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So, what were your New Year’s 
resolutions – and are they broken, yet? 
The board of directors and the CIPP 
team resolves to continue to be at the 

forefront of continually promoting payroll and 
pensions education, training and membership 

and as professionals we faced several challenges in 2018.  
The biggest challenge of 2018 was, of course, the introduction of 

the General Data Protection Regulation. We spent considerable time 
with fellow professionals having roundtables, magazine articles and 
training sessions that supported our industry.

What else did we have come our way? Well we had changes 
to the tax treatment of termination payments, simplification of 
PAYE settlement agreements, and a rush to meet the deadline for 
publication of the first gender pay gap reports – and of course Brexit 
wending its weary way to a resolution (hopefully this will be the 
case when reading this issue!)

And as members you are continually updated by our policy and 

research team through our regularly updated online journal, Payroll: 
need to know, your guide to UK payroll legislation and reporting, an 
invaluable benefit of your membership.

I extend a warm welcome to our two new board directors, 
Ros Hendren (who stood down at the end of her term and was 
successfully re-elected) and Diane Hoodless.  You can see their 
profiles and learn how they will represent you as members at 
https://bit.ly/2CNdjw7. Thanks of course to our outgoing director, 
Eira Hammond (at the end of her term) for her ten years tenure 
and her excellent stewardship of the CIPP over the last two and a 
half years. Thank you, Eira.

I wish you all a successful and prosperous 2019!

Ken Pullar FCIPP
Chief executive officer, CIPP

This is my first message, and I am 
extremely pleased to be writing to you all 
in this way. 

I thought it may be useful to provide 
a brief background. My journey in payroll 

began after leaving education, with a role as an 
office junior for a local construction firm. This gave me an insight 
into working rule agreements, joint council rules and an appetite for 
delivering a product (payslip) as the result of many computations. 
My journey began in a time before computers, when each payslip 
was built up manually and carbonised paper was all the rage. 

In my position now, I want to focus on the future of payroll 
and pensions and what that means for our industry and the 
professionals within it. 

Our future is not just affected by the technology available to us, it 
is also about how we respond to broader expectations of individuals 
in the workforce. The gig economy and the increasing demand for 
immediate information will drive changes in how pay, pensions and 
the rewards of working life are handled by those responsible for 
delivering the numeration to bank accounts, and pension pots alike. 

Just as retailers are changing shape to respond to the demands of 
shoppers, we must also take account of the changing demands of 
the employee base.

I look forward to working with the CIPP board and would like 
to take this opportunity to formally thank Eira for her stewardship 
over the term of her appointment. Eira has been an excellent 
chair, providing strategic direction to the review of our portfolio and 
bringing Chartered membership to the Institute. As both a friend 
and a colleague, I thank her for the momentum gained and the 
course being followed. I’m looking forward to being at the helm 
for my period of stewardship. May the winds of success fill our 
collective sails.

I do hope to meet as many of you as possible in the weeks 
and months to come, please do feel free to reach out to me at 
Jasondavenport3@cipp.org.uk.

Jason Davenport MCIPP MIoD
Chair, CIPP

Chair’s message

CEO’s message

What better way to start a new year than 
reading thought-provoking articles and 
commentary on the future of payroll? 

You’ll find stimulating articles and opinion 
on this subject from page 41. 
In my fifty+ years in the industry I’ve 

experienced and witnessed extraordinary change. Though 
automation (computerisation of calculations etc) has undoubtedly 
been the catalyst of this change, also significant is government’s 
continuing use of payroll to deliver rights and duties for employees 
and employers. 

In my early years in payroll there was enormous scope for 
automation to bring extraordinary efficiency to the payroll office. 

(Today, for example, the ratio of payroll professionals to payees is 
substantially lower than in the past.) I am not convinced that similar 
improvements in efficiency can be achieved now. 

Surely, the result of automation efficiency is that payroll 
professionals must now possess more knowledge, skills and 
responsibilities than their predecessors? I am certain that demands 
on payroll will continue to change, and that the demand for qualified 
skilful payroll professionals will continue. 

Mike Nicholas MCIPP AMBCS
Editor

Editor’s comment
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“When the winds of change blow, some people build 
walls and others build windmills.”

Chinese proverb
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Payroll professionals recognised 
at the IAB awards
THE CIPP was delighted to sponsor the payroll professional 
of the year award at the IAB and IAAP UK and International 
Business and Skills Awards hosted on 6 December at the 
House of Commons, London.

Congratulations to Nicole Hagan-Kidd ACIPP from 
Armstrong Watson who received the runner-up prize and to 
Aisling Murray from Intelligo Software. Aisling was nominated 
by her employer for being a quick learner and committed to 
improving efficiency within her team, and constantly striving 
to improve internal processes in order to achieve the best 
client experience possible. The nomination stated that her 
exceptional technical ability and customer service skills have 
enabled her to build strong relationships with her clients 
which has had a positive impact on her employer’s levels of 
customer satisfaction.

Commenting on her win, Aisling said: “I am over the moon 
to have been nominated and also to have won the Payroll 
Professional of the Year award. Winning this award means 
a great deal to me as it is recognition from my peers of my 
career achievements thus far. To be recognised as Payroll 
Professional of the Year proves I was spot on in my decision 
to specialise in payroll and it makes all the studying and hard 
work to get where I am now worthwhile.  I plan to continue 
my studies and so this award has definitely spurred me on.”

Payroll Assurance 
Scheme
THE FOLLOWING have 
achieved prestigious Payroll 
Assurance Scheme (PAS) 
accreditation: Safe Computing, 
Vibrance, NES Global Talent, 
Voyonic Crewing Limited, 
Merryhill Accountancy Services 
Ltd, FS4S, and Kinleigh Folkard & Hayward.

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

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

Compact Payroll 
Reference Book 
added to CIPP 
membership 
benefits
WITH EFFECT 30 November 2018, 
the CIPP owns the Compact Payroll 
Reference Book and will be co-ordinating the publication and 
distribution for the 2019–20 and future editions.

We will be in touch with members in due course to confirm 
which level of membership qualifies for a copy of the book, 
and with details on how to purchase additional copies.

This book is an essential addition for any payroll office and 
ownership of the book sets the Institute, as your Chartered 
body for payroll, further apart in comparison to any other 
organisation. 

If you have any questions regarding this, or any other 
membership benefits, email membership@cipp.org.uk or call 
0121 712 1073.

CIPP Annual General Meeting
THE INSTITUTE’S 2018 Annual General Meeting took place at the CIPP London offices in Arne Street at 11 a.m. on 4 December 2018 
to consider and, if thought fit, to pass the following resolutions:
● To elect two directors to the board
● Approval of accounts for the year ended 30 June 2018
● Re-election of auditors (Haines Watts)
● Any other business.

Ros Hendren MSc CMgr FCMI dip FCIPPdip FHEA and Dianne Hoodless MSc ChFCIPP FHEA were elected as the board members.
In addition to the two board positions, the other resolutions were voted as follows:

● Approval of accounts – for: 499 votes; against: 3 votes
● Election of auditors – for: 309 votes; against: 9 votes.

Elaine Gibson and Aisling Murray



Level one and two payroll qualifications on offer 
through the CIPP in conjunction with Sage
THE CIPP is delighted to announce that since 2 January 2019 it is offering the following 
courses and qualifications:
● Computerised payroll level one
● Computerised payroll level two
● Level 1 Award in Computerised Payroll for Business (RQF)
● Level 2 Certificate in Computerised Payroll for Business (RQF).

The introduction of these courses and qualifications to the CIPP’s education offering 
positions the Institute as the only provider of payroll qualifications from level one to level 
seven.  Providing payroll professionals with a clear pathway and educational support 
whatever stage of their career.

