000, is treated as non-taxable (as below 
£30,000) and not subject to NICs.

 
Case Study B
The employee’s position is made redundant 
on 18 June 2018. S/he is entitled to twelve 
weeks’ notice which runs from that date to 9 
September 2018.

This notice period is paid via the payroll 
and is therefore subject to tax/NICs.

Annual salary is £48,000 paid monthly 
(the employee receives no other payments 
and there are no salary sacrifice schemes).

The employee gives counter notice and 
advises that s/he will now be leaving on 31 
July 2018. As this reduces the payroll costs, 
the employer is happy to agree this.

Consequently, the employee is paid via 

the payroll until 31 July at which point s/he 
receives:
● statutory redundancy pay of £3,000
● non-statutory redundancy pay of 
£10,000.

What is the value of the PENP and on 
what elements of the settlement of £13,000 
are tax/NICs due?

As confirmed in the recent email from 
HMRC, there is a requirement to do a PENP 
as the employee has received a ‘relevant 
termination award’ and has unworked 
notice. These are the triggers for a PENP 
calculation.

PENP formula: (BP x D) ÷ P - T
(£4,000 × 40) ÷ 30 = £5,333, which is 

treated as subject to tax/NICs.
The balance of the £13,000 payment, 

£7,667, is treated as non-taxable (as below 
£30,000) and not subject to NICs.



T he term ‘employment taxes’ cover 
many different areas: pay as you 
earn (PAYE), benefits in kind, and 

National Insurance contributions (NICs) 
(as well as the construction industry 
scheme). The national minimum/living 
wage (NM/LW) regulations complicate 
matters further, because whilst they are 
not tax-based they are administered and 
enforced by HM Revenue & Customs 
(HMRC). 

Although the UK’s income tax penalty 
regime covers many different penalties, 
these are the three broad areas: 
● penalties for failing to meet a time-
bound obligation, such as submitting a 
return or making a payment by a specified 
deadline 
● penalties for failing to meet a regulatory 
obligation such as notifying taxable status
● behavioural-based penalties for 
submitting inaccurate returns and 
documents.

 
RTI and PAYE
Penalties can be charged when a real time 
information (RTI) full payment submission 
(FPS) was not sent in on time, or HMRC 
was expecting a different number of 
FPS returns, or the employer payment 
summary (EPS) was not submitted even 
where there are no employees. 

Penalties for late submissions, which 
are set out in section 106 and schedule 
55 to Finance Act 2009 (FA 2009), are 
based on the number of employees. The 
first failure is overlooked as is the late 
receipt (as long as within thirty days) of 
the first FPS by a new employer. Second 
and subsequent failures are penalised as 
shown in Table A.

The due dates for payments of PAYE 

income tax and NICs are 19th of the 
month or 22nd of the month (if paying 
electronically) following the tax month 
when the salary or wages payment was 
made to the employees.

Failure to pay PAYE and NICs on time 
incurs penalties under the provisions set 
out in section 107 and schedule 56 to FA 
2009, as shown in Table B. 

When payment issues arise, it may be 
possible to enter into an agreement with 
HMRC to defer the payment of taxes, and 
without being liable to certain surcharges 
or penalties that would otherwise be 
due because of late payment. This is 
usually referred to as a ‘time to pay (TTP) 
agreement – and the conditions attaching 
to it are that, first, it must be entered into 
before the due date and, second, it needs 
HMRC’s agreement in writing. Generally, 
a TTP is seen by HMRC as a temporary 
measure and, needless to say, if there is 
a TTP in place but the payment terms are 
not kept to, the penalties come back into 

charge (section 108, FA 2009). 
Failure to submit mandatory e-filing 

returns of any kind are punishable with a 
penalty in accordance with the Income Tax 
(Pay As You Earn) Regulations 2003. 

Benefits in kind
The penalty for not submitting P11D 
returns of expenses payments and 
benefits to HMRC by the 6-July deadline 
following the tax year in which the benefits 
were received is £300 initially per P11D 
followed by a continuing failure penalty of 
up to £60 per day, under section 98(1) of 
the Taxes Management Act 1970.

Class 1A NICs which become due on 
the benefits are payable by 19 July (22 
July for electronic payment) following the 
6 July deadline. If this is not paid, penalties 
and interest can become payable, starting 
with a penalty of £100 per fifty employees 
or part thereof for the first twelve months. 
This penalty is capped at the value of class 
1A NICs outstanding. If the return is still 
outstanding more than twelve months 
after it initially became due, a further 
penalty not exceeding the total class 1A 
NICs becomes due. A surcharge of five 
percent of the NICs due can be applied 
after 31 days, six months and twelve 
months respectively under regulation 
67B of the Social Security (Contributions) 
Regulations 2001.

|  Professional in Payroll, Pensions and Reward  | December 2018 / January 2019  |  Issue 4624

Justine Riccomini ChFCIPP, head of taxation (Scottish Taxes, 
Employment and ICAS Tax Community) for ICAS, discusses the 
sanctions employers face 

PAYROLL INSIGHT

Employment taxes:
payroll penalties 

...UK’s income 
tax penalty 

regime covers 
many different 

penalties...

Table A: Penalties for late submission of FPSs

1–9 employees £100

10–49 employees £200

50–249 employees £300

250+ employees £400

Failure continues for more than three 
months

5% of the tax due



If an employer enters into a PAYE 
settlement agreement (PSA), then the 
figure payable is normally computed and 
agreed over the summer following the tax 
year in question and any grossed-up PAYE 
and class 1B NICs settled by the employer 
by 19 October (22nd for electronic 
payment). Penalties for not complying 
are the same as the other PAYE penalties, 
and for the class 1B NICs the five percent 
surcharge as described in the previous 
paragraph can be imposed.

Appealing penalties
Penalties for both late filing and late 
payment are automatic and HMRC has 
no discretion over their application or 
amount. If an employer wishes to appeal 
the penalty, this will need to be based on 
a ‘reasonable excuse’ or, less frequently, 
‘special circumstances’. Reasonable excuse 
is well-established in UK tax law and has 
been considered and tested in many tax 
cases before the UK tax tribunals. Points to 
bear in mind include:
● There is no statutory definition for 
‘reasonable excuse’, which is a matter 
to be considered in the light of all the 
circumstances of the particular case. What 
is reasonable may differ from person 
to person depending on the particular 
circumstances and abilities. 
● A shortage of funds will not be accepted 
as a reasonable excuse, unless this is 
attributable to events outside the person’s 
control, such as waiting for payment from 
another party where for reasons that 
could not have been foreseen, such as 
insolvency, this is not possible.
● Ignorance of the law does not constitute 
a reasonable excuse.
● Finally, if the ‘reasonable excuse’ comes 
to an end, then the failure or obstruction 
needs to be rectified without unreasonable 
delay.

Employer compliance reviews 
If during an employer compliance review 

HMRC determines that a return under 
RTI or another return such as P11D or 
P11D(b) is inaccurate, the penalties 
which apply are based on the potential 
loss of revenue to the Exchequer and are 
governed by the provisions set down in 
schedule 24 to the Finance Act 2007 as 
follows:
● careless inaccuracy – 30%
● deliberate but not concealed inaccuracy 
– 70%
● deliberate and concealed – 100%.

It is possible to mitigate these 

penalties by way of either a prompted or 
unprompted disclosure: prompted – 15%, 
35% and 50%; unprompted – 0%, 20% 
and 30%.

Where there are accusations of 
mistakes, carelessness, or deliberate 
default the employer may be better to 
appoint an agent who specialises in this 
area to negotiate on their behalf with 
HMRC. 

National minimum wage
Penalties for failing to pay the NM/LW are 
extremely punitive at 200% of any arrears 
owed to the worker and a maximum 
penalty of £20,000 per worker. Note that 
any penalty is reduced by 50% if the 
unpaid wages and the penalty are both 
paid within fourteen days. An employer’s 
brand and reputation can also suffer 
if there is a NM/LW breach as HMRC 
‘names and shames’ employers that are 
penalised. 

Under section 19C of the National 
Minimum Wage Act 1998, the employer 
may appeal to an employment tribunal 

against a notice of underpayment on one 
or more of the following grounds:
● that at the date set in the notice, no 
arrears were owing (i.e. the employer had 
not breached minimum wage legislation 
in respect of the worker(s) named in the 
notice). A successful appeal will lead to 
the notice being rescinded
● that any requirement in the notice to 
pay a sum to a worker was incorrect, either 
because no sum was due to a particular 
worker or because the amount specified 
was incorrect. A successful appeal will lead 
to the notice being rectified
● that the amount of the penalty 
specified in the notice is incorrect. A 
successful appeal will lead to the notice 
being rectified.

HMRC, which administers the NM/LW 
on behalf of the Department for Business, 
Energy and Industrial Strategy (BEIS), 
has set out the most common NM/LW 
errors in the December 2016 edition of its 
Employer Bulletin. These reasons remain 
the same today, and payroll professionals 
should be vigilant of the following:
● not paying the right rate (e.g. missing an 
employee’s birthday increase)
● making deductions from wages which 
reduces the employee’s pay below the 
correct NM/LW rate
● including top ups to pay that do not 
qualify for NM/LW
● failure to classify workers correctly, 
perhaps by treating them as self-employed 
or volunteers
● failure to include all the time a worker 
is working (e.g. when shutting up shop, 
waiting to clear security or travelling 
between customer appointments).

Perhaps the most difficult one of these 
to flag to an employer is classification of 
workers; for example, payroll professionals 
will not necessarily be aware that an 
employer has decided to treat someone 
as self-employed. Practitioners should 
have at least one ‘due diligence’ 
conversation with the employer each year 
(but preferably more often than that) to 
ensure that they have covered this point 
– especially in small and growing private 
businesses and charities, but also in public 
sector entities.

Conclusion
It’s a jungle out there! So, great care 
is needed with payroll compliance as 
failure to do so can be costly in terms of 
penalties. n 
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the NM/LW are 

extremely 
punitive ...

Payroll insight

|  Professional in Payroll, Pensions and Reward  |  Issue 46  | December 2018 / January 2019 25

Table B: Penalties for late payment

Number of late payments in year Penalty applied to amounts paid late

1st default Disregarded – late payment warning letter 
issued

2nd, 3rd, 4th defaults 1%

5th, 6th, 7th defaults 2%

8th, 9th,10th defaults 3%

11th,12th late payments 4%

Any amount paid six months late 5%



I n 1843, Charles Dickens wrote “I have 
endeavoured in this ghostly little book 
to raise the ghost of an idea which 

shall not put my readers out of humour 
with themselves, with each other, with 
the season, or with me. May it haunt their 
house pleasantly, and no one wish to lay 
it.”

Dickens’ A Christmas carol captured 
the Victorian era’s enthusiasm for reviving 
and creating Christmas traditions such as 
family gatherings, festive generosity and, 
of course, generous amounts of food and 
drink. For many of us, those traditions 
remain a sound basis as we go forward to 
build our own festive traditions.

Though my words will do little to 
further the traditions of the season, they 
include a scary story (or two) together 
with warnings of how the ghost of 
Christmas past can indeed come to haunt 
the unwary.

Festive quick polls
If you have been reading the CIPP’s daily 
news features you may have noticed the 
festive themed quick polls that have been 
running over the last few weeks, seeking 

responses on a range of festive pay and 
reward traditions in the workplace. 

The CIPP policy team have run these 
festive polls for a couple of years now. So, 
thank you to all those who take the time 
to respond.

In the 2016 quick poll, we asked: “If 
you could choose your Christmas reward 
what would you choose?”. We received 
648 responses, revealing that:
● 30% would choose a Christmas party/
meal 
● 56% would prefer a taxable cash 
equivalent payment (which got my vote), 
and
● 14% generously prefer to give by 
providing an equivalent donation to 
charity.

The 2017 quick poll, which focused 
on employers’ attitude towards festive 
frivolities, asked: “Does your employer or 
your business close over the Christmas 
and the new year period?”. The 695 
responses break down, as follows:
● 15% reported there are no closure 
days 
● 47% close for bank holidays, but 
● 38% lucky respondents enjoy a 

complete Christmas/new year close 
down. 

I pause here to acknowledge the 
increasingly global reach of UK payroll 
services in the 21st century which 
increasingly requires 24/7 and 365/6 
round the clock, week and year coverage 
by our profession. 

I look forward to reviewing the findings 
of the 2018 festive quick polls.

The income tax and National Insurance 
contributions (NICs) (classes 1, 1A, 1B) 
implications of providing benefits in kind 
(BIKs) appear consistently in the top three 
subjects that the CIPP Advisory Service are 
asked about – particularly at this time of 
the year – where it receives questions on 
gifts, parties and social events. 

Trivial gifts
Historically, the issue of trivial gifts has 
seen many employers at odds with HM 
Revenue & Customs (HMRC) officials. 
Commonly referred to as a trivial benefit, 
there was until April 2016 no general 
statutory limit below which benefits would 
not be taxable; and so, what was deemed 
to be ‘trivial’ was very much a matter of 
debate between employers and HMRC.

In December 2003, The Telegraph 
(see https://bit.ly/2EWmz6x) reported 
‘happy tidings of great joy’ when revealing 
that HMRC (well, the Inland Revenue, at 
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that time) had written to Martin Weeks, 
director of Mitutoyo, informing that he 
would shortly be receiving a refund of 
£6,000. This was the amount he had 
previously paid to HMRC following an 
inspection that his tradition of gifting each 
employee a turkey at Christmas was 
not trivial and thus constituted a taxable 
benefit in kind.

Thanks to the work of the Office of 
Tax Simplification, April 2016 saw the 
introduction of a statutory exemption for 
trivial benefits that make clear a gift or 
token will be considered a trivial benefit, if 
it fulfils these principles:
● costs £50 or less to provide
● not cash or a voucher exchangeable 
for cash
● not reward for the work or performance 
of an employee
● not given as a result of contractual 
entitlement.

For an employer with a large number 
of employees, the total overall cost of 
providing a gift to their employees may 
be considerable yet the gift to each 
employee could still be a trivial benefit. 
This principle applies regardless of 
the total cost to the employer and the 
number of employees concerned.

No annual limit exists to the number 
of trivial gifts that can be provided, so 
long as they each fulfil the principles. The 
exception, however, is that the value of 
trivial benefits provided to the director of a 
close company across the tax year cannot 
exceed £300.

A trivial benefit provided as part of 
a salary sacrifice arrangement will not 
be tax exempt. Under the new optional 
remuneration arrangements effective from 
April 2017, it will need to be reported in a 
P11D return or, if payrolling is occurring, 
reported via a full payment submission 
(FPS) using either the higher value of 
the salary that has been sacrificed or the 
amount paid to provide the trivial benefit.

The Christmas party
The extent and scope of the income 
tax exemption for the Christmas party 
prompts most commonly received 
questions by the CIPP’s advisory team 
at this time of the year – but it isn’t 
an exemption that is entirely linked to 
Christmas. Indeed, the rules apply to any 
social function that fulfils the following 
requirements:
● costs no more than £150 per head

● held on an annual basis (for example, 
a Christmas party or summer barbecue), 
and
● available to all employees (but this 
doesn’t mean all employees have to 
attend).

Where an employer has more than 
one location, an annual event that is open 
to all staff based at one location would still 
count within the exemption; furthermore, 
an employer could also provide separate 
parties for different departments. So long 
as all employees could attend one of 
the events, this would fulfil the relevant 
requirement.

If more than one annual function is 
held and the total cost per head exceeds 
£150, only the functions that total £150 or 
less will be included within the exemption.