Using the latest Sage software, the programmes provide the learners with an excellent 
understanding of payroll administration and calculations, as well as experience in using 
payroll software.

Speaking about the launch, Elaine Gibson MSc ChFCIPPdip, education director at the 
CIPP said: “respondents to the CIPP marketing insight survey 2018 indicated that they 
wanted this introductory level of qualification for their payroll teams and so we are delighted 
to be working with Sage to provide this for them.”

To enrol or find out more about the level one and level two qualifications, visit 
cippqualifications.org.uk 

CIPP launches CEO pay ratio reporting online 
training course

FOLLOWING YEARS of concern about high levels of executive pay, the government has 
introduced legislation requiring listed companies to disclose figures and narrative about 
the ratio between the pay of their CEO and that of average employees.

The legislation, which has effect from 1 January 2019, applies to financial years 
starting on or after this date, so the first organisations will publish from January 2020 
onwards. It is therefore important to begin preparations well in advance and even to 
calculate the ratios using recent data so that organisations know what to expect and can 
prepare themselves for the inevitable spotlight on the published data.

This online course will enable delegates to:
● identify organisations required to submit CEO pay ratio data
● identify and collate appropriate data for calculations
● calculate the statutory pay ratio figures-
● outline the supporting information requirements for the calculated figures
● appreciate the wider internal and external implications of the reported figures for an 
organisation.

To book your place on this essential online course visit cipptraining.org.uk or email 
info@cipp.org.uk for more information.
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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. 

CIPP update

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


Training courses

Payroll and HR 
legislation update

(50% off for members)

11 March Leeds

14 March Bristol 

15 March Cambridge 

18 March Newcastle 

25 March Edinburgh

P11D expenses and benefits

8 April London

12 April Manchester

15 April Birmingham

Employment status and
modern working practices

19 March London

22 March Bristol 

4 April Birmingham

Gender pay gap reporting 
and HR implications

13 March London

19 March Bristol

3 April Online

Salary sacrifice and other 
optional remuneration 
arrangements

12 March London

18 March Birmingham

21 March Edinburgh

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?

Full details of events and training courses can be found 
at cipp.org.uk or you can email info@cipp.org.uk for 
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Scottish National Conference and 
Exhibition 2019
5 September 2019 | Dynamic Earth, Edinburgh

We are delighted to announce the return of the CIPP’s Scottish National Conference 
and Exhibition on 5 September 2019. This prestigious event will be held at Dynamic 
Earth, a venue superbly located in the heart of Edinburgh’s World Heritage Site. 

Join us for a full day of interactive and engaging workshops and seminars. This 
is your opportunity to hear from our guest speakers and learn all about the latest 
changes and developments in payroll, pensions and reward. On the evening you are 
invited to meet with other payroll professionals and celebrate National Payroll Week at 
a drinks reception in the Dynamic Earth galleries.

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

Events
Horizon

National forums
Bookings open in February

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

2 May Bristol 

9 May Belfast 

16 May Manchester

22 May Cardiff

6 June Glasgow

12 June London

13 June London

18 June Newcastle

10 July London

11 July London

17 July Birmingham

Available dates

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

CIPP and AAT 
hot topics
7 March 19 | Leeds

This is your opportunity to take part in educational 
and interactive sessions, where you will learn all 
the latest payroll and pension legislation changes, 
including recent changes to the apprenticeship levy 
and salary sacrifice.

You will have the opportunity to achieve your 
CPD, as well as discuss your CPD objectives with a 
member of the CIPP team. 

50% off for members



Tell us about your career and 
background in payroll?
I have worked in the payroll profession for 
over thirty years. Most of those were spent 
working in a motor manufacturing company 
based in Birmingham. I then decided to 
move to the insurance sector where I now 
work for Hyperion Insurance Group as payroll 
manager – and I love it!

 
When did you first become 
involved with the CIPP?
I become a tutor for the CIPP in 2004 after 
completing the Diploma and have been 
involved with the Institute ever since; not 
only as a tutor but also student support and 
payroll trainer. 

 
Tell us about your role at the 
CIPP?
As a tutor you are giving back to the 
profession. Not only are you sharing your 
experience, but you are developing new 
payroll professionals and are giving them 
the tools in their ‘tool box’ to help them to 
succeed in the future. 

What does the role mean to you?
I have done this role for fifteen years and 
have loved every minute of it. 

The proudest moments are seeing the 
students you have helped on their journey, 
graduate and become the next set of payroll 
professionals.

What does your appointment to 
the board mean to you?
Everything, I can’t put it in words. I feel very 
honoured and thankful to all the members 
who voted for me.

What do you plan for 2019?
I plan to fully embrace to role of a CIPP 
board director – so exciting times ahead. 

What do you think you can 
bring to the future strategy of 
the CIPP?
A part of shaping the future strategy of 
the CIPP is to review current trends such 
as artificial intelligence (AI) and global 
mobility, and to also ensure the CIPP is 
leading the way in the payroll industry.

What does the future hold for 
the future of payroll, pensions 
and reward?
We sometimes talk about having a crystal 
ball in payroll and right now we could 
use one; not knowing what impact Brexit 
or AI will have on the profession, it is a 
hard question to answer. What I do know, 
is that it will be exciting and that we will 
need payroll professionals to lead the way. 

What do you do in your 
available time to unwind?
I don’t have much of that, but currently I 
have been knitting octopi for premature 
babies (http://octopusforapreemie.com/) 
as part of the Hyperion M4M charity, 
Plastic Oceans.

Why was it important to you to 
become a Chartered Member 
of the CIPP?
I obtained Chartered membership 
to show that I am dedicated to the 
profession and show others how 
important the profession is to businesses. 
It is such a great achievement. n 

5 minutes with…

Dianne Hoodless MSc 
CHFCIPP FHEA
Board director

cipp.org.uk
@CIPP_UK

For more information or to enrol:

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

Improve your 
chances of 

landing that 
new job

Level one and two Computerised 
Payroll for Business qualifications 

with RQF accreditation now 
available from the CIPP

In conjuction with

Membership focus
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On your 
behalf

Policy team update

MEMBERSHIP INSIGHT

I n the weeks running up to Christmas 
the policy team ran a series of quick 
polls that have built a picture of how 

employers utilise the opportunity that the 
festive season presents to be generous – 
or not – and to consider the impact that 
the tax system has on that generosity.

Payroll’s influence
In the first of our series of festive 
quick polls we asked the payroll 
community if the tax and National 
Insurance contributions (NICs) costs 
are considered when deciding what 
is included in their Christmas reward 
schemes. Just over a fifth of poll 
respondents said they do factor in these 
costs.

Of the 148 responses received, over 
half (58%) do not provide any kind of 
seasonal reward scheme, but:
● 22% said that yes, the tax and NICs 
costs are a consideration
● 15% said that the costs were not a 
consideration in decision making at all, 
and 
● 5% recognised that the costs should 
have been factored in to decisions, but 
actually they had not.

Payroll professionals are in a unique 
position to really help their business. 
With payroll being one of the biggest 
parts of any business, it has a major 
influence over company costs. The 
knowledge held by payroll professionals 
is key to efficiency savings within an 
organisation; the tax and NICs costs of 
reward packages being a prime example.

Thanking workers 
Our second quick poll revealed that 
three quarters of respondents who 

provide a Christmas reward to their staff, 
do so to say thank you. The poll showed 
that 45% do not provide any kind of 
Christmas reward (“bah, humbug”, some 
might say) but of the 55% who do 
provide 75% do so to say thank you to 
their staff. 

Of those responding, 12% provide a 
festive reward for no other reason than 
it is just expected; however, 10% hope 
their reward will help to engage their 
workforce and 4% hope to inspire them.

The results certainly indicate that most 
employers use their Christmas reward to 
convey a positive message.

Christmas party cost
Barely a year goes by when we don’t 
receive a salutary message from a legal 
specialist warning about the risk to the 
employer caused by ‘excess’ at the 
Christmas party. Yet, nevertheless, these 
warnings are not enough to prevent 
nearly half of employers providing and 
covering the full cost. 

Our third quick poll also revealed that 
nearly a fifth of employers contributed in 
part; however, a third pay nothing at all 
towards a party. 

Cost is always going to be the major 
factor that an employer must consider. 
It could be that staff have had a pay 
rise which they value over a festive 
work celebration, or there could be an 
alternative seasonal gift that is offered.

 
Great expectations?
In our fourth quick poll, we asked what 
you would be expecting from your 
employer at Christmas. Of responses 
received, 46% said that they would 
be expecting nothing. Like all our polls 

we don’t know the reasons behind this 
statistic, so as with the Christmas party 
scenario above, it is not necessarily a 
negative result.

Our quick polls just provide options, 
so it may well be that employees are 
provided with, say, an afternoon off to do 
Christmas shopping or an early closure 
on Christmas day eve. Some businesses 
may even close down between 
Christmas and the new year, providing 
employees with a decent break, despite 
the possible loss of revenue. Only an 
in-depth survey would drill down into 
these kind of details – watch out for one 
in 2019.

It is encouraging to see that traditional 
gifts – such as drink and food, possibly 
in the form of a hamper or turkey – are 
still provided (10% in total). Cash and 
non-cash vouchers pulled in an equal 
response with 4% each receiving these 
gifts, but the top gift is still the Christmas 
party or other festive experience (65%) 
as opposed to a tangible reward.

Processing gifts
In our penultimate festive poll, we 
asked how your employer processes 
the value of your seasonal gift. Tax-savvy 
employers lead the way with 48% of 
relevant respondents ensuring that this 
generosity falls within the trivial benefit 
rules.

Prior to April 2016, there was no 
statutory limit below which benefits 
would not be taxable and so this subject 
has been the cause of debates between 
the employer and their adviser and 
HM Revenue & Customs (HMRC) for 
many years. The news that HMRC had 
accepted the recommendation from the 
Office of Tax simplification, in a bid to 
increase administrative simplicity, was 
indeed welcome.

For a gift, or token, to be considered a 
trivial benefit it must: 

...employers use their Christmas 
reward to convey a positive message

The CIPP policy team provides details of recent poll findings and developments
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● cost £50 or less to provide
● not be cash or a voucher that can be 
exchanged for cash
● not be a reward for the work or 
performance of an employee
● not be given as a result of contractual 
entitlement.

Gifts, and not just the ones given 
at Christmas, are limited only by the 
imagination of the human resources 
team, but increasingly they are becoming 
more imaginative than a turkey or 
bottle of wine. The final cost to a large 
employer may be significant, but as 
long as the above criteria are met for 
each employee, the principle will apply 
regardless of the final cost. Be mindful 
that accurate records which evidence 
that the criteria have been met, must be 
maintained.

We received 165 responses to 
the poll, which asked “How will your 
employer process the value of your 
seasonal gift?” 39% of respondents 
marked their response as not applicable 
but, of those where the question did 
apply, 48% stated that the processing 
would fall within the trivial benefit rules.

Of the remaining relevant 
respondents: 29% said that their 
employer used a pay as you earn 
settlement agreement; 13% would be 
payrolling the value; and just 8% would 
be using the P11D return route.

Ho ho ho!?
Our final festive light-hearted poll asked: 
“What personality type is your employer 
at Christmas?” We gave a number of 
options ranging from miserly-Scrooge 
to generous Father Christmas, and it 
would appear that as 2018 draws to a 
close, many employees perceived their 
employers to be both. 

With a slight majority, 33% cited 
their employer as being akin to Scrooge 
– which provides a reminder to the 
employer that we may not be seen by 
others as we see ourselves. However, 
this was followed closely by 31% 
referring to their employer as Father 
Christmas. The Grinch was next in the 
pecking order at 18% followed by The 
Snowman employer coming in at 8%. 
Level pegging finished off the poll results 
with 5% of respondents seeing their 
employers as a Naughty Elf and 5% as 
Bob Cratchit.

As with all our polls, it is only a 

snapshot in time, from a certain number 
of people, and from unknown industries 
as the poll is in an unrestricted area of 
our website. However, results can help 
provide an indication of a trend at a 
certain time or identify areas that may 
be of issue.

Payslip information
The Employment Rights Act 1996 
(Itemised Pay Statement) (Amendment) 
Order 2018 comes into force on 6 April 
2019. This requires employers to show 
on the payslip the number of hours 
worked by the employee for which they 
are being paid, but only in situations 
where the employee’s pay varies as a 
consequence of the time worked during 
the pay reference period.

Shortly before Christmas, the 
Department for Business, Energy and 
Industrial Strategy (BEIS) published a 
small guide (just seven pages) to help 
provide clarification on what actions 
employers will need to take regarding 
their payslips for pay periods beginning 
on or after 6 April 2019. The minimal 
guidance includes a small number 
of examples (below) that aim to 
demonstrate the simplistic approach 
intended by this legislation:
● a salaried worker with no variable pay
● a salaried worker with additional 
variable pay
● a worker paid by the hour 
● a worker paid by the hour with 
additional pay for unsociable hours 
● term-time workers 
● day rate workers 
● a salaried worker takes unpaid leave 
● an hourly worker on statutory sick pay. 

We are disappointed that this 
guidance does not include more of the 
detailed, complex scenarios cited by 
stakeholders, and we fear this will lead to 
confusion amongst employers. However, 
we continue to be in discussions with 
BEIS regarding the detail. 

As ever, we welcome any comments 
to policy@cipp.org.uk. n
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disguised remuneration loan in place 
which has an outstanding balance. I 
remember reading that we have to 
report this on his behalf. How do we go 
about reporting it?
A: Yes, you are correct; this has to be 
processed through the payroll for pay as 
you earn (PAYE) purposes and reported 
via real time information (RTI) to avoid the 
employee receiving a fine. This should be 
reported in period 12 (or week 52 if you 
have a weekly payroll), by 5 April 2019. 

As an employer, you should include the 
loan amount in the existing period and 
year to date fields along with any other 
payments made to employees in this 
period in the RTI full payment submission 
(FPS) return. The calculation of income tax, 
class 1 NICs and student loan deductions 
will be based on this figure. You will 
then be required to use a new FPS field 
to identify the amount of outstanding 
disguised remuneration loans included 
in the ‘pay in period’ field. There will be 
no changes to the existing calculation or 
payment process for the employer’s PAYE 
liabilities. 

You may need to contact your software 
provider to ensure that the data file for the 
FPS return has been updated. The data is 
required in data items 197 and 198. (See 
https://bit.ly/2A2wWks.) 

Q: An employee has worked an 
eleventh keeping in touch day (KIT) day 
during her maternity pay period, with 
all eleven days taken during her unpaid 
maternity leave part. I understand that 
if they were taken during paid maternity 
leave then she would lose statutory 
maternity pay. 

Are there any implications when using 
more than the allowable KIT days during 
unpaid maternity leave? 
A: If an employee decides to take more 
KIT days than the statutory ten days 
permitted in her statutory maternity leave 
(SML) period, it would result in her leave 
ending. 

All the protected rights associated with 
the employee being on maternity leave will 
cease and any leave that the employee 
now takes will be seen as ‘unpaid’ leave. As 
an employer, you will need to look at your 
policies to establish what if any are your 
contractual requirements.