Example 
Two events are held annually – one at 
Christmas and one in the summer – 
and all employees are invited to attend 
both events. The Christmas party costs 
£130 per head and the summer sizzler 
£80 per head, so as this totals £210 
both events will not benefit from the 
exemption.

It would be more beneficial for 
the exemption to be used to cover 
the Christmas party costs, leaving the 
charge for the summer sizzler to be 
reported (via the P11D or the FPS, as 
appropriate) for the employees who 
attended.

A common error encountered is 
where employers hold a one-off event 
and assume this is also covered by the 
exemption. Equally, confusion arises with 
the use of the £150 limit. 

Guidance for employers is provided by 
HMRC in the booklet 480 Expenses and 
Benefits – A tax guide, as well as on GOV.
UK, which includes basic guidance for 
employers and access to HMRC manuals, 
that contain additional technical detail.

Vicarious liability 
No festive themed article would be 
complete without a spooky tale to act as 

a warning for the unwary. (Do I hear “Oh 
yes it would” and “Oh no it wouldn’t”? 
It was too good an opportunity to miss 
including pantomime theatrics.)

For many years the threat of 
‘inappropriate behaviour’ in the workplace 
– such as at a Christmas party or other 
work-related social event – has been 
acknowledged as a risk area for the 
employer. Now a recent ruling by the 
Court of Appeal casts the spotlight on 
the risk of the employer being found 
guilty of vicarious liability as a result of an 
impromptu party as well.

The term ‘vicarious liability’ refers to 
a situation where an individual is held 
responsible for the actions or omissions 
of another person. In the context of 
employment this can mean the employer 
being liable for the acts or omissions of 
its employees, where it can be shown 
that they took place in the course of their 
employment. 

Earlier this year the Court of Appeal 
ruled in Bellman v Northampton 
Recruitment Limited how an argument 
over drinks in a hotel following the 
organised Christmas party could lead to 
the company being held vicariously liable 
for the actions of its managing director. (A 
detailed report of this case can be found 
on page 30.)

Following the company’s Christmas 
party, a small number of staff continued to 
drink late into the night at the hotel where 
many of them were staying. Discussion 
turned to work matters and an argument 
broke out about a new employee’s 
placement and terms. At this point Mr 
Major, the managing director, called all 
remaining staff together to remind them 
about his authority. When questioned by 
Mr Bellman, a sales manager, Mr Major 
became angry, lost control and knocked 
him out. Mr Bellman fell, hitting his 
head on the ground and suffering brain 
damage.

The Court of Appeal disagreed with the 
lower court’s ruling and found that there 
was sufficient connection between Mr 
Major’s wrongful conduct and his role and 
accordingly the company was held to be 
vicariously liable for his actions.

The above sorry tale brings me to the 
end of my Christmas story – “Oh yes it 
does!” – which leaves me to wish you a 
very merry Christmas and a happy, healthy 
and prosperous new year. May 2019 bring 
everything good to you that 2018 didn’t. n
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According to the government, 
universal credit (UC) is a simpler 
benefit than the complicated six 

benefits that it replaces. It is understood 
more easily because it matches the way 
in which most people in work get paid – 
monthly. Of course, not everyone who is 
actually in work does get paid monthly, 
so those people who are paid weekly, or 
fortnightly, or four-weekly, get UC paid 
on a different schedule to their actual 
earnings.

UC will be paid monthly, twelve times a 
year, and normally on the same day of the 
month. Notice the word ‘normally’; more 
on that later.

An employee who is paid weekly, 
would expect to have 52 paydays in the 
year, but sometimes there will be 53 
depending upon which day of the week
s/he is paid and how many of those there 
are in the year. Spread evenly, that would 
mean 4.3333 paydays per period for a 
52-payday year and 4.3333 weeks’ pay in 
each period.

However, UC doesn’t believe in 
averaging, unlike most of the previous, 
slowly phasing out, ‘legacy’ benefits; 
instead, it only counts income received 
during the ‘assessment period’ – the 
month (normally) ending seven days 
before UC makes its payment. The 
consequence is that in some assessment 
periods, people paid every week will have 
five paydays taken into account when 
assessing their entitlement to UC. The 
Department for Work and Pensions (DWP) 
do make this clear on the GOV.UK website 
(https://bit.ly/2S9yn6Z); see Extract from 
DWP guidance on opposite page.

Even if the employee is paid the same 
amount of money on every payday, s/he 
will find that s/he gets different amounts 

of UC sometimes, if being paid weekly, 
fortnightly or four-weekly. The employee 
may very well find that s/he is not getting 
any UC at all, which the DWP does also 
point out. If a claimant is paid:
● weekly – they will find themselves with 
an extra week’s earnings, or 25% more, 
used in the UC calculation. If their UC is 
less than one week’s net earnings, then 
it’s likely that it will be stopped
● fortnightly – they will find themselves 
with an extra fortnight’s pay, or 50% more, 
used in the assessment. If their UC is less 
than a fortnight’s net earnings, then it’s 
likely that it will be stopped
● four-weekly – they will find themselves 
with an extra four weeks’ pay, or 100% 
more, used in the calculation. If their UC is 
less is less than your four weeks’ net pay, 
then it is likely that it will be stopped.

For those with children or who are 
disabled some of the money they earn 
each month isn’t taken into account 
when calculating their UC in that month. 
It’s called a ‘work allowance’ and it’s 
the equivalent of what are the ‘earnings 
disregards’ in legacy benefits. 

The work allowance is applied at two 
rates: one for those who get help with 
their housing costs within UC; and a higher 
allowance for those who don’t. The first 
group get a monthly work allowance of 
£198 and those without housing costs get 
an allowance of £409, at 2018/19 rates. 
However, the real value of the allowance 

is different. After the UC taper at 63% is 
taken into account, the values are £124.74 
and £257.67. People in these groups get 
this amount extra, every month, compared 
to someone earning the same amount but 
without children or disabilities.

Those with one payday in the UC 
payment period get one work allowance 
applied – and if they have five paydays in 
the period one work allowance is applied. 
Those with an extra payday in the month, 
whether that’s weekly, fortnightly or four-
weekly, won’t get an extra work allowance. 
All of the extra net pay will be taken into 
account, increasing the amount by which 
UC is reduced making it more likely to 
stop entirely.

The pattern of these extra payment 
periods depends upon the date of claim 
and the date of payment. Table A on 
opposite page (produced by Ferret’s Pay 
Period Reckoner) shows a pattern of 
paydays on Fridays.

You might be thinking that in the 
case of a person paid monthly, UC will 
fit in with their pattern of earnings and 
there’ll just be one payday taken into 
account each month? Think again. The 
UC regulations (https://bit.ly/2E2Sn8i) 
provide that each assessment period 
begins on the same day of each month 
except as follows:
● if the first date of entitlement falls on 
the 31st day of a month, each assessment 
period begins on the last day of the 
month, and
● if the first date of entitlement falls on 
the 29th or 30th day of a month, each 
assessment period begins on the 29th or 
30th day of the month (as above) except 
in February when it begins on the 27th 
day or, in a leap year, the 28th day.

For people paid on a weekly based 

...employees would 
have the right 

to ask for funds 
whenever they 

chose...

Earnings and timings affect entitlement to UC. Gareth Morgan, of Ferret 
Information Systems, provides details of how claimants will be impacted 
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Extract from DWP guidance
If you’re paid weekly – If you’re paid 
weekly by your employer, you will get either 
four or five payments of earnings within an 
UC assessment period. Depending on the 
amount you get paid this may affect your 
UC.
When you have five weekly earnings 
payments within an assessment period, 
your income may be too high to qualify for 
UC in that month. If this happens you will 
be notified that your income is too high and 
you will no longer get UC.
You can re-apply the following month as 
you should only get four wage payments in 
your assessment period then.
You will need to be prepared for a month 
when you get five wage payments in 
one assessment period and budget for 
a potential change in your monthly UC 

payments.
If you’re paid every two weeks – If you’re 
paid every two weeks by your employer, at 
certain points throughout the year you will 
get three payments of earnings within an 
UC assessment period. 
If you’re paid every four weeks – If you’re 
paid every four weeks by your employer, 
you will get one payment of earnings for 
each UC assessment period for most of the 
year. You will usually get two payments of 
earnings within a UC assessment period 
once a year.

Depending on the amount you get paid 
this may affect your UC.
When you have five weekly earnings 
payments [or three fortnightly, or two four-
weekly] within an assessment period, your 
income may be too high to qualify for UC 
in that month. If this happens you will be 

notified that your income is too high and 
you will no longer get UC. You can re-apply 
the following month as you should only get 
four [or two fortnightly, or one four-weekly] 
wage payments in your assessment period 
then.

So, not only may a claimant find him/
herself without any benefit in that month, 
they have to reapply for UC in the following 
month. As long as they haven’t left it more 
than six months before re-claiming, they 
won’t have to go through the full UC claim 
process again. 

How likely is it that a claimant’s UC 
will stop in one of these months, rather 
than just being reduced? It depends upon 
their earnings and the amount of UC they 
receive, but the answer is ‘quite likely’, and 
more so if they are paid two- or four-weekly.

UC period Pay days

From To Weekly Fortnightly Four- weekly Monthly

02/11/2018 01/12/2018 5 2 1 1

02/12/2018 01/01/2019 4 2 1 1

02/01/2019 01/02/2019 5 3 2 1

02/02/2019 01/03/2019 4 2 1 1

02/03/2019 01/04/2019 4 2 1 1

02/04/2019 01/05/2019 4 2 1 1

02/05/2019 01/06/2019 5 2 1 1

02/06/2019 01/07/2019 4 2 1 1

02/07/2019 01/08/2019 4 2 1 1

02/08/2019 01/09/2019 5 3 1 1

02/09/2019 01/10/2019 4 2 1 1

02/10/2019 01/11/2019 5 2 1 1

02/11/2019 01/12/2019 4 2 1 1

02/12/2019 01/01/2020 4 2 1 1

02/01/2020 01/02/2020 5 3 2 1

02/02/2020 01/03/2020 4 2 1 1

02/03/2020 01/04/2020 4 2 1 1

02/04/2020 01/05/2020 5 2 1 1

02/05/2020 01/06/2020 4 2 1 1

02/06/2020 01/07/2020 4 2 1 1

02/07/2020 01/08/2020 5 3 1 1

02/08/2020 01/09/2020 4 2 1 1
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Table A: Pattern of paydays

cycle, the above provisions have little 
overall effect, other than occasionally 
changing which assessment period has an 
extra payment date taken into account. But 

for those people paid monthly, on the last 
banking or working day, the provisions can 
have extremely serious results. Note that 
according to the CIPP’s research (CIPP 

Payslip Statistics Comparison 2008–2016) 
the last working day of the month 
continues to be the most popular pay day 
for monthly payrolls at 38.6%. 



There are also problems for the 24% 
paid on the 25th of each month and for 
the 20.5% paid on the 28th, caused by 
weekends and bank holidays such as 
Christmas and the new year, especially 
if they fall on a weekend and the days 
following are then the bank holidays. 
Add to that the effects of the different 
bank holidays in the different parts of the 
UK and it is possible the results may be 
unclear to some people.

We should recognise that it is likely 
that a disproportionately large number of 
benefit claims are made towards the end 
of a month, as that is likely to be when 
people leave jobs, receive final pay or 
contracts come to an end.

There is also a lack of certainty, 
amongst some employers, about the 
date of payment to be submitted to 
HM Revenue & Customs (HMRC) when 
actual pay is made earlier than the due 
date because of bank holidays. HMRC’s 
guidance says “the date you paid them, 

not the date you run your payroll. Use the 
normal payday if it falls on a non-banking 
day”. Good Friday can cause particular 
problems where it falls at the end of the 
tax year and a different payment date, in a 
different tax year, is used.

The most extreme results are seen 
by those who are paid on the last 
banking day of the month and whose UC 
assessment period starts on the 30th of 
31st of the month. 

Example
A single person, working 35 hours at the 
national living wage of £7.83 an hour 
and paying £150 a week in rent. Her 
net earnings will be £1,089.27 and her 
normal entitlement to UC will be £281.57 
a month. She is paid on the last banking 
day of the month and she claimed UC 
with an assessment period which starts on 
the 30th of each month.

Looking at her situation from October 
2018 forwards (see Figure 1), we see that 

the variations above apply to her and the 
effects on her UC entitlement.

As may be expected, because of the 
way in which the number of paydays 
in each month is assessed, Figure 1 
shows there are some months with two 
paydays and some months with none. 
In the months with two paydays there 
is no entitlement to UC because of the 
much higher earnings figure used. In the 
months where no payday falls within 
the assessment period, the UC figure 
increases very substantially because there 
is no earned income in the calculation. 
There is, of course, no work allowance in a 
month when there is no pay and only one 
in a month when there are two pay days, 
adding a further loss.

The work allowance issue does not 
arise in the example as there is no 
disability and there are no dependent 
children or young people. It might be 
thought therefore that although there are 
clear budgeting problems the situation 
would broadly even out over the course of 
a year or even be better for her because 
of the high rate of UC in months where 
she is treated as having no earnings. 
Unfortunately, it may not work like that.

After each of the periods when she has 
no entitlement to UC, she will have to re-
claim the benefit. Not only does that mean 
having to go through the reclaim process 
but it brings her into a new set of rules.

The Universal Credit (Surpluses and 
Self-employed Losses) (Digital Service) 
Amendment Regulations 2015 (https://
bit.ly/2E2Sn8i), which came into force in 
April 2018, provide that pay earned when 
there is no entitlement to UC, because the 
pay is too high, can be taken into account 
for a later UC claim, if UC had been in 
payment at all during the six months 
before the new claim. The description for 
this is: 

Where a UC award ends due to excess 
income, these amendments allow for past 
earnings (employment, self-employment 
or a combination of both) to be taken into 
account on a further claim to UC within 
six months of the previous award…These 
changes ensure that those claimants 
with fluctuating earnings patterns, which 
may bring them in and out of entitlement 
to UC, are not unduly penalised or 
unfairly rewarded over those claimants 
who receive the same amount but are 
paid monthly and retain UC entitlement 
throughout. 
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2 year pay day forecast    Monthly - last banking pay day

UC Period No of 
pay days 
in period

Effect on UC
From: To:

30/09/2018 29/10/2018 0 UC increases to £967.82

30/10/2018 29/11/2018 1 No effect

30/11/2018 29/12/2018 1 No effect

30/12/2018 29/01/2019 1 No effect

30/01/2019 29/02/2019 1 No effect

30/02/2019 29/03/2019 2 No entitlements to UC

30/03/2019 29/04/2019 0 UC increases to £967.82

30/04/2019 29/05/2019 1 No effect

30/05/2019 29/06/2019 2 No entitlements to UC

30/06/2019 29/07/2019 0 UC increases to £967.82

30/07/2019 29/08/2019 1 No effect

30/08/2019 29/09/2019 1 No effect

30/09/2019 29/10/2019 1 No effect

30/10/2019 29/11/2019 2 No entitlements to UC

30/11/2019 29/12/2019 0 UC increases to £967.82

30/12/2019 29/01/2020 1 No effect

30/01/2020 29/03/2020 1 No effect

30/02/2020 29/04/2020 1 No effect

30/03/2020 29/05/2020 1 No effect

30/04/2020 29/06/2020 2 No entitlements to UC

30/05/2020 29/07/2020 0 UC increases to £967.82

30/06/2020 29/08/2020 1 No effect

30/07/2020 29/09/2020 1 No effect

30/08/2020 29/10/2020 1 No effect

Figure 1.
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Although the examples in the DWP’s 
guidance document for staff use large 
bonus figures to demonstrate the workings 
of the rules, any earnings are caught. The 
regulations specify a buffer of £2,500 in 
each period which has meant that they 
have had no noticeable effect; however, 
the buffer is due to fall to £300 in April 
2019, but the secretary of state has 
power to extend the larger disregard. The 
reduction in the disregarded figure will 
mean that the rules can apply to many 
more people, and in particular they may 
apply to those whose entitlement to UC 
ceases because of extra paydays in a 
particular UC period, such as this example.

If we use the current figures for 
earnings and UC entitlement but apply the 
£300 buffer figure from April 2019 it is 
possible to show the effect on the person 
in the Example. The double earnings 
figure, which stops entitlement to UC in 
those months, will be used in a surplus 
earnings assessment when UC is claimed 
again.

The effect of taking into account the 
higher earnings during the double pay 
period, against the zero earnings paid in 
the following UC assessment period, is to 
count some of the higher earnings against 
the new entitlement. The result is shown 
in Figure 2. 

The number of assessment periods 
between the two- and zero-payday 
months in Figure 2 has been reduced 
in order to show the effect when those 
occur. The high UC figure in zero-pay 
months is reduced by the excess income 
in the two-payday months, although the 
buffer may be seen as providing some 
additional benefit.

There are, however, further potential 
complexities that need to be considered.
● Couples – The situation of couples 

where both are earning and paid on 
different days in the month, or on different 
pay cycles, introduces further complexities. 
● The benefit cap – There are maximum 
amounts of benefit which can be paid. The 
cap does not recognise that many people 
on average pay also receive benefits, 
because their needs are higher. Although 
this capping does not apply when people 
receive pay at more than sixteen hours 
a week at national living wage levels, the 
effect of the pay cycle can mean that 
people may find their benefit capped in 
months when they are treated as having 
low, or no, earnings and consequently 
higher UC.
● Passporting – Receipt of UC means 
that a number of other, particularly health 
related, services, such as prescriptions, are 
free. This means that the loss of benefit, 
because of the notionally higher income in 
an assessment period, can also lead to the 
loss of these.
● Free school meals – There is an 
entitlement to free schools where people 
receiving UC have less than £7,400 in 
earnings. Oddly, local authorities have 
been told to ignore the normal monthly 
basis for everything UC and, instead, to 
average earnings over the previous three 
assessment periods. These again could 
have varying numbers of paydays in 
them but potentially out of step with UC 
payments.
● Pension contributions – If a person 
is contributing to a pension then 100% 
of those contributions are disregarded in 
the UC calculation. This means that the 
same amount of income is not taken into 
account in the calculation and the effect 
of this is that for every £100 a month paid 
into a pension scheme the UC entitlement 
increases by £63. If s/he pays £100 
in a month when treated as having no 

earnings, s/he won’t get any extra benefit 
as it is an offset against earnings in the 
period. If s/he makes £100 contribution 
on each payday, for example as an 
automatic deduction, then s/he may still 
gain no benefit if her/his total earnings in 
that period stop entitlement to UC.
● Timing of claim – It is possible to be 
a winner or a loser based simply upon 
the date that UC is claimed. A high earner 
who claims the benefit on a date which 
means that there will be no paydays in 
the assessment period will be able to 
qualify for UC for at least that month; and 
potentially for any following month with a 
zero-pay day period, although subsequent 
months may be subject to the surplus 
earnings rules.

More concerning will be the case of 
somebody whose claim is made when 
there are two paydays in that month (or 
where there are extra paydays in one 
of the weekly cycles). They may find 
themselves with no entitlement to UC in 
that period and, unless aware or advised, 
may not realise that this is not their usual 
entitlement situation. n

This article is an edited version of a 
blog which can be found here: https://
bit.ly/2E1s1DY.

Ferret reckoners
The following reckoners, which were 
used in the above calculations, may be 
found for a short time at:
● Ferret’s Pay Periods Reckoner – 
https://bit.ly/2KCkig5
● Ferret’s Surplus Earnings Reckoner – 
https://bit.ly/2QtWGja

Note these are not for use with 
clients and no reliance should be 
placed on them as they are still in 
development.

Surplus Earnings Adjustment

Period
Actual earnings / 
Earned income

Original surplus 
earnings

Total earned income 
for UC

Surplus earnings 
carried forward

UC payable

1       £0.00 £342.33   £215.67     £0.00 £752.14

2 £1,089.27     £0.00   £686.24     £0.00 £281.57

3 £1,089.27     £0.00   £686.24     £0.00 £281.57

4 £2,178.54     £0.00 £1,372.48 £342.33     £0.00

5       £0.00 £342.33   £215.67     £0.00 £752.14

6 £1,089.27     £0.00   £686.24     £0.00 £281.57

Figure 2.



● Legislation, legislation, legislation – 
Not a year goes by when the legislative 
landscape stands still, so admittedly it is 
perhaps no surprise that this challenge 
tops the list. There are many significant 
developments on the horizon which have 
the potential to pose a payroll headache.

By April 2019, the UK will be operating 
under three different tax regimes, when 
Wales is granted the position to adjust its 
tax bands as Scotland did previously. The 
next rise of minimum automatic enrolment 
(AE) contributions will also fall within this 
same time bracket.

Then there are the changes to post 
graduate student loan repayments, with 
slight deduction nuances for England and 
Wales. However, assuming an employee 
has a plan 1 undergraduate loan as well 
as their postgraduate equivalent, payroll 
will have to calculate 9% of earnings 
above the plan 1 threshold (£18,330 in 
2018/19) and 6% of earnings above the 
postgraduate loan threshold (£21,000). 
● Trust in technology – Good technology 
alleviates many of these otherwise 
admin-intensive calculations and in theory 
reduces the likelihood of misjudgement or 
error. Payroll professionals must however 
conduct due diligence to ensure that any 
trust in technology – and the technology 
vendor – is well-placed. Absolute peace of 
mind surrounding the accuracy and depth 
of legislative updates within the system, 
should be sought. 

The same can be said if switching to a 
managed service provider. Their credentials, 
track record and industry foresight – 
legislative or otherwise – must be triple-
checked. 
● Keeping up the knowledge bank – 
However an individual chooses to manage 
their payroll, and whatever their reliance 
on an external system or provider, the 
industry’s professionals cannot afford for 
their knowledge to become obsolete. 
Payroll teams will be consulted for advice, 
by human resources (HR), business 
leaders and the workforce in general, so 

their insight must be up-to-date. 
Finding a single point of advice to 

gather this insight, even when it comes to 
legislative updates alone, is often extremely 
tough, not least because guidance is often 
‘grey’ and decisions frequently stall. Clarity 
surrounding the latest real time information 
was promised by HM Revenue & Customs 
by the end of July for example, but it didn’t 
come to fruition within that timescale. 
Payroll professionals must therefore 
take a proactive stance towards their 
development, or risk getting left behind.

● A talent shortage – Linked to this 
perhaps, is an apparent shortage of 
experienced payroll professionals – 
certainly those looking for new positions. 
Payroll – like many wider business 
departments – must therefore work hard 
to attract fresh talent, especially given the 
variety of roles now sought within a savvy 
payroll and HR team. The new payroll 
apprenticeship framework should go some 
way to addressing this – considerations 
simply need to be made as to how those 
apprentices can be built into the wider 
team. 
● The hangover of recent developments 
– Because the employment landscape is 
evolving faster than ever before, it often 
takes some time before the implications 
of industry developments are seen at the 
‘coal face’. 

The legal obligation to state the number 
of hours that hourly-paid employees have 
worked, for example, will soon come into 
force as a result of the Taylor Review, and 
more changes will undoubtedly follow in 
time. 

Acknowledging the needs and wants 
of the modern workforce, diverse reward 
packages are also increasingly being 
offered to staff. At present, it is optional 

whether benefits in kind are reported and 
taxed through payroll, but this will inevitably 
become compulsory at some point too. 

Policing of these changes is far from 
straightforward, but as The Pensions 
Regulator’s spot checks on AE show, 
compliance will be investigated.
● The rise of automation – In summer 
2018, the chief economist at the Bank 
of England warned that ‘large swathes’ 
of Britain’s workforce face the threat of 
unemployment as robots take over human 
jobs. This, understandably, instilled the 
latest bout of fear within the UK’s working 
population. 

However, as an employee of a 
technology company, automation is a 
frequently discussed topic for far more 
positive reasons. Yes, it can streamline 
processes by executing simpler tasks that 
currently overwhelm employees’ working 
days. And the capabilities of ‘robots’ are 
advancing at such a pace that who knows 
what the next ten years will look like. But 
automation also exists to make life simpler 
and businesses more productive – not 
necessarily to eliminate roles. If tech can 
help payroll teams accurately compute 
gender pay gap calculations for example, 
this frees up time for the profession to 
work on more value-adding elements, 
such as next-step analysis, modelling, and 
engagement with HR colleagues. 
● The demand for now – Younger 
employees are particularly renowned for 
their demand for immediacy, with the quick 
and easy consumption of rich information 
expected, across multiple devices, as 
standard. Traditionally, payroll has been 
slow to innovate, perhaps because the 
profession is constantly shackled with the 
burden of keeping abreast with legislative 
updates. But amidst efforts to attract 
younger people into the world of payroll, 
there must be a commitment to investing 
in technology that is fit-for-purpose, 
contains the depth of information that will 
satisfy wider business requirements, and is 
simple and enjoyable to use. n
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As 2018 draws to a close, Clare Temprell, payroll managed services 
manager at Cascade HR, shares key challenges facing the payroll 
profession over the next twelve months
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...many significant 
developments on 

the horizon...

Big challenges ahead
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Reward news

Employees and businesses 
suffer
A STUDY of 10,000 employees and 580 
employers conducted by Neyber (see The 
DNA of Financial Wellbeing 2018 – https://bit.
ly/2zDruH1) sets out the impact of employees’ 
financial stress: 
● 26% of employees have lost sleep over money 
worries, 10% couldn’t focus on work, and 6% have 
taken time off work
● associated lost productivity and increased 
absence and employee turnover costs UK 
companies in the region of £120.7 billion every 
year 

The report says that since 2017 there has been 
a significant increase in employees affected by 
financial worries – up from 58% to 63% – as well 
as those with less than one month’s savings – up 
from 24% to 32%. Fourteen percent say they have 
zero savings.

Businesses failing to tackle financial stress face 
poor work performance, lack of engagement, and 
mental health issues among staff and absenteeism. 
Some 72% of chief executive officers (CEOs), 51% 
of company owners and 74% of senior managers, 
understand the impacts of financial stress on 
employees and the business.

Heidi Allan, head of employee wellbeing at 
Neyber, said: “it’s clear that employers have a 
vested interest in helping employees manage their 
money, so each can feel more educated.”

Jonathan Hollow, financial capability, strategy 
and innovation at Money Advice Service, 
commented that: “A growing body of evidence 
shows that anxiety about finances leads to poorer 
mental, physical and social wellbeing, and that this 
affects attendance and performance at work. When 
your workforce suffers, your business can suffer 

MHR’s survey
ACCORDING TO a YouGov survey commissioned by leading human resources 
and payroll supplier MHR to coincide with National Work Life Week (1 – 5 
October), a third of UK workers believe they are not given the flexibility and 
support they need to do their job properly, with 32% not receiving the option to 
work flexibly.

Those who felt they lacked support in their roles continually blamed rigid 
hours, a lack of flexible working, micro-management and poor leadership. In 
contrast, 63% said they were given the flexibility and support to do their job, with 
many citing as reasons for their satisfaction: flexible hours and the freedom to 
manage their own working time, supported by good training, regular meetings 
and having ‘understanding’ managers.

Asimina Stamatiou, employee engagement expert at MHR says: “At a time 
when the UK has a serious productivity problem, many organisations are failing to 
give their company culture the attention it deserves and implement the working 
practices that support the wellbeing and expectations of their employees.

“The research shows that the key to a happy workforce is trusting employees 
and giving them the flexibility to take ownership of their work but supporting them 
when they need it.

“Empowering employees to manage themselves and fit their work around their 
commitments at home, while investing the time to regularly engage with them 
personally, results in a happy, loyal and productive workforce who are less likely to 
leave the organisation.” 

The daily commute
A STUDY by global payroll and human resources (HR) services provider SD Worx 
investigated the correlation between distance and time spent commuting, and 
the option for employees to work flexibly and from home. UK findings from the 
survey include:
● of those who travel for thirty minutes or more each day, 39% are likely to be 
actively looking for another employer, compared to just 12% of those whose 
commute is less than half an hour
● 24.4% work from home several days a week, more than other European 
countries, yet 19% rarely or never make use of the option to work from home
● 30.6% have the option of working from home with 53.3% feeling positive 
about it
● 21.8% travel further than forty kilometres or even more each day, while 
50.5% travel fewer than ten kilometres. 

On average, UK workers spend over an hour and a half each day commuting 
and are more likely to work from home several days a week compared to 
other European countries as a result. The commuting times may vary greatly 
depending on location, availability of public transport, and means of transport.

The research highlights that commuting can put a significant strain on 
personal lives as UK workers who travel over thirty minutes each day are more 
likely to be actively looking for a new job.

Profession map 
AN UPDATED profession map has been launched by 
the Chartered Institute of Personnel and Development, 
setting out the knowledge, behaviours and values 
underpinning today’s people profession in the modern 
world of work. The map (https://bit.ly/2zlmp4h) – 
reflecting changes in the world of work and the priorities 
and role of people professionals – focuses on values-
based decision-making rather than generic practice 
or processes, to prepare all people professionals for 
steering judgement even where no obvious solutions, 
rules or precedents exist.



Bellman v Northampton 
Recruitment Ltd 
In the case Bellman v Northampton 
Recruitment Ltd, the Court of Appeal (‘the 
Court’) was asked to determine whether an 
employer could be vicariously liable for the 
actions of its managing director (MD) at an 
impromptu drinking session following the 
company’s Christmas party. 

The crux of this case centred around the 
claimant, Mr Bellman, who was physically 
assaulted by the MD following a dispute 
over a recent hiring decision. The assault, 
which occurred in the bar of a hotel, left 
Bellman with severe traumatic brain injuries; 
and the ensuing cognitive, emotional and 
behavioural consequences meant he was 
unlikely to ever return to paid employment. 

Following the incident, Bellman sought 
damages from the employer on the basis it 
was vicariously liable for the actions of the 
MD. This claim was based on the assault 
taking place during a drinking session 
arranged and paid for largely by the MD.

In the first ruling, the High Court 
dismissed the claim and determined there 
was not enough of a connection between 
the MD’s employment and the assault. The 
High Court explained that, even though the 

assault took place following a conversation 
about work, this did not mean the offence 
occurred ‘in the course of employment’ as 
otherwise the remit of employer’s vicarious 
liability would need to be extended to 
include all work-related conversations, 
regardless of their location. 

Bellman appealed, arguing that the 
High Court had overlooked the significant 
connection between the position of the 
MD and his actions. He pointed out that 
the incident occurred as a result of the 
MD ‘lecturing’ a number of employees on 
business decisions and future plans, thereby 
undertaking part of his ‘role’ in the business. 
When analysing this connection, the Court 
found that, in broad terms, the MD’s job 
was to be in overall charge of all business 
aspects. The MD was also adjudged to be 
responsible for the management of junior 
employees and would therefore feel that 

maintaining his managerial authority was an 
important part of the role. 