Q: Can you clarify something about 
calculating average earnings for holiday 

Advisory

Q: A restrictive covenant payment is 
being made to an employee who is 
leaving. Does it attract income tax and 
class 1 National Insurance contributions 
(NICs)?
A: My understanding of these types of 
payments is that they are treated for tax 
and NICs as normal in the payroll. HM 
Revenue & Customs (HMRC) guidance 
(visit https://bit.ly/2BobWUQ) regards 
them as earnings from employment. 
Therefore, I can confirm these would 
attract normal NICs.

Q: What is the definition of ‘a lifestyle 
change’ where there is a salary sacrifice 
arrangement?
A: The key to the definition of a lifestyle 
change where there is a salary sacrifice 
arrangement is that it is one which 
significantly changes the employee’s 
financial circumstances. Some of the 
reasons are because of marriage, divorce, 
death of partner, becoming pregnant 
or redundant. This link may be useful: 
https://bit.ly/2SX9H29

Q: I have a client with several sites that 
wishes to employ a gardener to tend 
the areas around the three office sites. 
Would a gardener be classed as an 
agricultural worker?
A: The guidance found on GOV.UK gives a 
definition of what counts as an agricultural 
worker. It is someone who works in:
● farming and rearing animals
● growing produce including non-edible 
crops like bulbs, plants and flowers
● forestry, market gardens and nurseries
● maintaining meadow or pasture land, 

woodlands and reed beds.
This list does not include everything. 
If you are unsure if a job counts as 

being in agriculture, call the ACAS helpline 
for further guidance.

Q: If we are paying a dependent 
child (under age 16) a payment on 
our pension payroll, what do we do 
about their National Insurance number 
(NINo)? Do we just leave it blank, as 
I understand that temporary numbers 
should no longer be used?
A: An absent NINo is not a barrier to 
paying someone either for salary/wages or 
a pension payment. A child under age 16 
will not yet have a NINo allocated anyway, 
so, yes, HMRC expect you to leave 
the field blank. I can also confirm that 
temporary numbers are not to be used.

Q: I would like to know how we 
should deduct the new postgraduate 
loan (PGL). If, for example, we have an 
employee who has both the student 
loan plan 2 and a PGL, in terms 
of priority order which should be 
deducted first?
A: The PGL for England and Wales is 
due for repayment from April 2019 and 
will have a threshold of £21,000 and 
the deduction rate of 6%. The PGL will 
run concurrently with plan 1 and plan 2 
repayment if the employee has these in 
place. Page 3 of the Agent Update 68 
found at the following link explains this: 
https://bit.ly/2A2wWks.

Q: We have an employee who has 
advised that he previously had a 

*please see summary at cippmembership.org.uk for details.
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pay? I understood that the average is 
calculated over the twelve weeks prior 
to the employee taking their holiday, 
and if there is a week where they were 
absent sick we would ignore that week 
and move back a further week. 

I’m told that the statutory 
requirement is that calculation is a 
twelve-week average over the period 
immediately prior to their holiday no 
matter what. Is this correct? 
A: The calculation for the twelve-week 
average for holiday pay should only 
be used when an employee works 
varied hours, has no fixed hours, earns 
commission and carries out overtime 
on a regular basis (including voluntary). 
When an employee takes their holiday, 
you should go back to the twelve weeks 
in which the employee ‘worked’. Any 
weeks that the employee was off sick or 
was in receipt of statutory sick pay only, 
or on holiday for the complete week, are 
to be excluded and you should go back 
to include twelve weeks the employee 
worked. 

The ACAS guide details the rules on 
what to include and how to process: 
https://bit.ly/2A6hHXu.

Q: Our expense policy states that we 
do not pay home-to-work mileage 
and our claiming process requires 
employees to enter either a private 
mileage figure which deducts off the 
total claim or zero where there are no 
private miles.

An employee has asked if they can 
make a claim where the journey starts 
from work to the location, even if they 
did not come into work. For example, 
home to location is fifty miles, home 
to work is ten miles, so the business 
mileage to claim would be forty miles. 

Can this be paid without there being 
an income tax and class 1 NICs liability?
A: It is up to employers to decide what to 
pay an employee for business travel, but 
they would need to know what could be 
paid tax- and NICs-free. 

Many employers would only allow 
a payment for the extra miles travelled 
to be paid, which in this case would be 
forty miles. The rationale for deducting 
the home-to-office miles is that there 
would be no ambiguity regarding normal 
commuting which would be subject to 
PAYE income tax and NICs.

It is possible that the employee could 

claim tax relief if HMRC accepts that the 
business journey starts from their home to 
the temporary workplace. For this purpose, 
they would use a P87 form (https://bit.
ly/2DgXUqT) to make a claim.

Q: I am due to make to an ex-
employee who left the company five 
years ago a payment applicable to their 
previous employment. How should I 
process this?
A: This is a standard payment after form 
P45 has been issued, with regulation 
37 of The Income Tax (Pay As You Earn) 
Regulations 2003 covering the situation. 

The employer must apply tax code 0T 
on a non-cumulative basis to the payment 
for PAYE purposes, and must decide if the 
payment was irregular or regular for the 
class 1 NICs calculation. For example, if 
the payment was for a bonus then this 
would be classed as an irregular payment 
and the NICs would need to be calculated 
on a weekly pay frequency even if the 
normal pay frequency was monthly. A 
regular payment would be calculated on 
the usual pay frequency. The figures would 
need to be reported in the FPS at the 
point the payment is made.

Q: My client had to make a 
supplementary pay run in December 
2017 after the usual pay day to correct 
an error. The usual pay day was 21 
December 2017, and the date of the 
supplementary payment was 7 January 
2018. When the client sent the FPS for 
the supplementary payment the pay 
day was entered as 21 December 2017. 
The client has received a penalty notice 
for the FPS which indicates it is due to 
having the wrong payment date. Is this 
correct?
A: As the extra payment was made on 7 
January 2018 it is in a different tax month 
to the original payment, so a different 
pay day is required. As the payment is 
to correct an error you would need to 
ensure that you have put a late-reporting 
reason in the FPS for this extra pay run. 
When an employer does not indicate a 
late reporting reason, it becomes liable to 
penalties. n
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Can you give us a brief 
background into your life?
I have always lived in Derby and bought 
my house there two years ago where I 
live with my boyfriend and rabbit, Daisy. 
I spend the majority of my time outside 
of work with my horse, Cricket, who I’ve 
owned for just over six years now. I enjoy 
taking him out to local competitions at 
the weekend and hacking out after work.

Can you give us an insight into 
your career and qualifications 
background?
I left college in 2008 not really knowing 
what I wanted to do. I fell into a payroll 
job working at the council where I mainly 
manually calculated payroll. The payroll 
was calculated once a month so to 
ensure employees were paid correctly 
manual calculations were the only option! 

I started year one of the CIPP Diploma 
in 2009. Wanting to progress further I 
moved to a private organisation. Within 
eighteen months I was promoted to 
senior payroll administrator when I took 
on extra responsibility for the payroll 
process and line manager responsibility. 

I began year two of my CIPP studies in 
2014. After having a break from studying 
for five years I found it daunting initially 
but quickly picked it up again. 

Six months ago, I decided to do 
something slightly different and moved 
to my current standalone role where I 
process bureau payrolls.

Why did you choose to study 
the Foundation Degree?
In my first role, my manager encouraged 
a few of us who were new to the 
company to sign up to the first year of 
the CIPP course. At the time I didn’t 
realise how important this would be to 
my career. 

I really enjoyed the first year but the 
company I worked for were unable to 
pay for any further studying and it wasn’t 
something I could fund myself. Wanting 
to progress I began to look for a new job.