With the above in mind, the Court 
found there was a sufficient connection 
between the MD’s field of responsibilities 
and the assault. It deemed that the assault 
took place as a result of the MD exercising 
his managerial authority to ‘lecture’ junior 
employees after being questioned over the 
company’s hiring decisions. The Court also 
confirmed that, even though the assault 
occurred at a separate venue to the official 
Christmas party, the fact that this was still 
arranged and paid for by the MD was 
another example of him undertaking the 
responsibilities of his role. As a result, the 
employer was found to be vicariously liable. 

This case, although rather specific, 
sets some important guidelines on when 
employers may be considered vicariously 
liable for the actions of staff at separate 
non-work events. Employers should explain 
to directors and senior staff the importance 
of appropriate behaviour at any social events, 
whether arranged by work or separately, 
and encourage all staff to avoid discussions 
that relate to work. This will help prevent 
circumstances arising where members 
of staff engage their workplace roles and 
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activities during social events which may 
make the company liable for their actions. 

X v Y Ltd 
In the case of X v Y Ltd, which is protected 
from public disclosure, the Employment 
Appeal Tribunal (EAT) was tasked with 
deciding whether an employer’s redundancy 
procedure had been unfairly used to dismiss 
a disabled employee who had previously 
raised a grievance against the company. 

The employee, X, had worked as a lawyer 
at Y for over 25 years and suffered from type 
2 diabetes and sleep apnoea. Despite the 
length of service, the relationship between 
both parties had deteriorated somewhat 
over the previous five years. The employer 
had noted continued concerns about the 
employee’s quality of work, whilst the 
employee himself had raised a grievance 
claiming disability discrimination over the 
employer’s failure to make reasonable 
adjustments. 

A series of events transpired which 
led to X feeling as though attempts were 
being made to force him out. On one 
occasion, when attending a pub after work, 
X overheard a conversation between two 
‘professionally dressed women’ discussing 
an unnamed senior lawyer, fitting his 
description, who had previously made a 
discrimination claim against Y. They stated 
that an impending company restructure 
would offer a good opportunity for them to 
manage this individual out of the business. 
A short while later, the employee received 
a leaked email from an anonymous source 
containing a conversation referring to him 
by name with reference made to the use 
of the upcoming reorganisation to create a 
redundancy situation that would see him 
leave the business. 

A few months later, X was made 
redundant and dismissed with notice. 
He proceeded to bring claims to the 
employment tribunal (ET) for disability 
discrimination, victimisation and unfair 
dismissal, referring to the aforementioned 
email and the conversation that he had 
overheard. The ET struck out the claim, 
stating that as Y was a recognised law firm 
both the email and conversation were 
protected by legal privilege and could not 
be used as evidence. They did consider if 
the iniquity principle applied, whereby this 
privilege could be waived given that the act 
could potentially be considered fraudulent or 
criminal; however, they concluded that this 
was not the case. 

X appealed to the EAT, arguing that the 
ET had erred in not overturning the legal 
privilege as, in his view, the email he had 
received had been written with the purpose 
of victimising or discriminating against him. In 
its ruling, the EAT outlined that whilst the act 
of discrimination may be different in degree 
from advice on how to commit fraud, there 
are instances where the discrimination is 
so unconscionable that it flies in the face of 
public policy and, as in this scenario, even 
attempts to deceive an ET. As such, the EAT 
agreed with X and ruled that both the email 
and the conversation could not be protected 
by legal privilege.

The EAT analysed this evidence and 
highlighted that the email did not contain any 
advice on neutral selection for redundancy, 
but instead concentrated solely on how 
the redundancy procedure could be used 
to get rid of X and referred to his ongoing 
allegations of disability discrimination. X’s 
claims were ultimately upheld, with the EAT 
agreeing that the employer had unlawfully 
used this redundancy as ‘a cloak’ for his 
dismissal. 

This case reminds employers that a 
redundancy procedure must always be 
conducted in a fair and appropriate manner. 
Following the correct procedure is vitally 
important to avoiding costly tribunal claims 
and it is not acceptable to try and use a 
redundancy simply to force out a ‘problem 
employee’. 

Hare Wines Ltd v (1) Kaur (2) 
H&W Wholesale Ltd
The case of Hare Wines Ltd v (1) Kaur 
(2) H&W Wholesale Ltd centres around 
the Transfer of Undertakings (Protection of 
Employment) Regulations 2006, otherwise 
known as ‘TUPE’, and whether the employer 
unlawfully used this procedure as a way of 
getting rid of a problem employee. 

The employee, Ms Kaur, had originally 
worked as a cashier for a wine and beer 
wholesale business, H&W Wholesale 
Limited. When this business entered financial 
difficulty, it was purchased by Hare Wines Ltd 
which, under TUPE, became the ‘transferee’. 

The TUPE procedure required all of the 
employment contracts to be transferred to 
Hare Wines Ltd, but two days before the 
transfer a discussion was held between 
the employee and the old employer 
regarding the new business. At the end of 
this meeting, Kaur had her employment 
terminated due to ‘unforeseen financial 
difficulties’ which meant the business 
‘ceased to trade’.

Kaur lodged a claim for automatic 
unfair dismissal under regulation 7 of 
TUPE, believing that the sole reason for 
her dismissal was the transfer itself. The 
employer, meanwhile, argued that Kaur 
could be treated as resigned due to her 
objecting to the transfer in accordance with 
regulation 4 of TUPE. 

The ET heard two contrasting versions of 
events, with Kaur claiming she had simply 
raised concerns regarding a colleague who 
would be managing her going forward, whilst 
the employer claimed she had explicitly 
stated she did not wish to work for the new 
company. Ultimately the ET agreed that, 
on balance, they preferred Kaur’s version 
of events and deduced that the employer 
anticipated there may be a difficult working 
relationship between the employer and her 
colleague in the future and had dismissed 
on this basis. 

The employer appealed to the EAT, 
arguing that the reason for Kaur’s dismissal 
was personal, based on the poor working 
relationship, as opposed to being because 
of the TUPE transfer. Unsurprisingly, the EAT 
dismissed this appeal and agreed with the 
initial ET that the transfer was the principal 
reason for the dismissal. In making this 
decision they placed significant emphasis on 
the timing of the dismissal, coming two days 
before the proposed transfer, and how this 
was an indication of the employer’s ulterior 
motive. They also found, based on the facts, 
that both the transferee and the colleague 
who was set to be Kaur’s manager did not 
wish for her to transfer and this was the 
primary reason for the dismissal. 

This case reminds employers of the 
protections which staff are afforded under 
the TUPE regulations, specifically that they 
have the right to transfer over to the new 
employer with their role intact as long 
as they meet certain criteria. Employers 
cannot modify this procedure to simply pick 
which individuals they wish to take and the 
transferee will be responsible for managing 
any existing performance issues or workplace 
disputes once the transfer is completed.  n
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As announced in October, the 
government has begun an open 
consultation on plans to make 

employers report on their ethnicity pay gap. 
Whilst this proposal is still in its formative 
stages, it is apparent that an added 
emphasis is being placed on improving the 
opportunities for black, asian and minority 
ethnic (BAME) individuals at work, with 
many commentators calling on employers to 
take a greater responsibility for this. 

Although the details remain under 
consideration, it has been suggested that the 
proposed ethnicity pay gap requirements 
will mirror that of the gender pay gap 
regulations. This means eligible employers 
can be expected to calculate the difference 
in pay between staff of different ethnicities 
and publish these figures online for the 
public to see. Employers have also been 
encouraged to sign up to the government’s 
new ‘Race At Work’ charter, committing to 
five main principles which are designed to 
improve the progression of minorities at 
work.  These principles include appointing 
an executive sponsor for race within the 
organisation and taking a zero tolerance 
approach to bullying from managerial staff. 

In light of these developments, 
employers are advised to review existing 
business practices with a view to amending 
them in order to enhance opportunities for 
ethnic minorities in their workforce.

One area with significant scope for 
positive change is recruitment. To guarantee 
they are taking an open and considered 
approach when recruiting, employers 
may review how they advertise available 
positions, making sure to use as many 
platforms as possible to guarantee a diverse 
range of applicants. 

Employers may also consider 
introducing ‘blind recruitment’, whereby 
they automatically remove all personal 
identification information from job 
applications, such as names, which can 
often be an indication of racial or ethnic 
origin. This process should help avoid 

the existence of unconscious bias in the 
recruitment process and increase the 
chances of more BAME individuals reaching 
the interview stage.

During the interview process itself, 
employers should ensure multiple 
interviewers are present, wherever possible, 
to prevent any further bias in decision-
making. Furthermore, employers should 
also avoid asking any unnecessary questions 
regarding a prospective employee’s race or 
ethnic background. 

When it comes to deciding who to 
hire, employers are advised to use a pre-
determined checklist of required skills and 
expertise to make sure they are choosing 
the right person regardless of their race. 
However, when faced with two or more 
employees who are equally matched, it is 
lawful to select an applicant based on their 
race or ethnicity, providing their particular 
race or religion is underrepresented in 
the organisation. This is known as positive 
action. 

The culture of an organisation can also 
play an important role here and employers 
would do well to consider ways to actively 
promote diversity in their organisation. These 
efforts can range from introducing workplace 
policies on equality and diversity to 
educating staff on the dangers of workplace 
banter. 

Additionally, to get a more nuanced 
sense of the culture of their organisation, 
employers may look to conduct an 
employee survey. These can be used to 
get a true sense of individuals’ opinions 
on a variety of topics, including the level 
of support available to BAME staff. Where 

carried out appropriately, the survey 
responses can be used to improve the 
situation and make the workplace a more 
welcoming environment for all. 

Employers must also ensure BAME 
employees are protected from discrimination 
at work. As such, it is important that 
employers have clear and reliable grievance 
reporting methods in place, encouraging 
staff to disclose any incidents of bullying or 
harassment that they have suffered at work. 

Conscientious employers should also 
assess the risk of employees suffering 
abuse relating to their race or ethnicity at the 
hands of third parties. Although there is no 
legal obligation to do so, employers should 
really consider the detrimental impact that 
the actions of customers, or the general 
public, could have on the wellbeing of their 
employees, ensuring appropriate measures 
are in place to dissuade offensive behaviour.  

It has been said that a key motivator 
behind the proposed ethnicity pay gap 
reports is the concerning lack of BAME 
employees in senior managerial positions. 
With this in mind, employers should apply 
the same unbiased approach prescribed 
for recruitment when making decisions on 
internal promotions and pay rises. 

Employers should also consider the 
added benefit that a diverse management 
team can have on employee retention, as 
seeing individuals with similar characteristics 
to themselves can reassure talented 
employees that they can progress within 
the organisation, regardless of their race 
or ethnicity, and prevent any unwelcome 
departures. 

Ultimately, whilst it may go some way 
to alleviating the situation, the proposed 
ethnicity pay gap requirement cannot be 
expected to resolve the problems facing 
BAME employees singlehandedly. To 
achieve significant progress employers must 
not assume that a lack of diversity is simply 
a coincidence and, instead, examine how 
their existing practices may be contributing 
to this. n
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Danny Done, managing director at Portfolio Payroll, discusses the proposed 
reporting and how to improve ethnic diversity in the workplace 

Ethnicity pay gap
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Payroll Manager 

Wiltshire | £55,000
A Payroll Manager is urgently required for a very successful 
and growing business. This is a very high profile role within 
the company & reports into HR.
As the Payroll Manager, you’ll be managing the entire payroll 
operation for a very high volume payroll - this is across weekly 
& monthly payrolls and you’ll manage the payroll team on a 
daily basis. Another element of this role is to really improve 
current payroll processes and work with senior stakeholders 
to develop and implement new procedures.

Payroll Manager 

London | £45,000
A very well-known retail chain are currently looking to recruit 
a permanent Payroll Manger to join their team.  You’ll have 
responsibility for the entire payroll function and the monthly & 
weekly processing of a medium sized payroll. This payroll has 
a number of complexities and variable pay and candidates 
must be prepared to happy to get involved with this.
To be considered for this role it is essential that you have worked 
on Fourth previously - without this you will not be considered. 

Payroll & Benefits Specialist 
London | Up to £35,000
A prestigious organisation in the heart of London is looking for 
an enthusiastic professional who can embrace their company 
values and expand their knowledge across not only the technical 
payroll aspects but also reviewing the compensation and 
benefits available. 

You’ll need to understand & interpret UK legislation, policies and 
guidance plus ensuring the efficient delivery of payroll procedure 
to ensure accurate employment records and payroll at all times.

Payroll Manager 
Northampton | Up to £25,000
We’ve an excellent opportunity to work for a Chartered 
Accountancy firm in Towcester - a comprehensive, client-based 
Payroll role that offers Payroll professionals a varied and diverse 
role within a supportive and nurturing environment.

You’ll manage the entire monthly payroll function, including 
full start to finish processing for their full portfolio of clients, all 
benefit and pensions administration and be point of contact for 
both internal and external queries.

Payroll Administrator 
Milton Keynes | Up to £23,000
A well-established company are seeking a Payroll Administrator 
to join their team to assist with processing of payroll/timesheets 
and to be the first point of contact for a variety of payroll queries.

A fast-paced payroll environment, this position offers generous 
working hours and a competitive benefits package.

Payroll Officer 
Liverpool | £22,000
An opportunity for a Payroll Officer to join a friendly accountancy 
practice in their offices in Bootle, Liverpool.  This is a new role 
created due to business growth.
Your key responsibilities will include processing end to end 
client payroll and knowledge of Superpay and Star is desirable.  
You’ll benefit from being part of a great team, enhanced pension 
scheme, onsite parking, Christmas close down.

Payroll Specialist 
Manchester | Up to £28,000
An opportunity available for an experienced Payroll Specialist, a 
very challenging role offering a lot of room for progression and 
personal development. As a specialist you are expected to not 
only look after your own portfolio of clients but also to check 
payrolls produced by administrators.  Experience working with 
Star and pensions desirable. 
Offering a competitive salary and excellent benefits package as 
well as an environment that encourages growth and personal 
development. 

Payroll Administrator 
Stockport | Up to £22,000
Excellent opportunity for a Payroll Administrator to join a 
well-established accountancy practice in their payroll bureau 
based in Stockport. You’ll be assisting in the preparation of 
payrolls and staying up to date with the latest changes to 
PAYE legislation, which are relevant and essential for the 
accurate processing of payrolls.
Benefits include onsite parking, excellent training and 
opportunity for progression, 25 days holiday, company 
pension scheme. 

EXECUTIVE 
SENIOR MANAGERIAL RESPONSIBILITY IN BUSINESS

WE ARE RATED 9 OUT OF 10

3 YEARS IN 2018

CELEBRATING 30 YEARS OF MATCHING  
EXCEPTIONAL TALENT TO LEADING BRANDS ACROSS THE UK

LONDON East Anglia, the Midlands, London,  
South West & South of London.

MANCHESTER Manchester, North West,  
Leeds and Yorkshire, Newcastle and the North East.

Call us to claim a FREE  
copy of our brand new  

Payroll Salary Survey 2018/19  
on 020 7247 9455.

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

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

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

www.portfoliopayroll.com

recruitment@portfoliopayroll.com



Jerome Smail, freelance journalist, discusses the issues, identifies 
the benefits, and reveals how the profession can embrace this still new 
communication method

Social media in 
payroll and pensions

FEATURE INSIGHT

Although a relatively recent 
development, social media has 
completely changed so many 

aspects of our daily lives. In less than 
fifteen years, online platforms such as 
Facebook and Twitter have enmeshed 
themselves in our daily habits to such an 
extent that they have transformed not only 
the way we communicate with each other, 
but also the way we inform and express 
ourselves.