How important is this degree 
in relation to your career?
I feel that this degree is very important 
for my future career and I wouldn’t be 
in my current role without it. I have the 
confidence to process payroll without 
being surrounded by a payroll team as I 
always have the support from the CIPP 
– and the friends I made while doing the 
course are always there to ask. 

How did you cope with the 
work-life balance and study?
Having a horse to look after made this 
difficult. Luckily, my parents and friends 
helped me with him a few evenings, so I 
could study a couple of nights a week. 

I could study better while being in a 
work environment, as I had everything 
there that I needed. I would either go 
in a quiet room somewhere or sit at my 
desk and stick my headphones in.

Did the fact that the CIPP 
is Chartered or recognised 
within the industry influence 
your decision to enrol with 
the CIPP? And were there 
any particular modules which 
were of interest prior to 
enrolling?
Yes, having a degree that is recognised 
within the payroll industry was very 
important to me and knowing that the 
skills I have learnt are key to my job. 

All the modules are very useful in 
developing your knowledge and skills, 
but the one I most looked forward to 
and enjoyed was personal effectiveness 
and professional development in year 
three. I found this gave me the time to 
really sit down and assess my strengths 
and weaknesses. I could then focus on 
these and give myself goals to work 
towards. 

My manager at the time was really 
supportive and used these goals as part 
of my appraisal. I felt I was actually able 
to develop my skills.

For someone who is thinking 
about studying for a CIPP 
qualification, what would your 
advice be to them?
Do it! It does take up a lot of time and 
there is a large amount of work that you 
need to put into it, but it is definitely 
worth it. You soon learn to balance your 
commitments and social life around 
going to the module review days, 
tutorials and the reading required.  

The support you receive from CIPP 
and the friends you make from it are 
worth it. 

On top of that, you come out with 
a recognised qualification that you can 
proudly put on your CV. 

Once you’ve finished, you’ll wonder 
what to do with all your spare time! n

Diary of a student…

Helen Moody MCIPPdip
Payroll Manager, Cedar + 
Co. Accountants + Business 
Growth Specialists
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Opportunities for 
payroll professionals
Clare Temprell, payroll managed services manager at Cascade HR, believes 
that the new year brings new professional opportunities, and sets out how to 
wow the wider business environment

It’s what you know…
It may be an age-old saying, but there’s 
a lot of truth in the phrase ‘knowledge is 
power’. In a seemingly volatile business 
environment – being continually rocked 
with the uncertainty of Brexit, to name 
just one catalyst – payroll professionals 
need to maintain an unswerving focus on 
professional development. By remaining 
abreast with – if not ahead of – industry 
trends and legislative changes, payroll 
teams can speak to customers (internal or 
external) with confidence. There has never 
been a more important time to provide 
organisations with a ‘safe pair of hands’.

…And who you know! 
Savvy payroll professionals know there’s far 
more to the job than simply hitting a button 
and remunerating people. But it’s not 
something we should keep to ourselves. 
There needs to be a greater level of 
interaction with employees – and clients in 
the case of bureau providers – to highlight 
just what we do. 

However, this mustn’t be seen as an 
exercise where we feel we have to prove 
our worth – customers don’t need to know 
the detail of what’s involved day-to-day. 
Yet we ought to be thinking more about 
our mindset and how we communicate 
our role in the business environment. 
We operate in a service culture, where 
standards matter, and we need to take that 
service to the next level. It links to my first 
point: we have the chance to be a ‘go to’ 
aide for so many business professionals 
and the workforce alike. But the customers 
who are centric to our world need to know 
it. Colleagues need to know it, too. There 
are so many opportunities for payroll 
teams to contribute to finance and human 
resources (HR) projects internally, for 

instance, and the debate surrounding our 
relationships with these departments is not 
new. However, with movements such as 
gender pay gap reporting and the ongoing 
grumbles surrounding shared parental 
leave, for example, the need for knowledge 
transfer and collaborative working has never 
been greater. We need to be clearer – and 
more confident – about the value we 
can add to strategic conversations in the 
boardroom.

Be a compliance champion
Helping to ensure legislative compliance 
is another fundamental requirement of a 
payroll professional. From gender pay gap 
reporting to the General Data Protection 
Regulation, regulatory changes in recent 
times have been vast, and amidst this sea 
of complexity we have the opportunity 
to once again ensure we’re viewed as 
a safe pair of hands. Business owners 
and management teams have enough 
compliance headaches to worry about – 
how great to show that we can remove a 
couple of those headaches, just by doing 
our job well.

The modernisation of employer pay as 
you earn submissions is now finally here, 
auto-enrolment pension contributions 
are on the up again, payslips are evolving 
once more and – as of 1 April – the first 
postgraduate loan deductions must be 
recovered via payroll at a rate of 6% (on 

earnings over £21,000).
Compliance is not an exciting topic by 

any means, but it is an important one, 
whether we’re thinking about data security, 
non-discriminatory practices or HM 
Revenue & Customs requirements. Again, 
linked to my first point, remaining abreast 
with regulatory requirements is not easy 
but this ongoing top-up of knowledge is 
crucial.

Amplify our voice
It is important to have a voice not just 
within the businesses we work for, but in 
the wider landscape too. This is achievable 
by contributing to both internal company-
specific publications and external forums 
such as LinkedIn groups. Whether we use 
these channels to transfer knowledge, seek 
advice or build connections, payroll’s voice 
will be amplified as a collective, and our 
profile will raise as a result.

Celebrate our successes
It’s perhaps a huge generalisation to make, 
but a number of payroll professionals 
seem to shy away from shouting about 
their successes. 2019 should therefore be 
the year that, as an industry, we challenge 
ourselves to step out of our comfort zone 
and applaud our achievements. There are 
a number of celebratory award schemes in 
the industry – such as the CIPP’s Annual 
Excellence Awards – but they can only 
recognise talented individuals, teams and 
successful projects, if they are aware what 
accomplishments have taken place. 
I urge my peers to research what 
opportunities exist to raise their profile 
– and that of their colleagues – as the 
year unfolds, as it will benefit morale, 
professional development and the profile 
of the industry altogether. n

...far more to the 
job than simply 
hitting a button 

and remunerating 
people
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Moorepay invests in northern hub
MOOREPAY, A market leader in payroll and HR solutions for UK 
businesses, is investing over £100 million with the opening of a new 
hub in Lowry Mill, Salford, Greater Manchester, showing commitment to 
the region and local talent, and demonstrating confidence in the area as 
the ideal place for business growth. The investment over the next ten 
years includes £90m on people costs, training and development across 
180 employees. 

Alistair Blaxill, chief executive officer (CEO) at Moorepay, said the 
opening of the new hub “…marks the beginning of an exciting new 
phase of growth for us as a company.”

Opening the new hub, Paul Dennett, Salford City mayor, 
commented: “We are proud to have another great business in 
Moorepay who buy into the vision we have of the area.”

Among those attending the official hub opening were CIPP chair 
Jason Davenport and CIPP CEO Ken Pullar, and representatives from 
more than fifty local businesses.

Fewer working hours
ACCORDING TO a global survey of nearly 3,000 
employees across eight countries conducted by The 
Workforce Institute at Kronos Incorporated, 45% of 
full-time workers say it should take less than five hours 
each day to do their job if they worked uninterrupted, 
while 72% would work four days or less per week if pay 
remained constant. Yet, 71% of employees also say work 
interferes with their personal life.

The case for a 4-day workweek? explores how 
employees spend their time while on the clock and if the 
standard forty-hour workweek is most effective.

Joyce Maroney, executive director, The Workforce 
Institute at Kronos, commented: “Organisations must 
help their people eliminate distractions, inefficiencies, 
and administrative work to enable them to work at 
full capacity. This will create more time to innovate, 
collaborate, develop skills and relationships, and serve 
customers while opening the door to creative scheduling 
options, including the coveted four-day workweek.”  

Dan Schawbel, best-selling author and research 
director, Future Workplace, observed: “This study 
confirms that we can all be more efficient with our 
workday, that there’s an opportunity to remove 
administrative tasks in exchange for more impactful ones, 
and that the traditional workweek isn’t as relevant in 
today’s business world. Employees need more flexibility 
with how, when, and where they work, and leaders 
should be supportive of an employee’s professional and 
personal life.”

Together
THE CHARITY Together Trust, which provides care, special education 
and support services across the north west of England, has taken 
steps to modernise its HR and payroll processes by partnering with 
MHR for the provision of its cloud-based iTrent system to replace 
current systems. 

Brian White, director of resources at Together Trust, says: “With a 
workforce of over 900 people that continues to grow, it has become 
clear that we need to replace our manual, paper-based systems and 
spreadsheets to improve efficiency across our organisation.”

Anton Roe, CEO at MHR, commented: “By adopting more digital 
methods of working, Together Trust will benefit from faster and more 
accurate processes, while transferring certain tasks to self-service 
will empower its employees to take more ownership of their work, 
improving engagement and productivity.”

 

  

 

Ahead in the cloud
ANALYSIS OF Google trends data by payroll specialists, 
Paycircle, reveals that in 2018 UK-based searches for ‘cloud 
payroll’ soared by a significant 86% compared to 2017. 
Worldwide, including the UK, such searches were also 60% 
higher compared to the previous. 

The number of UK monthly Google searches for ‘online 
payroll’ was also up 39% compared to 2017, with such 
searches globally up 10% relative to 2017.

On average, 3,500 queries for ‘cloud payroll’ and ‘online 
payroll’ were made monthly during the first eleven months 
of 2018. 

The data suggests many within the payroll sector, and 
perhaps businesses directly, are increasingly looking to and 
enquiring about cloud-based systems in order to streamline 
their payroll processes. 

Catherine Pinkney, co-founder of Paycircle, commented 
that: “the number of cloud-related payroll searches over the 
past year shows this trend is something few in the industry 
can now afford to ignore...” and “for anyone involved in 
payroll, it seems quite timely to have your head in the 
clouds.”

Industry 
news
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People First strategic partnerships
PEOPLE FIRST, created by MHR International, have recently announced 
partnerships with: PayAsia (a provider of multi-country payroll and human 
resource (HR) outsourcing solutions); Burcamp Advisory Group (a software 
provider for businesses and custom application development and training for 
clients); and MPAY (a provider of human capital management solutions to their 
entrepreneurial clients and small to medium size business partners across 
America).

While People’s First’s partnership with PayAsia offers businesses in Asia 
Pacific and Europe access to world-class human resources (HR) and payroll 
solutions, joining forces with US-based Burcamp Advisory Group gives 
businesses access to a product that offers solutions to the issues of employee engagement, productivity and wellbeing. The alliance with 
MPAY will enable the two companies to offer solutions to remove the burden of day-to-day administration and paperwork but will help 
businesses connect employees in a social and collaborative way to aid communication and engagement.

Iain Moffat, chief global officer at People First, and Mark Samlal, managing director at PayAsia, said in a joint statement: “This new 
partnership brings together our combined industry experience and expertise to offer businesses efficient, cost effective and industry-
leading solutions to help them manage their people and payroll. Both companies have ambitious growth plans and working together will 
help us to achieve them.”

Commenting on the other partnerships, Iain said: “Burcamp only offers the best systems and we are pleased that People First will be 
joining their portfolio of products [and] MPAY offers a great payroll and benefits solution, which when combined with People First, delivers 
an immensely strong proposition for the North American market.”

Robert Burdwell, founder of Burcamp Advisory Group, added: “Burcamp is excited to partner with People First to add more services for 
our clients especially with human resources.”

Geoffrey Duke, CEO of MPAY, commented: “We are excited to help People First launch their service offering to the North American 
market.”

BRENDA MORRIS JOINS SD 
WORX
THE PAYROLL and HR services provider 
SD Worx is pleased to announce that 
Brenda Morris has joined the company 
as vice president UK and Ireland, as well 
as becoming a member of the executive 
committee. 

Brenda brings broad experience, 
spanning almost thirty years across human capital management and 
international software and services companies, including the likes of 
Unisys and Kronos. Her background in the industry is well-aligned 
with SD Worx’s focus on customer-centricity, which she plans to 
continue embedding and elevating within the business. She sees 
business intelligence, robotics and the desire for more self-service 
solutions as key trends for SD Worx to continue to develop, to 
further support the company’s international growth strategy.

 Steven Van Hoorebeke, chief executive officer for SD Worx 
Group, said: “Brenda is a welcome addition to the SD Worx teams 

and with her wealth of experience we are excited to implement the 
new insight she brings to the UK. The UK is a leading market when 
it comes to HR and payroll and is home to some of the world’s 
biggest companies, so the opportunity for growth in this market is 
considerable. I’m confident that Brenda is the right person to help 
SD Worx increase our market share, not just in the UK, but also 
internationally.”

Brenda commented: “I look forward to becoming part of a team 
that builds a truly international company.  I plan to meet a good 
representation of our customer base, not only the top ten, but also 
customers who recently decided to work with us or customers in the 
midmarket, which is a key segment for us in the UK. 

“SD Worx has a great vision and knows exactly where it’s going. 
Together with the colleagues in UK and Ireland, we will contribute to 
that.  Success comes when you have a growing base of delighted 
customers. The way we achieve this is with highly engaged 
colleagues and a portfolio of very attractive, innovative and robust 
products and services. By focusing on continuous engagement with 
our existing customers and adding a full HR suite for our payroll 
offering, SD Worx has an even brighter future ahead.”

Movers
Shakers
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contact editor@cipp.org.uk

Singapore



Due date for returns P46(Car) for quarter to 5 January 2019 2 February

Last day of tax month 10 5 February

First day of tax month 11 6 February

Last day for submitting a real time information employer 
payment summary to apply to tax month 10

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

19 February

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

Diary dates

Statutory payments 2019–20
THE DEPARTMENT for Work and Pensions (DWP) has announced proposed 
revised amounts for various statutory payments from April 2019. Though the DWP 
has yet to confirm the effective dates, the following reflects the position of most 
changes occurring on the first Sunday in April.
● Statutory maternity pay (SMP) – The weekly rate of SMP increases to 
£148.68 with effect Sunday 7 April 2019. To qualify for SMP, the employee must 
have average weekly earnings (AWE) of at least:
  m £118, if the baby is due on or after 21 July 2019
  m £116, if the baby is due on or before 20 July 2019.
● Statutory adoption pay (SAP) – The weekly rate of SAP increases to £148.68 
with effect Sunday 7 April 2019. To qualify for SAP the employee must have AWE 
of at least:
 m £118, if matching or notification occurs on or after 7 April 2019
 m £116, if matching or notification occurs on or before 6 April 2019.
● Statutory paternity pay (SPP) – The weekly rate of SPP increases to £148.68 
with effect Sunday 7 April 2019. To be entitled to SPP the employee must have 
AWE of at least:
 m £118, if the baby is due on or after 21 July 2019 (or the adoption matching 
or notification occurs on or after 7 April 2019)
  m £116, if the baby is due on or before 20 July 2019 (or if the adoption 
matching or notification occurs on or before 6 April 2019).
● Statutory shared parental pay (SShPP) – The weekly rate of SShPP 
increases to £148.68 with effect Sunday 7 April 2019. To be entitled to SShPP 
the employee must have AWE of at least:
 m £118, if the baby is due on or after 21 July 2019 (or the adoption matching 
or notification occurs on or after 7 April 2019)
 m £116, if the baby is due on or before 20 July 2019 (or if the adoption 
matching or notification occurs on or before 6 April 2019).
● Statutory sick pay (SSP) – The weekly rate of SSP increases to £94.25, from 
6 April 2019. To be entitled to SSP for any periods of incapacity for work (PIW) 
commencing on or after 6 April 2018 (and which do not link to an earlier PIW) 
employees must have AWE of at least £118.
 If the employee’s maternity, adoption, shared parental or paternity pay period 
started on a day other than a Sunday, the new weekly rate of SMP, SAP, SPP or 
SShPP does not apply until the beginning of the first complete SMP-, SAP-, SPP- 
or SShPP-week following Sunday 7 April.
 It is expected that employers will continue to be able to recover 92% of SMP, 
SAP, SPP and SShPP and that ‘small’ employers will be able to recover 100% of 
SMP, SPP, SAP and SShPP plus a further 3% as ‘compensation’ for the employer 
(secondary) NICs incurred.