So far-reaching has the phenomenon 
been that ‘social’ is somewhat of a 
misnomer; the professional aspect of 
our lives has been affected just as much 
as any other. In fact, one of the major 
channels, LinkedIn, is dedicated to our 
working personas and communities.

Engaging with social media is 
increasingly a professional responsibility for 
leaders in all aspects of business, including 
payroll and pensions. According to 
research by web design company Go-Gulf, 
82% of customers say they are more likely 
to trust a company whose leadership team 
engages with social media.

So, although payroll professionals are 
known for getting on with the job diligently 
but quietly, sometimes to the point of 
anonymity, it’s often an expectation, and 
sometimes a necessity, to reach out to 
employees, organisations and the industry 
at large via social media – especially 

as payroll’s role in reward, workforce 
engagement and workplace pensions 
grows in importance.

“Social media should form part of the 
toolkit of every payroll professional,” says 
Nick Day, managing director of payroll and 
human resources recruitment company 
James Gray Associates. “It is imperative 
that the power of social media is leveraged 
if payroll professionals want to achieve 
more.”

The benefits and possible uses of a 
strong social media profile are multifarious 
for payroll managers. As Day explains: 
“Social media can be a great way to amplify 
a message, be that internal or external, and 
it is free too. You would be amazed how 
much a payroll manager can motivate a 
payroll workforce with something as simple 
as a public announcement confirming 
how great their team is. Social media 
can be the mouthpiece for other public 

announcements, too.”
There are also opportunities for 

increasing awareness, both personally 
and professionally. “Social media provides 
payroll people with a platform to brand 
themselves for recruitment purposes 
and also to highlight the importance of 
the payroll function strategically to key 
stakeholders,” says Day.

The importance of personal branding 
is not to be underestimated, according 
to Katrina Cliffe, managing director 
and founder of marketing agency KC 
Communications. She says: “Forbes were 
talking about it back in 2012! If you think 
about how much the world has evolved 
since then, they were clearly predicting the 
future when they said, ‘Personal branding 
in the future workplace is a crucial skill for 
employees and recruiters alike.’”

Social media provides the ideal 
opportunity for payroll professionals to 
build their personal profiles, says Cliffe. “It’s 
a great platform to do some networking, 
demonstrate your expertise and raise your 
credibility without even having to leave 
your desk,” she explains.

When it comes to the most effective 
channels, Day says it depends on 
motivations and objectives, but 
recommends LinkedIn, Facebook, 
Instagram and Twitter for payroll 
professionals.
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Feature insight - the role of social media 

Cliffe believes it is essential to think 
about the different opportunities presented 
by each channel. She explains: “LinkedIn 
is a business network, so it is wise to 
keep your images and updates to that of 
a business nature. Twitter can be used for 
business to business, but you can be a 
little more playful with this platform and 
allow your personality to come across. 

“Facebook is another great platform for 
business to business, but it may be best 
to keep this for your personal life and set 
up a company page to do your business 
networking and promotion on. 

“Have a think about your social profiles 
and ask yourself, what do they say about 
who you are?”

Of course, one of the key aspects of the 
effective use of social media is to engage 
your audience. Although it sounds obvious, 
this is something many people struggle 
with, according to Luke McDowell, senior 
account manager with Context Public 
Relations.

He explains: “It’s vital when building 
a following that you engage with current 
topics across your industry and the wider 
news cycle. Sharing opinions on current 
events will also help set your channel apart 
from competitors. This in turn can generate 
more of a buzz around your profile and 
increase your following.

“By creating several channels across 
different platforms, you can also tailor 
your brand or corporate identity, and even 
educate your own teams, especially if the 
channels are used to amplify content like 
blogs and whitepapers.”

Cliffe’s mantra is to “share, share, share”, 
whether it’s your own insights on the 
industry or interesting tweets, Facebook 
posts and LinkedIn updates from like-
minded professionals. “Have a think about 
blogs,” she advises. “Can you write some 
thought-led content around your subject 
matter to make people believe you really 
are an expert in that area?”

Day agrees on the importance of 
sharing, emphasising that the key to 
a successful social media presence is 
keeping it relevant. He says: “Social media 
is built on a foundation of shared content, 
so I would always recommend sharing 
commentary that you think could be useful 
to others within your network.”

He also points out that the way 
professionals are branding themselves 
is changing all the time. “Right now,” he 
says, “video content is shared more than 

any other content online, so expect to 
see more individual and corporate video 
content than ever before.”

Cliffe also highlights the importance 
of interacting with other content by 
commenting on posts covering topics 
affecting the industry and demonstrating 
an expert opinion. She adds: “It is 
essential to engage with others…reply to 
comments, recommend other people and 
encourage reviews.”

The language you use can have a 
surprising effect on how you engage with 
the audience, especially when it comes 
to technical topics. A study in October 
2018 by investment management 
company Invesco highlighted key phrases 
and vocabulary that UK employees 
like to hear when it comes to pension 
communications. The research found that 
workers prefer language that is “positive, 
plausible, plain spoken and personal”.

According to the study, language 
focusing on “sacrifice” and fears of 
“pension poverty” is less motivating 
than positive phrasing emphasising the 
benefits to be gained from investing more 
in a pension. Seven in ten (70%) of 
respondents to the study said they would 
rather hear about an investment that 
maximises their gains, rather than one that 
minimises their losses. 

Stephen Messenger, UK institutional 
sales director at Invesco, said: “Our study 
proves that in order to get employees 
engaged with a technical process, it is 
vitally important to use the right words.”

As well as valuable information and 
education, there is, of course, always room 
for self-promotion via social media. “Share 
your successes!” urges Cliffe. “It is all well 
and good getting some fantastic results, 
but if nobody knows about it, they won’t 
see the potential you have.”

It’s important not be economical 
with the truth, though, or it will be 
rumbled in no time, possibly with serious 
consequences, warns Day. “If you lay claim 
to being responsible for a task, project or 
job title that isn’t accurate then you can 

expect someone to spot it and highlight it,” 
he says. “Social media can become a hot 
house for public criticism and outrage, with 
nowhere to hide, so always try to be true 
to yourself!”

While honesty is most definitely the 
best policy, discretion can sometimes 
be the name of the game on such an 
open forum. Day explains: “When you are 
sharing content, remember that networks 
are often public, so if you want to change 
jobs and haven’t told your manager yet, 
I wouldn’t recommend broadcasting it 
publicly as it is very possible your manager 
will see it and won’t be very happy!”

It’s also important not to fall foul of 
company policy. Check to see if the use 
of social media is covered in your contract 
or your employer’s handbook. Often, 
there will be guidelines set out, although 
a survey by law firm Howes Percival in 
June 2018 revealed that as many of 30% 
of businesses don’t have a social media 
policy.

This, of course, can cause problems for 
payroll professionals in more ways than 
one; not only do you have to be careful 
about what you post on social media, but 
if you’re at management level, you need to 
be wary of how members of your team are 
conducting themselves online, too. There’s 
also the question of whether limits should 
be placed on staff regarding time spent 
on social platforms as well as the type of 
content they produce.

Edward Lee, partner at Howes Percival 
and corporate law expert, says: “To help 
avoid social media pitfalls, companies 
should put in place a written social 
media policy. This should be clearly 
communicated to staff and should 
outline if, and how, internet use is limited 
during working time and using company 
computers.

“Sanctions for breaching confidentially 
online or posting material which could 
damage the company’s reputation, 
or making offensive or discriminatory 
comments, should also be included.”

Despite the potential pitfalls, however, 
organisations should embrace social 
media rather than be fearful of it. Once the 
proper checks and balances are in place, 
it makes good business sense to harness 
the power of social platforms – because 
not only can they be used to enhance the 
reputation of individuals, departments or 
companies, but they can also raise the 
profile of the whole payroll profession.
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A prime example of how this can 
be done comes from Revell Ward, 
an accountancy practice based in 
Huddersfield. The company uses a variety 
of ongoing social media content to drive 
engagement and website traffic, such as 
‘meet the team’ profiles, Q&As and case 
studies. It also supplements this with 
special campaigns posted via individual 
and personal twitter accounts.

For example, during National Payroll 
Week in September 2018, the firm ran 
a campaign to encourage businesses 
to sign up for a free payroll audit. The 
initiative was fronted by the company’s 
payroll specialist, director Jennifer Davies, 
with content created to drive traffic to the 
website and tweets posted via Davies’ 
own profile to increase awareness of her 
professional skills.

Content included ‘top tips for making 
your payroll more efficient’, payroll client 
testimonials and video case studies, and 
links to opinion-led media coverage where 
Jennifer commented on the importance of 
payroll in business.

The figures speak for themselves: total 
tweet impressions between August 2018 
to November 2018 were 21,642. Profile 
visits increased by 163% between August 
and the end of September, and during the 

National Payroll Week campaign, tweet 
impressions peaked at 5,803 and profile 
visits went up by 85%.

Davies says: “Producing regular and 
timely content has been the key to Revell 
Ward’s success with social media. We have 
had to really put the effort into creating 
ongoing content, such as ‘meet the team’ 
style posts and top tips pieces, alongside 
mini campaigns such as National Payroll 
Week. This combination of tactics has 
helped us to significantly increase levels of 
engagement on Twitter.”

Davies also emphasises the importance 
of involving the whole company. “We’ve 
highlighted the role that social media plays 
in promoting Revell Ward and the team as 
a whole to our staff,” she explains. “Most 
of them now have Twitter profiles, and we 
encourage them, alongside the directors, 
to re-tweet and comment on content from 
the company Twitter account via their own 
profiles. This brings a personal element to 

what we’re doing, and also enables us to 
highlight individual skillsets within the team 
when we need to.”

It’s also important to spread the word 
via social platforms when traditional media 
takes an interest, says Davies. “Any media 
coverage we achieve is promoted via 
our social media channels,” she explains. 
“Editorial coverage is very powerful and 
ensures we stand out above competitors 
on social media, as well as helping us to 
achieve good levels of engagement.”

The power of social media for the 
payroll profession is clear. But if you’re 
not sure where to start, Cliffe provides 
the following seven-point action plan: 
get your profiles in order; find a voice; 
don’t be afraid to use it; be authentic; be 
professional; be consistent; and engage 
with others.

According to Day, it is predicted that 
there will be 42 million people on social 
media platforms in the UK alone by 
the end of 2018. “That is a huge, free, 
and already receptive audience that an 
individual or a brand can reach out to,” he 
says.

So, if you’re not embracing social media 
to promote yourself, your company or the 
payroll profession as a whole, what are you 
waiting for? n

...power of social 
media for the 

payroll profession 
is clear
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T he report, which looked at 
companies across Europe with 
over 250 employees and presents 

country rankings, can be found here: 
https://bit.ly/2z8Dk9c. 

The top purposes for which large 
companies use social media are:
● promoting products or their image
● for customer service
● recruiting employees
● involving customers in development or 
innovation of goods or service.

The top European companies where 
social media is used to promote a product 
or their image are located in: Cyprus 
(69%); Sweden (62%); The Netherlands 

(61%); Finland (60%); Iceland (58%). 
Romania ranks last (20%).

When it comes to customer service 
(obtaining or responding to customer 
opinions and reviewing their questions): 
the UK is fifth (45%); France 24th (24%); 
with Luxembourg last (14%).

Enterprises also turn to social media 
for human resources purposes. When 
recruiting new employees, The Netherlands 
leads the way (55%); followed by: Norway 
(49%), Belgium (44%), Sweden (43%), 
and Finland (41%); with Slovakia (10%) in 
last place.

When involving customers directly in 
the innovation or development of a service 

or goods the leading EU nations remain 
approximately the same: Cyprus ranking 
first (41%); The Netherlands (32%); 
Finland (30%); Sweden (25%); and the 
UK (24%). In contrast, only 5% of large 
employers in Hungary use social media in 
this way.

Instant messenger and chat 
services play major roles in company 
communications. Earlier in 2018, 
ReportLinker found that 43% of 
respondents use instant messaging 
applications at work, with 71% of 
employees in the tech industries relying on 
the application. In international companies, 
it’s used by 62% of the workforce. n

A recent report by ReportLinker analyses the social media behaviour of companies 

Companies’ social media behaviour



S ocial media! You can’t avoid it. 
Sure, you might say that you’re 
taking a break from Instagram for 

the weekend, or that you’re logging off 
from Facebook for a month, but they 
always drag you back. 

In 2018, Facebook has 2.23 billion 
registered users, Instagram has 1 
billion and Twitter has 336 million, 
so the likelihood is that a majority of 
your employees are logged in. They’re 
probably using Instagram to document 
their Saturday evening, Twitter to @ their 
favourite celebrity, and maybe even 
Pintrest to show off their latest interior 
inspirations. 

So, with such a massive online 
footprint, how do you stop them from 
damaging the pristine image of your 
company? Drunken tweets, letting 
off steam in rants on Facebook and 
potentially uploading a risque photo 
online could happen to anyone at your 
company; but how can you be expected 
to control everything they do online, or 
should you even be expected to?

You aren’t allowed to have access 
to your employees’ social accounts, 
but if they’re openly representing your 
company, you do get to have a say. It’s 
down to you to decide whether you want 
employees sharing where they work and 
who they work for.

Although employers are unlikely to 
be held liable for the opinions or views 
expressed by their employees, it is not 
impossible. It would depend on the 
nature of what was written or said and 
whether this is a view shared by both 
employer and employee. 

It is highly possible, however, that the 
views or opinions of employees can bring 
an employer’s reputation in to disrepute. 
Therefore, employers should take 
preventative measures to ensure that 
their employees understand how they 
are expected to behave when expressing 
themselves on social media.

One way to do this would be to 
introduce a social media policy which 
stipulates that employees are prohibited 
from displaying any opinions or views 
relating to the company, its clients or 
its workforce. Stating that a breach of 
this policy is a disciplinary offence, and 
one that could even amount to gross 
misconduct dependent on the severity 
of the breach, should deter employees 
from doing so and help ensure that the 
employer doesn’t feel the side effects 
of a careless employee’s social media 
activity.

Social media can be a great tool for 
the promotion of business and interacting 
with clients, but it can be a negative 
weapon in the wrong hands. Employees 
who just don’t think or are disgruntled 
can be a danger to your business when 
they abuse social media. Whether they 
go on an offensive rant on Twitter or 

update their Facebook status to call their 
manager some choice names – if these 
posts can in any way be linked to your 
organisation, there is a reputational risk 
for you and your business.

We recommend that all companies 
should have a social media policy in 
place. Some might even want to consider 
specialist social media training, particularly 
if their employees are in the public eye 
e.g. actors or sporting organisations.

A social media policy should highlight 
that staff who engage in social networking 
– even whilst they are off duty and off 
the premises – must always be mindful 
of expressing views that go against 
company values in any way. When these 
staff members are famous, they will, of 
course, have a large following on social 
media, meaning anything they post will 
very quickly be spread across a wide 
audience. Should they post anything 
on their social media which is in any 
way offensive or controversial then the 
reputational damage to all associated can 
be extensive, particularly when it gets 
picked up by the national media and 
becomes front page news.

No matter what industry you are in, 
staff should be encouraged to refrain 
from posting controversial opinions on 
social media. They should also resolve 
complaints with their managers or 
human resources function rather than 
venting through social media as any such 
comments could be defamatory and 
damaging to the business. They should 
be aware that failure to observe the 
policy could result in disciplinary action 
and even termination of employment. n

Liam Grime, legal consultant, and Emma O’Leary, consultant in 
employment law, at ELAS, discuss the potential implications of 
employees’ activity on social media and offer policy advice

...must always 
be mindful of 

expressing views 
that go against 

company values in 
any way...
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What’s not to like? 



H ere’s a fun fact – three out of 
every four adults in the UK who 
use the Internet also use social 

media, making it a very powerful tool. 
But what does this mean to payroll and 
pensions professionals?

Used correctly, social media benefits 
professionals in several ways. You can:
● build a professional presence and 
potentially enhance your career
● become part of a global, virtual 
community of industry experts who 
are willing and able to assist fellow 
professionals with advice and guidance – 
and they freely share their own research 
● join sector and industry groups 
enabling you to learn from your peers. 

Developing your social media presence 
helps you on a day-to-day basis and it 
also helps you build your career.

Where to start
You cannot build an effective online 
presence without understanding the 
benefits of doing so. From a professional 
standpoint, social media allows you to:
● create a far-reaching network of peers 
and leaders in the profession
● keep up-to-date on the latest ideas and 
trends in workforce management, finance, 
technology and legislation
● learn how other organisations have 
implemented change such as legislation, 
technology and cultural change
● announce your accomplishments and 
present yourself as a thought-leader in 
your profession
● share your knowledge and provide 
information that enhances your industry.

Differences between platforms
Not every social media site is the same. 
Here’s a quick overview of the major sites 
and how professionals use them.
● LinkedIn – A professional network 
where you can establish your credentials 

through a CV-style profile, post or share 
content relevant to your field, join topical 
group discussions and connect with 
others who work in your industry.

● Facebook – A casual network where 
you can connect with peers and leaders 
on a more personal level and participate 
in groups focused on specific topics.
● Twitter – A sounding board where 
you can post thoughts related to your 
profession, follow other professionals, and 
share links to pertinent content.
● YouTube – A video-sharing site where 
you and other professionals can post 
clips of motivational speeches, product 
demonstrations, lectures, etc.
● Instagram – A photo-sharing site 
where you and other professionals can 
post images of new products, trade 
show displays, convention gatherings, 
inspirational ideas, and more.
● Tumblr – A blogging platform that 
allows you and other professionals to 
write essays, commentaries, and how-to 
guides focused on your industry.
● Pinterest – An idea-sharing site where 
you and other professionals can share 
image collections, articles, and posts that 
you find interesting or inspirational.

If you’re not familiar with all these 
online social platforms, give yourself an 
education before you start participating.

Establish your presence
When you join a social media network 
you need to participate:

● Like – Most social media sites allow 
you to like what another professional 
has posted. People find it gratifying to 
receive likes and they’ll appreciate you for 
providing positive feedback.
● Follow back – When you are notified 
of a new follower who shares your 
professional interests, follow them in 
return. It’s an important step to making 
connections.
● Comment – Write a response to what 
someone else has posted. It can be as 
simple as a note of thanks, or you can ask 
a question or make a respectful remark 
with the intent of starting a productive, 
positive conversation.
● Post – Share articles, thoughts, images, 
videos, and relevant content from credible 
sources. You don’t have to share much 
or share often, but posting is how you 
ultimately create your professional image.
● Hashtag – Hashtags is a method of 
indexing. You can search social media 
sites by hashtags and get a list of all posts 
that use a specific tag.

Remain professional
Behave in a respectful manner in all your 
social media encounters, just like you 
do when conversing with others face to 
face. Keep your posts, comments, and 
other interactions focused on productive 
conversations about your industry. That 
doesn’t mean you shouldn’t have a 
personality or that you can’t disagree 
with someone. In fact, you want to show 
your personal side and well-reasoned 
ideas, because that helps make you more 
interesting and memorable. 

Just remember: you’re doing this for 
your career. Treat others as you would at 
your office or at a conference, and you’ll 
put yourself in a great position to benefit 
professionally from social media. 

Hope to see you soon on social 
media. n

Julie Lock, innovation director for Mitrefinch Ltd, explains and provides 
guidance

...cannot build an 
effective online 

presence without 
understanding the 

benefits...

Making social media
work for you
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Industry 
news

Winner and losers in HR services sector
AN ANNUAL study – Human Resources Services Insight (https://bit.
ly/2DwKnvf), produced by Salience Marketing – ranks 47 of the leading 
websites within the human resources (HR) market according to online 
performance, revealing the successes and shortcomings of each website 
and highlighting room for improvement.

Ranked top with monthly searches is Deloitte (60,500), ahead of 
Accenture (33,100), Willis Towers Watson, ADP and Citation (22,200 
each). However, when combined with the ‘owned social score’ (shown 
in brackets) – which considers followers and engaged conversations on 
the major social platforms – the rankings are: 1: Accenture (1,827), 2: 
McKinsey (1,082), 3: BCG (1,304), 4: Deloitte (170), 5: AON (123).  

In addition, links are an important ranking method. Consistently gaining 
new high-quality links can be great for business; however, high-link 
volumes without the quality could spell trouble ahead.

McKinsey tops the monthly average links charts (5,040), with its 
insight section attracting most traffic. Several sites have ‘high-quality, 
low-volume’ links, including: RF HR, ADP, Croner, Herts for Learning and 
HR Dept. Conversely, sites with ‘low-quality, high-volume’ links, include: 
Citation, Oasis Advantage, Moore Pay, Peninsula Group and Ellis Whittam. 

Gemma Curtis, inbound content marketer at Inside Online, 
commented: “There has been some massive visibility wins in the sector 
this year, with the top five companies all having considerable increases of 
37% or more. The key to getting placed is to produce valuable, rich 
content that answers all the right questions. It’s one of Google’s most 
significant ranking factors.”

Payroll data appeal decision
THE COURT of Appeal has upheld the High Court’s 
decision in WM Morrison Supermarkets plc v Various 
Claimants that an employer (‘Morrison’) was vicariously 
liable for the actions of a rogue employee (Mr Skelton, 
a senior IT internal auditor) who disclosed the personal 
information of 100,000 employees on the internet. More 
than 5,500 Morrison employees had brought a claim for 
compensation.

In November 2013, Skelton was provided with an 
encrypted USB stick holding confidential payroll data 
for external auditing purposes. The data was copied by 
Skelton to his work computer and then later to another 
personal USB stick. In January 2014, the data was 
released by Skelton to a file sharing internet site and later 
sent to several newspapers. 

Hannah Pryce, employment law expert at Howes 
Percival, commented that “…in light of the GDPR, 
employers will want to take particular care when 
entrusting employees with the handling of particularly 
sensitive personal data.”

ADP acquires Celergo
ADP HAS announced the acquisition of Celergo, a leading provider 
of global payroll management services founded in 2003 and 
headquartered in Chicago, USA. Celergo offers multi-country payroll 
and combines a proprietary cloud-based technology platform with 
a local provider network to enable timely, accurate and compliant 
payroll. This enhances ADP’s international payroll offerings with a 
strong platform and new solutions, including cross-currency payment 
and expatriate payroll-related services.

Don McGuire, president of Employer Services International at ADP, 
said, “The acquisition of Celergo will allow us to leverage a proven 
platform that will improve both our client and partner experience.”

Multi-country payroll outsourcing 
THE EVEREST Group has published the report Multi-Country Payroll 
Outsourcing (MCPO) – Service Provider Landscape with Services PEAK 
Matrix™ Assessment 2018 revealing research findings in MCPO market. 
Fifteen MCPO service providers are segmented as follows. 
● leaders: ADP, NGA Human Resources, TMF Group
● major contenders: activpayroll, Ascender, CloudPay, Excelity, iiPay, 
Neeyamo, SD Worx, SGWI, Zalaris
● aspirants: Blue Marble Payroll, Elanor, PaySpace.

Neeyamo, NGA Human Resources, and TMF Group are identified as 
star performers.

The report (https://bit.ly/2qMg3p5) also contains remarks on each 
of the MCPO service providers’ strengths and areas of improvement.

Reward Strategy – The Rewards 2018
THIS YEAR’S The Rewards were held in November at the 
Hilton London Bankside hotel. The recipients are as follows.
PayDashboard – Best Business Award, sponsored by 
Smart Pension
Cintra HR & Payroll Services – Best Employer Award, 
sponsored by The Payroll Centre
Tracey Newton, Yorkshire Building Society – Best Leader 
Award, sponsored by Investors in People
Lindsey Froud, NHS Payroll Services – Best Manager 
Award, sponsored by SD Worx
Casey Beattie, CIS Security – Rising Star Award, 
sponsored by FMP Global
activpayroll – International Payroll Award
IRIS Software – Payroll and HR Software Product Award
NHS Payroll Services – Public Sector Team Awards
Cintra HR & Payroll Services – Customer Service Award
EPM – Payroll & HR Provider Award, sponsored by 
PensionSync
Modulr – International Payments Provider Award
The Orbis Partnership – Pensions Technology Award
Aviva Corporate Workplace Benefits – Workplace 
Pension Provider Award
Liaison – Specialist Payroll & HR Provider Team Award
Perkbox – Employee Benefits Provider Award
Modulr – Technology Award
SSCL Government Payroll Delivery Team – Service 
Provider Team Award
Adecco Group UK & Ireland – In-house Team Award, 
sponsored by Cintra HR & Payroll Services
Eira Hammond, chair of the CIPP – The Reward 300 
Award

Industry news
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Pension 
news

Use of DC master trusts
ACCORDING TO the Pension Plan Strategy survey from 
LifeSight, Willis Tower Watson’s defined contribution (DC) 
master trust, 71% of organisations have reviewed or are 
planning to review their DC pension delivery vehicle in the 
next two years, with the number expecting to have a master 
trust as their main DC pension scheme set to more than 
double over the next three years from 12% to 26%.

The survey revealed that single employer trusts and group 
personal pension contract-based pension schemes are set to 
decrease from 34% to 23% and 50% to 47% respectively.

David Bird, head of proposition development, commented: 
“This is good news for prospective employers and members, 
as those master trusts left standing will be able to achieve the 
scale necessary to improve their offering to members.

“The desire for better member communication and 
outcomes is something that our research encouragingly 
reveals is a key motivating factor behind organisations’ 
decision to review their DC pension delivery vehicle. For 
those organisations looking to switch to a master trust, focus 
should be on the strength and quality of governance and 
management of those trusts under consideration.”

Collective DC schemes consultation
THE DEPARTMENT for Work and Pensions has launched a 
consultation setting out proposals as to how a particular form 
of collective DC pension scheme might work in the UK, and 
the legislative and regulatory regime that would be needed to 
support any such scheme (https://bit.ly/2JXAg41). 

The paper notes that the collective nature of such a scheme, 
and the way it adjusts the level of pensions and prospective 
pensions, should mean that the overall membership will enjoy 
an element of cushioning from volatility as investment risk is 
adjusted for over time and longevity risk is pooled across the 
membership.

Salary sacrifice advice
A SERVICE for employers to facilitate a tax-efficient salary 
sacrifice scheme that allows employees to claim up to £500 
towards the cost of pension advice has been developed 
by Equiniti. Tim Brook, head of HR Solutions Platform and 
Engagement, at Equiniti, commented, “We hope our service 
will start to entice more employers to offer access to advice 
through salary sacrifice which will in turn drive employee 
engagement and that employees see the value of receiving 
pensions advice.” 
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Women falling behind men
A PENSION Review Service (PRS) study of its private pension 
planning clients found that men not only hugely outnumber 
women planning for their retirement but are also saving 
considerably more into their plans. In a sample of 1,000 clients in 
the eighteen months to October 2018, the PRS found that:
● of those seeking pensions advice, 75% were men, 25% 
women, and the typical age was 55 
● the average pension pot was £250,488
● men had squirreled £274,901 into their pots, but women 
lagged with savings of just £181,181

Mark Abley, managing director, PRS, observed that “Working 
women at age 55 now are facing a double whammy of having to 
hang on until they are 66 to qualify for the state pension – and 
lagging way behind men when it comes to their own personal 
pension. If our data is anything to go by, many working women 
will struggle to finish work before their 66th birthday.”

IORP II regulations
TWO SETS of regulations, which are designed to implement the 
second European Pensions Directive (also known as ‘IORP II’), 
come into force on 13 January 2019.

Ferdinand Lovett, associate director at Sackers & Partners 
LLP, commented: “In creating a statutory duty for occupational 
schemes to have an ‘effective system of governance’ including 
internal controls, this lays down the bedrock on which [The 
Pensions Regulator’s] codes of practice will be built or updated. 
We do not expect that schemes [that] already have good 
governance systems in place will need to make quantum leaps in 
terms of compliance. But arrangements will need to be reviewed 
against the codes of practice, when available.”

Withdrawing pension savings
RESEARCH FROM Prudential’s unique annual research into the 
financial plans and aspirations of people planning to retire in the 
year ahead, reveals that:
● 10% expect to withdraw their entire pension savings as one 
lump sum
● 20% intend to take out more than the tax-free 25% limit, risking 
a potential tax bill shock. 

The study found the main reason given by those withdrawing 
their entire fund was to invest in other areas such as property, a 
saving accounts or an investment fund (71%).

Further analysis shows that since the launch of pension freedom 
reforms in April 2015, more than 1,100,000 people aged 55+ 
have withdrawn around £15.744 billion in flexible payments. 
Government estimates indicate around £2.6 billion was paid in tax 
by those taking advantage of pension freedoms in 2015–16–17 
with another £1.1 billion raised in the 2017–18 tax year.

The cash withdrawal is most for used for holidays (34%), 25% 
on home improvements, 20% for gifts to children or grandchildren, 
20% on a new or second-hand car, 18% paying off mortgage.



T he gender pay gap is just one 
of the downfalls women face in 
the workplace, and it shows no 

sign of stopping anytime soon. But the 
gender investment gap is arguably just as 
pressing as the pay gap, as it means many 
women are far less prepared for their 
long-term financial future than their male 
counterparts. Not investing may actually 
be one of the riskiest things you can do, 
because just saving money won’t ever get 
you to meet your long-term saving goals.

Research from Money Guru has 
uncovered that as a result of lack of 
investment women are retiring with 67% 
less money than men – £29,000 less in 
fact (https://bit.ly/2FRjuFg). 

Data from April 2018 shows that 52% 
of women in the UK have never invested 
in financial products. Only 28% of women 
feel comfortable investing some of their 
money compared to 45% of men and 
just 13% of women feel they have a 
good knowledge and understanding of 
investments.

Studies are now showing that despite 
the issues and self-perception of low 
knowledge and confidence, women are 
actually better investors than men and 
have outperformed men for the past 
decade.

Our research has uncovered that 
women are more risk adverse with 35% 
of women saying that they would not 
invest due to the chance of losing money, 
compared to just 18% of men who said 
the same. 

Studies show that women are less 
confident and knowledgeable about 
investing. Or at least they think they are. 
Plus, the gender pay gap means that 
many women may have less money to 
invest. 

This isn’t helped by the fact that the 
new state pension deal leaves women 
£29,000 worse off than men over the 
course of a typical twenty-year retirement. 
Under the new system the average 
pension pay out for women is £125.98 
per week, compared to £153.86 per week 
for men. 

When it comes to financial decision 
making, women are more likely to think 
about day to day priorities, with many 
money choices still being perceived 
as male or female. Women feel more 
responsible for food shopping and 
household items, for example, and men 
feel more responsible for things like 
choosing utility suppliers or buying high 
value items like TVs and cars.