AE earnings trigger and thresholds
THE DWP has proposed annual earnings trigger and 
qualifying earnings (QE) thresholds for 2019–20:
● the earnings trigger will stay at £10,000
● the QE lower limit will increase to £6,136 (from 
£6,032)
● the QE upper limit will increase to £50,000 (from 
£46,350).

The derived weekly and monthly equivalents 
of the lower and upper limits have yet to be 
announced.

Payroll 
news

Advisory fuel rates
THE ADVISORY fuel rates changed with effect 1 
December 2018 and apply, until further notice, to all 
journeys made on or after this date.

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

HM Revenue & Customs (HMRC) will accept that 
if the employer pays up to 4 pence per mile when 
reimbursing their employees for business travel in a 
fully electric company car there is no taxable profit and 
no class 1 National Insurance contributions (NICs) 
to pay. The advisory electricity rate will be published 
alongside advisory fuel rates and kept under review. 
Employers can, however, use their own rate which 
better reflects circumstances if, for example, the cars 
are more efficient, or if the cost of business travel is 
higher than the guideline rate.

Engine size Petrol Diesel LPG

Up to 1400cc 11p 9p 7p

1401cc to 1600cc
14p

9p
9p

1601cc to 2000cc 11p

Over 2000cc 21p 13p 14p

Scottish income tax 2019–20
Under provisions of the Scotland Act 2016, 
Scotland’s can set the bands and rates of income 
tax for fiscal years. The following rates and bands, 
which were announced in the Scottish Budget 
delivered in December (https://bit.ly/2s9zOaF), 
will have effect for tax year 2019–20, subject to 
approval by Scotland’s parliament:
● 19% starter rate – £12,500 to £14,549
● 20% basic rate – £14,549 to £24,944
● 21% intermediate rate – £24,944 to £43,430
● 41% higher rate – £43,430 to £150,000
● 46% top rate – over £150,000.
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Diana Bruce MCIPPdip, CIPP senior policy liaison officer, outlines new 
rights to leave and pay

...definition of a 
‘bereaved parent’ 

centred on the 
notion of ‘primary 

carer’...

Parental 
bereavement
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C urrently, there is no specific 
entitlement to leave or pay for 
employed parents following the 

loss of a child. An employee may be 
entitled to special or compassionate leave 
if their workplace has an internal policy 
which affords employees time off work 
in particular situations (or the employer 
may allow compassionate leave on a 
discretionary basis). 

Bereaved employed parents may 
also be eligible for other existing types of 
statutory leave depending on their personal 
circumstances. For example, section 57A 
of the Employment Rights Act 1996 gives 
a ‘day one’ right for an employee to have 
‘reasonable’ time off work to deal with 
emergencies involving a dependant. This 
includes unpaid time off work to make 
arrangements following the death of a 
dependant, which may include organising 
and attending a funeral. A ‘dependant’ 
includes a child (of any age). ‘Reasonable’ 
is not defined in the legislation and will 
depend on the situation.

Although member of parliament 
Kevin Hollinrake introduced the Parental 
Bereavement (Leave and Pay) Bill in 2017 
as a private member’s bill it had full cross-
party governmental support. In September 
2018 the Bill received Royal Assent with an 
in-force date in 2020, giving all employed 
parents a day-one statutory right to two 
weeks’ leave if they lose a child under the 
age of eighteen or suffer a stillbirth from 
24 weeks of pregnancy. Parents will be 
entitled to this leave irrespective of their 
length of service with their employer, and 
the entitlement will apply in respect of 
each child. Pay (PBP) will be subject to 
qualifying conditions as found with other 
similar periods of statutory pay aimed at 
the working parent. 

Parents whose average earnings over 
a prescribed reference period meet the 
lower earnings limit for class 1 National 
Insurance contributions and have at 

least 26 weeks’ continuous service 
with their employer (at the end of the 
week before the week of their child’s 
death) will be entitled to receive parental 
bereavement pay (PBP). Their employer 
will make payment and can reclaim a 
large proportion of it from HM Revenue & 
Customs as with other statutory payments. 
It will be paid at the statutory flat rate 
(currently £145.18 per week) or 90% 
of weekly average earnings where that is 
lower. 

Protections will be in place with regards 
to an employee’s terms and conditions 
of employment while taking parental 
bereavement leave (PBL). The new Act’s 
provisions stipulate that bereaved parents 
will have a right to return to work following 
this absence. Regulations will provide that 
bereaved parents have a right to redress 
in the event they are dismissed or suffer 
some other kind of detriment as a result of 
taking or seeking to take PBL.

Existing provisions for other family 
related statutory leave and pay rights, such 
as maternity, paternity, and shared parental 
leave and pay, will be unaffected by this 
statutory right. Both PBL and PBP are new, 
additional rights. 

This is the first law of its kind in the 
UK and it will support those affected by 
the tragedy of childhood mortality. The 
statutory right will apply to Great Britain 
only; however, Northern Ireland do tend 
to mirror key regulations so may follow suit.

The CIPP frequently mention the high 
number of regulations that govern payroll 
and the associated processes. It may 

be of interest to know that no less than 
fifteen Acts of Parliament will be amended 
due to the introduction of the Parental 
Bereavement (Leave and Pay) Act 2018.

The Labour Market Directorate within 
the Department for Business, Energy 
and Industrial Strategy (BEIS) published 
a consultation in April 2018 to gather 
views and opinions on the delivery of PBL 
and PBP, focussing on several key areas 
including:
● the definition of a ‘bereaved parent’
● how and when to take PBL and PBP
● notice periods for PBL and PBP
● evidence of an employee’s right to take 
PBL and PBP.

The government published its response 
to the consultation in November 2018 
confirming key aspects of 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 
● PBL and PBP 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. n

In our response to BEIS, and at every 
opportunity since, the CIPP policy 
team stress that it is vital that these 
statutory rights are supported by clear, 
comprehensive and timely guidance. We 
will continue to work with BEIS and will 
look forward to reviewing draft guidance 
when it becomes available.

Payroll insight
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Samantha Mann MCIPPdip MAAT, CIPP senior policy and research 
officer, discusses developments

S ome would argue that the roll out 
of real time information (RTI) – 
and, prior to that, ‘filing by internet’ 

– provided the run up to making tax 
digital. Indeed, I boldly suggest that where 
payroll goes, others will inevitably follow.
 