At Money Guru we have never seen a 
gender gap when it comes to applications 
for credit, which is great to see. Yet just a 
generation ago women were viewed as a 
riskier investment by banks and stores and 
often had to get their father or husband to 
sign for most loans. It shows real progress 
that just as many women as men are 
taking the lead when it comes to finding 
the right deals for them.

However, the stats show that there is a 
still long way to go to empower women 
when it comes to their finances, especially 

if it is leaving them worse off in later life. 
Aversion to risk is something that we 
need to address across the board and in 
particular when it comes to supporting 
women to be more confident when it 
comes to financial investments.

Women have a more pessimistic 
financial outlook, too. In a survey held 
in 2017 looking at a six-month period 
between September 2016 and March 
2017, a high proportion of women 
consistently viewed the performance 
of the UK economy, their own personal 
finances and their household finances 
as having worsened during that time 
period. This goes some way to explain 
the pessimistic outlook on their financial 
security over the next decade.

As a result of lack of investment 
women tend to retire with two thirds 
the money of men. Our research has 
uncovered that on average women 
are two thirds, £29,000, worse off in 
retirement compared to their male 
counterparts. This is disconcerting, given 
that women are likely to live longer than 
men.

A study by Which? found that the 
average payment to women is just 81.9% 
of the average payment to men. The 
disparity comes from different National 
Insurance contributions both genders have 
usually made throughout their working 
lives, with women still at a disadvantage 
for taking time out to care for their 
children and because the gender pay gap 
means they don’t have as much to invest.

Fixing the gender pay gap isn’t going to 
be an overnight job. The best solution is 
yet to be implemented. However, closing 
the investment pay gap may be as simple 
as taking that first step and making a small 
but calculated investment. n

...on average 
women are 
two thirds, 

£29,000, worse 
off in retirement 

compared to their 
male counterparts

Deborah Vickers, channel director at moneyguru.com, takes a look at 
how they came to this conclusion and what is causing the issue
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Pensions insight

Why women are worse 
off in retirement



S ome of you attended a panel 
debate that I participated in 
recently. If you did, you may have 

sat through Neil Esslemont and I having 
some light-hearted exchanges on pension 
matters.

I enjoyed the conversation in front of 
some of payroll’s finest and, from the 
feedback, I suspect so did those listening. 
For the record, you told The Pensions 
Regulator (TPR) it could be doing more 
to help HM Revenue & Customs give 
the promised incentives to low-paid 
workers using net-pay pensions. Though 
you thought TPR is doing a good job in 
helping those previously excluded from 
workplace pensions you were divided 
about whether Neil and his team were 
really helping ordinary people get to 
know their pension.

I spent much of October wading 
through nearly 4,500 pension questions 
submitted to the government body, The 
Pensions Advisory Service (TPAS). They 
are on all kinds of topics, and I’m glad 
they were all anonymised as I felt like 
sending a lot of people emails saying: “it’s 
not like that, it’s not like that at all!” 

People don’t understand pensions 
and they find them scary – the questions 
showed this, as did the audience 
participation in the debate. I don’t think 
it’s just a matter of pensions being 
complicated, as tax is complicated and so 
is the business of paying people a wage. 
But pensions seem to be shrouded in 
mystery. 

I’ve lost track of the number of times 
people have started a conversation with 
“I’m not a pensions person but…”. It’s 
as if they don’t feel entitled to have an 
opinion and must apologise for even 
engaging me on the topic. I’m ashamed 
that ‘pension people’ have allowed a 

divide to build between the people they 
serve. This doesn’t happen elsewhere, 
and certainly not in payroll.

One of my favourite jobs is as Radio 
London’s ‘pension expert’. I tease Petrie 
Hoskins, who does the early morning 
show, for not having a pension. She 
points out that she’s scared stiff of 
pensions and that she doesn’t expect 
to see her money back. I tell Petrie that 
pensions are not scary, they do give you 
your money back and they pay you a 
wage in retirement. 

Petrie is not alone. Many people 
asked TPAS how they could track down 
pensions, with one stating “I’m not 
expecting you can help as I think my 
pension is well and truly lost”. Reading 
on, I discovered that his/her pension 
was one that my company First Actuarial 
administer. Because the message was 
anonymised, I couldn’t contact that 
person. I could have cried.

It’s not just ‘lost pensions’ that scare 
people. Another question asked for an 
explanation of a pension illustration 
they’d received from their workplace 
pension provider. Apparently, the person 
had asked a question of the pensions 
administrator who’d sent a bundle of 
papers in response including the trustee 
chair’s statement. All this person had 
wanted to know was “how’s my pension 
doing?”. 

We in pensions find it hard to give 
straight answers to people’s simple 

questions. Small wonder people think 
pensions are scary.

Some of the questions I read were 
looking for more than information. Some 
were asking what they should do but 
TPAS can’t give advice. The things people 
wanted advice on were not the kind of 
things they’re likely to get help for from 
financial advisers.

Many simply wanted to know how 
they could get their money back. Some 
wanted to know whether they can 
transfer small pots into one big pot and 
how they could work out which pot to 
make the big one. Most of the questions 
weren’t about saving more, they were 
about spending – they were about getting 
paid the pension they were expecting. 
All of which may resonate with you, 
personally or professionally.

When I listen to the pension experts 
who I spend most of my time with, all I 
hear is “save, save, save”. Hardly anyone 
in pensions wants to make spending of 
retirement pots the priority. The cynical 
person in me supposes that this is 
because we make money out of your 
savings – not your spending.

When we talk with TPR we should be 
talking as representatives of the people 
who are saving and who need the 
government’s help. We should not just 
be listening but asking questions of and 
challenging TPR.

Similarly, we should be encouraging 
the people in the workplace pensions in 
the companies we work at and work for 
not to be scared of pensions but to ask 
questions and demand answers.

It’s our job to make pensions a little 
less scary. I hope that my conversation 
with TPR shows that even Neil Esslemont 
is just the same as you and me – a really 
nice person. n
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Henry Tapper, director of First Actuarial, discusses what can be done 

...hard to give 
straight answers 
to people’s simple 

questions

PENSIONS INSIGHT

Making pensions less scary



M any companies assume their 
default defined contribution (DC) 
pension funds are standardised 

across the industry, but this is far from the 
case. 

Two editions of the new Who’s 
performing well? report published recently 
by Punter Southall Aspire have revealed 
huge variations in the performance of default 
funds, highlighting the need for employers 
to scrutinise performance far more closely 
to ensure the best pension outcomes 
possible. The reports examined nine major 
DC pension providers’ default pension funds, 
both in their growth phase and at their 
consolidation phase (as of 31 March 2018). 

The reports showed that during the 
growth and consolidation phases, funds can 
vary in design and construction, investment 
risk and volatility, asset allocation strategy, 
return benchmarks, management and 
critically, performance. 

Many of the providers’ defaults also 
adopted different ‘glidepaths’ towards 
retirement, which impacts the overall 
performance and results. This is our third 
report into DC default pension funds and 
we’re still seeing wide variations, which may 
surprise some employers. 

So, what are the key findings of the 
reports?

Most of the default funds sit within 
assets under management in a range of 
approximately £600million and £13billion, 
depending mainly on their launch date.

The report found the allocation to 
equities, bonds and other asset classes 
varies dramatically between the default 
funds, depending mainly on the targeted 
risk levels and the range of investment tools 
used. 

In the broadest terms, those providers 
(Royal London, Standard Life, Fidelity, Aviva, 
Legal & General) that have their own asset 
management arm have developed the 
more diversified and sophisticated default 
offerings. 

In general, the growth phase of the 
average default option is designed with 
significant exposure to equities to maximise 
growth. Default options also hold a 
significant portion of fixed income, allocating 
27% on average to this asset class. 

Over the last three years, the Zurich fund 
was the best performer (7.3%), although 
on a relatively higher level of risk (9.5%) 
compared to the other defaults, which is no 
surprise given the levels of equities within 
the fund (77% equities). 

In the same period, Standard Life 
produced the worst return (3.5%), but it 
does exhibit a consistently lower level of risk 
(5.3%) than all the default funds. 

These figures highlight the wide 
performance spread amongst the top 
and bottom performers, indicating the 
significance of the asset allocation in the 
growth phase to maximise members’ fund 
values. 

The timing of when the growth phase 
period ends, with assets moving gradually 
to lower risk assets, also differs significantly 
amongst all the providers, which could have 
a significant impact on members’ fund 
values. 

The longer the period provides members 
with more chance of creating higher fund 
values at retirement, but also less downside 
protection as they get closer to retirement.

The report analysis for the consolidation 
phase is broken down into two periods of 
time, five years before retirement and at 
retirement, and uses the underlying fund 
allocation of the default strategies during 
those time periods to assess how well they 

align with their retirement objectives and to 
establish if they still provide efficient growth 
(relative to the level of risk taken) at the 
different glidepath stages.

The report found that the only similarity 
across all providers in their equity glidepath 
is that the allocation to equities tends to 
decline as members approach retirement. 
However, the initial allocations, the changes 
to allocation and the ‘at retirement’ allocation 
are different for almost every default strategy 
and depend mainly on the risk levels and 
the range of investment tools used. 

Conversely, the overall bond allocation 
tends to increase closer to retirement for 
most of the default solutions. 

Finally, there is the question of fees. 
The more diversified and sophisticated 
the default option, the higher the total 
cost. Therefore, providers need to ensure 
consistent performance and efficient 
protection from market volatility to create 
value for money and justify the higher fees.

To conclude, the reports highlight that 
default is anything but standard. With so 
many variations employers must examine all 
aspects of their DC default fund carefully to 
understand exactly what they are getting and 
how their funds are performing.

And, given the fact the global asset 
markets have changed in recent months, 
with high positive returns much harder to 
come by and volatility rising, more than ever 
members need a solid saving and investing 
path. To achieve this, they need to select 
strategies with good fund diversification and 
the ‘wise’ use of active management to 
enhance returns. 

Employers also need to review the 
management and performance of their 
funds regularly to ensure that at retirement, 
their employees get the best pension and 
retirement possible. They have a duty to 
actively manage their funds and regularly 
check their performance; otherwise they 
could be unwittingly putting their employees’ 
pension pots at risk. n

...employers 
must examine all 
aspects of their 
DC default fund 

carefully...

Steve Butler, chief executive at Punter Southall Aspire, comments on the 
performance of default funds and the implications for employers 

Default DC 
pension funds
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I magine this scenario: an employee 
submits form W-4, employee’s 
withholding allowance certificate, to the 

payroll department claiming to be married 
with 99 withholding allowances. Should the 
payroll department refuse the form? 

As a payroll professional, understand 
that it is not the responsibility of the 
payroll department to verify the accuracy 
of the information on the form. We do 
not determine if an employee qualifies as 
exempt from withholding or if the number 
of allowances claimed is accurate. 

It is, however, the responsibility of payroll 
to ensure the form has been completed 
in its entirety. We should consider if the 
employee completed the following:
● box 1: name and address
● box 2: social security number
● box 3: marital status for withholding 
purposes
● box 4: last name if it differs from the 
social security card (optional)
● box 5: number of allowances (this box 
should remain blank if claiming exempt)
● box 6: additional amount withheld 
(optional).

Now, check to make sure the employee 
signed and dated the form. Also, check to 
see if the form has been altered in any way. 
If so, the employer should refuse to accept 
the invalid form. Alterations include striking 
through any language on the form or any 
unauthorized additions to the form.

If the employee makes a mistake when 
completing the form, they cannot cross 
through the error and provide the correct 
information. If an error is made in form 
W-4, the employee must complete a 
new form. Strikethroughs with the correct 
information inserted are not allowed, even 
if the correction is initialed and dated.

Some common mistakes we see in 
paper forms W-4 are conflicting information 
or missing information. If your payroll 
system has employee self-service (ESS), 

you’ll want to encourage all employees to 
submit their form W-4 electronically, as ESS 
will not let employees submit an invalid or 
an incomplete form. 

For example, if an employee claims 
allowances on line five and writes “exempt” 
on line seven, most systems will not let 
the employee submit the form as the form 
contains conflicting information. In this case, 
the form is telling the employer to calculate 
income tax withholding based on the 
allowances, yet not to withhold any income 
tax because the employee is not subject to 
withholding. Therefore, the form is invalid.

So, should the payroll department refuse 
a W-4 with 99 withholding allowances? If 
the employee has completed the required 
boxes and not indicated the form is false 
in any way, then payroll should accept the 
form and verify the information is correctly 
updated in the payroll system.

If the IRS determines the employee is 
not having adequate income tax withheld, 
it may send the employer a lock-in letter, 
specifying the marital status and maximum 
number of withholding allowances 
permitted for the employee. The employer 
must withhold federal income tax according 
to the letter. The employee may not claim 
more withholding allowances or claim 
exempt while the lock-in letter is in effect. 

The IRS released a second draft of the 
2019 form W-4 in October 2017. The 
latest draft is very similar to the 2018 form 
W-4 with a few non-substantive language 
changes in the general instructions.

In several sections of the new draft, 

the IRS has added language clarifying that 
employees should take into account non-
wage income ‘not subject to withholding’ 
in using the various worksheets and that 
the child tax credit may be taken only for 
children who have a valid social security 
number.

The IRS has announced it will delay 
major revisions to form W-4 until the 
2020 version. Therefore, the latest 2019 
form draft is very similar to the final 2018 
version. The IRS decided to delay the 
changes to the 2019 form W-4 “following 
feedback from the payroll and tax 
communities.” o

This article was published in the April 
2018 issue of the American Payroll 
Association’s PayTech magazine. 

The APA, www.americanpayroll.org, is 
the USA’s leader in payroll education, 
publications, and training. This nonprofit 
association conducts more than 300 
payroll training conferences and seminars 
across the country each year and 
publishes a complete library of resource 
texts and newsletters. Representing 
more than 21,000 members, APA is the 
industry’s highly respected and collective 
voice in Washington, D.C.

The Global Payroll Management 
Institute (GPMI), www.GPMInstitute.com, 
spearheads the APA’s global initiatives 
to provide the world with a leading 
community of payroll leaders, managers, 
practitioners, researchers, and technology 
experts. Subscribers connect with each 
other through networking discussions, 
collaborative opportunities, and access 
to education and publications dedicated 
to global payroll strategies, knowledge, 
research, employment, and training. 
GPMI also publishes several global payroll 
texts and white papers as a benefit to 
subscribers.
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Sally Thomson CPP, director of payroll training for the American Payroll Association, 
discusses when employers should reject this form and provides an update on changes 
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entirety...

When should employers 
reject form W-4?
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Consultancy

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

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

Consult

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

LitE Consulting are an Independent consultancy practice that assist clients in 
selecting, implementing and managing their HRIS and Payroll solutions. By utilising 
our extensive experience, we help you select the most appropriate solution to meet 
your requirements and compliment the skills within your teams. We pride ourselves 
on the quality of our deliverables and offer the following services:

HR & Payroll Software Selection · Process and Change Management · Data 
Analysis and Migration · Project Management · Implementation · Support 
and Training

Compliance and quality standards

Payroll Assurance Scheme (PAS) 
Goldfinger House, 245 Cranmore Boulevard, Shirley, 
Solihull, West Midlands, B90 4ZL
Tel: 0121 712 1000  Fax: 0121 712 1001
Email: compliance@cipp.org.uk
Website: www.payrollcompliance.org.uk

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

   

Fully managed outsourced payroll services

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

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

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

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

Moorepay Ltd
Warwick House, Hollins Brook Way, Pilsworth, 
Bury, BL9 8RR
Email: sales@moorepay.co.uk
Tel: 0845 184 4615
Website: www.moorepay.co.uk

At Moorepay, we have been supporting businesses with their people processes since 
1966. Offering services, software, consultancy and training across various payroll 
and HR solutions, we will help you manage your people and their needs. Designed 
for businesses large and small, our managed payroll solution takes care of the 
whole payroll operation, including data capture, processing, printing, distribution and 
reporting. We manage it all for you, removing the entire payroll burden.

Payroll & HR Solutions

NGA Human Resources
Peoplebuilding 2, Peoplebuilding Estate, Maylands Avenue
Hemel Hempstead, HP2 4NW
Email: hrsolutions@ngahr.com
Tel: 0800 035 0545
Website: www.ngahr.co.uk

NGA Human Resources are market leaders in helping organisations transform 
their business critical Payroll operations to deliver more effective and efficient 
people critical services.  We help our clients become better employers through 
smarter, more streamlined business processes; to save money, manage 
employee lifecycles and support connected agile organisations.  Our payroll 
solutions are flexible and powerful to support business growth and are available 
on-premise, via the cloud or as a fully managed outsourced service.

directorydirectory
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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.

SCC PyramidHR
Cole Valley 2, 10 Westwood Avenue, Cole Valley Business Park, 
Tyseley, Birmingham B11 3RF
Tel: 01926 485085  
Contact: Sales  Email: sales@pyramidhr.co.uk
Website: www.pyramidhr.co.uk

Since 1976 SCC PyramidHR, part of Europe’s largest independent IT business, 
has been providing Payroll & HR Services. Based upon our PyramidHR  
integrated Payroll & HR system, SCC is almost unique amongst payroll service 
providers to own and manage all aspects of the delivery of our Payroll & HR 
solutions; from our UK secure data centres, through our printing and software 
support, to our UK based managed payroll teams. Our tailored solutions 
provide flexible online and on-device access including employee and manager 
self service.

Integrated payroll and HR

Civica UK
Interchange Business Centre, Howard Way, 
Newport Pagnell MK16 9PY
Contact: Sales
Tel: 01908 787700 
Email:  hrpsales@civica.co.uk
Website: www.civica.com/hr-payroll
Twitter handle: @CivicaUK

Civica supports HR, payroll and business leaders in delivering improved 
services to their employees. Our integrated software and automation solutions 
bring human resources, payroll and finance teams together, helping them to do 
more and achieve better outcomes through more connected ways of working. 
Civica HR & Payroll is a flexible integrated HR system which includes cloud-
based solutions, employee self-service technology and mobile apps, providing 
an efficient modern platform for people, workforce and payroll management.

Cascade HR Ltd
One City West, Gelderd Road, 
Leeds LS12 6NJ 
Tel: 0113 230 8600
Contact: Kate Swinscoe
Email: info@cascadehr.co.uk
Website: www.cascadehr.co.uk

We supply our own integrated HR and Payroll solutions that use the very latest 
Microsoft technologies such as .NET.
Our solutions stand out because they are process driven, business effective, 
proactive and adaptable. We have recognised that HR and Payroll departments 
needed systems that deliver features rich with opportunity rather than just a 
database with reports. We call it a ‘doing’ system. This means that rather than 
just a database Cascade is an extra member of your team.

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.

Eque2 Ltd
Freetrade Exchange, 37 Peter St, Manchester M2 5GB
Tel: 0161 939 0111
Email: sales@miracle-dynamics.com 
Website: www.miracle-dynamics.com

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

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

chris21 features a versatile and functional Payroll Management solution featuring 
comprehensive payroll rules to meet statutory compliance, stringent payroll 
requirements and extensive auditing and security facilities
chris21 will also allow seamless integration with an organisation’s HR function 
and is continually enhanced and updated to keep abreast of business and 
government legislative changes. Additional modules include Time & Attendance, 
Employee/Manager self service, Learning and Development, Recruitment, 
expenses and health & safety.  Frontier Software is accredited to PAYE 
Recognition Scheme, ISO27001 and ISO9001:2000 and BACS approved.
 

Moorepay Ltd
Warwick House, Hollins Brook Way, Pilsworth, 
Bury, BL9 8RR
Email: sales@moorepay.co.uk
Tel: 0845 184 4615
Website: www.moorepay.co.uk

At Moorepay, we have been supporting businesses with their people processes since 
1966. Offering services, software, consultancy and training across various payroll 
and HR solutions, we will help you manage your people and their needs. Designed 
for businesses large and small, our managed payroll solution takes care of the 
whole payroll operation, including data capture, processing, printing, distribution and 
reporting. We manage it all for you, removing the entire payroll burden.

Payroll & HR Solutions



NGA Human Resources
Peoplebuilding 2, Peoplebuilding Estate, Maylands Avenue
Hemel Hempstead, HP2 4NW
Email: hrsolutions@ngahr.com
Tel: 0800 035 0545
Website: www.ngahr.co.uk

NGA ResourceLink is the HR and payroll platform of choice for hundreds of 
UK organisations of varying sizes across a range of industry sectors.  Like them, 
you will find that it has the tools you need to attract, recruit, develop, empower, 
retain and reward the best people.  Available on premise, via the cloud or as an 
outsourced service, NGA ResourceLink is a proven solution for reducing costs, 
saving time and improving effectiveness across your HR and payroll functions.

SCC PyramidHR
Cole Valley 2, 10 Westwood Avenue, Cole Valley Business Park, 
Tyseley, Birmingham B11 3RF
Tel: 01926 485085  
Contact: Sales  Email: sales@pyramidhr.co.uk
Website: www.pyramidhr.co.uk

Since 1976 SCC PyramidHR, part of Europe’s largest independent IT business, 
has been providing Payroll & HR Services. Our PyramidHR application is a fully 
integrated, real time, single database, modular system which fellow HR and 
Payroll professionals will instantly recognise as a practical and functionally-rich 
HR & Payroll solution which addresses all aspects of employee management. 
An intuitive interface and ease of use, ensures that clients are quickly ‘up to 
speed’, whilst the depth & breadth of functionality delivers an effective and 
powerful solution.

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

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

Frontier Software, a leading provider of integrated HR and Payroll solutions, 
offers total integration across all modules. The easy to use and versatile 
products meet the ever changing needs of Human Resource and payroll 
management to organisations in the UK and worldwide. chris21 is continually 
enhanced and updated to keep abreast of business and government 
legislative changes. Additional modules include Time & Attendance, 
Employee/Manager self service, Learning and Development, Recruitment, 
expenses and health & safety.
Frontier Software is accredited to PAYE Recognition Scheme, ISO27001 and 
ISO9001:2000 and BACS approved.

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

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

directory
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NGA Human Resources
Peoplebuilding 2, Peoplebuilding Estate, Maylands Avenue
Hemel Hempstead, HP2 4NW
Email: hrsolutions@ngahr.com
Tel: 0800 035 0545
Website: www.ngahr.co.uk

NGA ResourceLink is the HR and payroll platform of choice for hundreds of 
UK organisations of varying sizes across a range of industry sectors.  Like them, 
you will find that it has the tools you need to attract, recruit, develop, empower, 
retain and reward the best people.  Available on premise, via the cloud or as 
an outsourced service, NGA ResourceLink is a proven solution for reducing 
costs, saving time and improving effectiveness across your HR and payroll 
functions.

Payroll training and qualifications

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

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

Payslip distribution and archiving

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

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

Opus Trust Marketing
Opus Trust Marketing Limited, 133-137 Scudamore Road, 
Leicester, LE3 1UQ. 
Tel: +44 (0)116 232 7500  
Contact: Eric Darling
Email: hello@opustrust.co.uk
Website: www.opustrust.co.uk

Working on behalf of 20% of FTSE 100 companies plus Local Authorities 
and smaller enterprises, we deliver outsourced secure, personalised 
communications to their employees, customers and suppliers. From physical, 
printed communications to e-delivery, our experts provide innovative, timely 
and flexible solutions that drive engagement including payslips, transactional 
documents and critical correspondence.

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  Fax: 0121 712 1001
Email: info@cipp.org.uk
Website: www.cipp.org.uk

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

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.
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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 special-
ises 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 experi-
ence of individuals with the most suitable payroll jobs and employers.

James Gray Associates
Brewmaster House, 1 The Maltings, St Albans, 
Hertfordshire AL1 3HT
Tel: 01727 800377   Fax: 01727 221220
Email: jga@jgarecruitment.com 
Website: www.jgarecruitment.com 
Twitter: @jgarecruitment

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

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

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

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

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

Time and attendance

Civica UK
Interchange Business Centre, Howard Way, 
Newport Pagnell MK16 9PY
Contact: Sales
Tel: 01908 787700 
Email:  hrpsales@civica.co.uk
Website: www.civica.com/hr-payroll
Twitter handle: @CivicaUK

Civica supports HR, payroll and business leaders in delivering improved 
services to their employees. Our integrated software and automation solutions 
bring HR, payroll and finance teams together, helping them to do more and 
achieve better outcomes through more connected ways of working. Civica HR 
& Payroll is a flexible integrated system featuring the latest workforce manage-
ment technologies to help you plan and track shift patterns, hours worked and 
absences for employees and casual workers.

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

Frontier Software’s Time and Attendance solution, TA21, provides all the 
control and information needed to effectively manage employee attendance. 
Based on the ‘Timesheet’ principle, TA21 is available with interfaces for all 
time attendance devices including biometric solutions, magnetic swipe cards 
and iris recognition. Payroll calculations and payments can then be handled 
directly via chris21.
• Single or multiple sites • Real-time arrivals and departures screen
• Multiple work patterns including ‘varishift’ & staff scheduling 
• Data collection terminals  • Full fire point reporting • Total flexibility 

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

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

Want to be seen?

*as taken from a recent membership survey.
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Another episode in a series of occasional 
yet insightful/inciteful, anonymous 
and whimsical reports revealing the 
arcane, weird and sometimes torturous 
world of payroll frequented by payroll 
professionals.

Occasionally, among the almost daily 
‘brilliant ideas’ from the eccentric 
mind of Mr Crumbitt, there is a 

corker. Walking into his office a few weeks 
ago with the usual sense of dread and my 
head trying to conceive another brilliant 
way of saying ‘no’, I was alarmed to see he 
was wearing a Santa hat and full fake white 
beard. When he asked “Well, what do you 
think?” gesticulating towards his costume, 
my mind was awash with images of the 
entire factory staff in Santa hats and beards 
desperately trying to crack on with their 
work. 

But this was just an appetiser for his 
proper idea which was a Christmas bonus! 
Now, we haven’t had one of these for 
many years – well, aside from perilously 
close to being out of date boxes of broken 
Crumbitt’s crinkles, that is – so this was 
exciting news indeed. 

I did have a heart-stopping moment 
when I saw a newspaper on the desk, 
displaying the headline ‘Leader of the year 
gives all staff a free holiday’. However, 
seeing my eyes on stalks and my bottom 
lip trembling, Mr Crumbitt took pity and 
suggested perhaps a company hat or 
paperweight. Watching me for reactions he 
ended up shouting out everything from a 
fridge magnet to a kayak prompting Gary 
Rumble to pop his head round the door 
and shout “cuddly toy!”.

Eventually Mr Crumbitt conceded defeat 
and asked me to prepare a proposal paper 

for a bonus that would cost no more 
than £50 per head and keep everything 
compliant. 

As ever, when in need of ideas I call 
upon my fantastic team to see what they 
can come up with together. It started off 
quite sensibly:  gift vouchers, cinema 
tickets, box of biscuits (Crumbitt’s, 
obviously). Everyone got carried away and 
through word association and unbridled 
enthusiasm the discussion descended into 
chaos with random things like dates with 
minor celebrities, sessions of liposuction or 
botox, tango classes…and a Ferrari driving 
experience. 

When everyone had calmed down with 
of cup of tea and a biscuit, we made a 
sensible shortlist of cinema vouchers or 
high street vouchers and I checked out the 
tax implications. I found out that vouchers 
are treated as a benefit in kind and would 
need to be declared in a settlement 
agreement with HM Revenue & Customs, 
which meant we could give everybody £40 
of vouchers and use the rest to cover the 
tax liability. After all, there’s nothing worse 
than offering a reward and then finding out 
everyone owes the tax office something. 
(We had an incident like this before when 
we considered offering a Christmas turkey 
to each employee, but HMRC then pointed 
out it would cost a drumstick in tax for each 
bird.)

Anyway, we procured the vouchers and 
created a snazzy print off token on the 
payslips for people to come and collect 
them from the office. The team created a 
seasonal display in the department and, 
with Tony dressed up as all nine of Santa’s 
reindeers, it really felt like Christmas as they 
handed out the vouchers. Never missing 
a trick, the team took the opportunity to 

promote some of the staff benefits that 
generally prove more popular at this time 
of year – particularly the cycle to work 
scheme. (Oddly, there seemed to be a lot 
of enquiries which suggested children may 
be involved in the commute to work.) 

As some people lingered to check 
out the promotions or remark on how 
wonderful it was to “finally put a face to 
an email address”, others took the chance 
to get some ad hoc advice. Evie advised 
on splitting tax codes and Jace detailed 
the worldwide subsistence rates for Gary 
Firkettle from marketing who was heading 
off to Bulgaria in the new year to promote 
the new Crumbitt’s range.

As people drifted away and the office 
returned to (relative) normality I presented 
my team with their vouchers as well as a 
little bonus from me: a bottle of wine, a 
box of Crumbitt’s Crackers and a Christmas 
hug. It was a tradition that started with my 
manager when I first entered payroll and, 
though it felt a little Dickensian, it raised a 
smile (and gave me a legitimate reason 
to cuddle Tom). As the team left for the 
Christmas break, I was left on my own 
but happy all the same. Driving home 
for Christmas was set up on my iphone, 
everything was up to date and, best of all, 
my team was happy. 

Good payroll can make or break many 
people’s Christmas, but you can’t make a 
payroll without good people…and I was 
lucky enough to have a team full of them.

Merry Christmas! n

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. 

Confessions of a payroll manager –  
A Crumbitt’s Christmas Carol
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The established and trusted voice for the 
payroll, reward, pensions, benefi ts and HR sectors

BECOME A MEMBER:
Call 01635 588 487
Email subscribe@reward-strategy.com
Visit reward-strategy.com/member-zone Previously known as 

Payroll World Club*Correct at time of printing. One new membership per person. Visit reward-strategy.com for full terms and conditions. 

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

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

• Qtax Pro calculator

•  A ticket to both the Payroll 
Autumn Update and Spring 
Update

PLATINUM GOLD SILVER

£1,030
SAVE £250

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

• Qtax Pro calculator

•  A ticket to the 
Payroll Autumn Update

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

£690
SAVE £155

£165

Reward Strategy, the new incarnation of Payroll World, is the leading resource for the payroll 
and reward sector. Ensure you’re up to date with the regulatory and legislative changes and receive 
practical guidance and vital expert opinions from respected journalists and industry leaders through 

your chosen membership package:

CIPP members save 40% on a
Reward Strategy Silver Membership
You can choose a Reward Strategy Silver Membership, for £99, if you are
a CIPP member. Call 01635 588 487 and quote ‘CIPP1819’ upon booking.*



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

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

TRUST 
Frontier Software 
with your payroll 

processing
Accurate, secure and reliable
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