Farewell to the EYU
The end of the tax year process as we 
previously knew it was eliminated by RTI, 
but payroll software was prevented from 
submitting a full payment submission 
(FPS) with year-to-date (YTD) totals for a 
closed tax year once 19 April had passed. 

This elimination didn’t, however, 
remove the need for employers to make 
corrections to previously submitted figures. 
Instead of a correction to the YTD totals, 
the solution continued to be the reporting 
of delta values (i.e. the amount needed to 
correct a previously reported amount) via 
a newly created earlier year update (EYU) 
return, thereby mimicking the function the 
P14 return had also served.

The EYU was never a popular solution 
and one flaw became immediately 
apparent for unfortunate employers 
(and their software suppliers and service 
providers) that experience duplicate 
payments. In attempting to correct this 
anomaly they would be asked to submit 

an EYU for each affected employee 
records, but what values are to be 
reported? When HM Revenue & Customs 
(HMRC) holds one set of numbers – that 
the employer can’t interrogate – and the 
employer holds another set which clearly 
don’t match those held by HMRC, what 
delta values need to be applied? 

Surely a re-submission of YTD totals via 
a FPS return would be a better solution? 
All agreed that this would indeed be a 
more sensible solution, but only now can 
we look forward to this method being 
delivered.

As of April 2019, HMRC will be 
extending the use of the FPS to enable 
payroll software to allow users to report 
revised YTD payment data beyond 19 
April, following the end of the 2018–19 
tax year. 

Accordingly, from 20 April 2019, HMRC 
will begin to accept FPS returns with YTD 

information to make amendments to the 
tax year ending 5 April 2019. To aid the 
transition to the new process, however, 
HMRC will still accept an EYU return to 
make amendments to the 2018–19 tax 
year as well.

Subject to functionality offered by 
payroll software, during 2019 (for the 
2018–19 tax year) the employer will need 
to choose which method they will use to 
report amendments and continue with this 
method for any further amendments to 
the year (if required). 

From April 2020, the EYU return will no 
longer be a valid submission to make an 
amendment for the tax year ending 5 April 
2020. Any amendments will need to be 
made using a FPS return. 

In essence, 2019 is providing a ‘pilot’ 
year, in the hope of providing a smoother 
transition to April 2020 (and beyond) 
when the the EYU will no longer be 
accepted for the purpose of reporting 
adjustments for the tax year 2019–20 and 
onwards.

From 20 April 2020 onwards, HMRC’s 
Basic PAYE Tools software will be updated 
to allow customers to submit a FPS return 
for the year ending 5 April 2020 and 
onwards, to report any amendments.

Unfortunately, amendments prior to tax 

Electronic submissions 
to HMRC

...re-submission 
of YTD totals 

via a FPS return 
would be a better 

solution? 
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years ending 5 April 2018 and earlier, will 
still need the submission of an EYU return, 
which means payroll software must retain 
this functionality, with HMRC guidance 
making this need clear.

Though this will not bring an end to the 
occurrence of duplicated payments, it is 
hoped that resolving them, if they occur, 
will become a little easier as a result of 
HMRC’s welcome course of action.

Starter checklist
In recognition of the postgraduate loans 
(PGL) coming in to repayment from 6 
April 2019 the starter checklist (which 
is built in to payroll software) has been 
updated to allow the employee to confirm 
if they have both plan 1 and plan 2 
student loans and if they have a PGL.

HMRC will issue a notice SL1 or PGL1 
to confirm or instruct an employer to 
begin making deductions as required. 
Notice PGL2, which instructs cessation of 
PGL deductions, is also a new addition to 
the growing ‘library’ of electronic forms.

The P45 form has not been updated 
to take account of the PGL, but the P60 
certificate will be, as the PGL will run 
concurrently to plans 1 and/or 2.

Tax code changes in real time
Data submitted through the RTI process 
is used extensively to the benefit of 
government. However, the basis of 
pay as you earn (PAYE) did not change 
but remained as a system that saw tax 
deducted at source and a payment made 
resulting in most employees paying the 
correct amount by the end of the tax year.

For approximately 8,000,000 
individuals, the close of the tax year would 
result in P800 notifications being issued 
that reveal amounts of income tax owing 
or due for refund. Depending upon the 
amount owed by the taxpayer, the tax 
code was the vessel used to collect the 
tax due, through the PAYE system, in the 
following year.

Government digital strategy put 
pressure on HMRC, and ‘real time’ 
tax code changes were introduced 

initially from April 2017. HMRC provide 
periodic updates to help employees and 
employers to understand the impact of 
this change.

In a recent update, HMRC confirmed 
that in a bid to minimise any possible 
hardship to affected taxpayers, where 
HMRC become aware of the additional 
taxable income between 6 January 2019 
and 5 April 2019 and the amount of tax 
due in the current year is affected, HMRC 
will adjust the tax code, but only start to 
collect the tax from 6 April 2019, to make 
any tax changes more manageable for the 
taxpayer. n

Though we know that the first ‘port 
of call’ is quite often the payroll team 
when an employee is concerned about 
their tax code, in line with its digital 
strategy – which has stuttered a little, 
due in no small measure to the Brexit 
impact – HMRC recommends that 
employees look to their personal tax 
account in the first instance. 

However, we value hearing from 
members about their day to day 
experiences, so please email us on 
policy@cipp.org.uk.

cipp.org.uk
CIPP_UK

cipp.org.uk
@CIPP_UK

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

...‘real time’ tax 
code changes 

were introduced 
initially from April 
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I n recent years there have been a 
number of changes within the public 
sector as relevant bodies strive to 

deliver services more efficiently to save 
money. These range from closer working 
arrangements between separate bodies 
to fully-fledged reorganisations/mergers. 
These changes present significant 
challenges in terms of administration 
and compliance with employment tax 
obligations 

The changes within the public sector 
can take a number of forms, including the 
following;
● bodies working collaboratively in areas 
such as IT, payroll, human resources and 
finance
● reorganisation of local government with 
a reduction in the number of second tier 
authorities
● mergers between different bodies 
within the emergency sector, especially 
fire and police bodies joining together. 

Payroll issues
Where changes in payroll administration 
are required – for example, moving 
employees to a new payroll or bringing 
different payrolls together – there are 
various issues that must be addressed to 
ensure that employers remain compliant 
with their statutory obligations. 

This is most challenging where there is 
a change in the legal employer following 
any restructuring, such as reorganisation 
of local government in a particular area 
and/or the merging of existing bodies into 
new legal entities. In such cases it will 
almost always be necessary for the new 
organisation to register a new pay as you 
earn (PAYE) scheme with HM Revenue & 
Customs (HMRC). These changes often 
involve what are known by HMRC as a 
‘PAYE succession or merger’.

Broadly, a succession takes place where 

there is a change in the ‘ownership’ of 
an organisation meaning that employees 
from one legal entity are moved to 
another; whereas, a merger takes place 
where different PAYE schemes are brought 
together within the same legal entity. 

From a payroll and PAYE perspective 
it is often advantageous to obtain HMRC 
agreement that a succession or merger 
has taken place. This is because it usually 
means that employees may be moved 
from the old PAYE scheme to a new one 
without the bureaucratic need to issue 
forms P45 which otherwise can cause 
uncertainty for the employees concerned. 

If HMRC does not agree that a 
succession or merger has taken place, 
it may determine that a PAYE ‘cessation’ 
has occurred, in which case employees 
transferring to the new legal employer 
must be issued with forms P45 before 
they commence work with the new body.

It may be the case that bringing 
different payrolls and PAYE scheme 
references into one new scheme 
from the date that a new legal entity 
comes into being is not possible for 
practical purposes. In such cases, HMRC 
agreement must be sought where 
different schemes need to be operated 
whilst the systems are fully amalgamated.

These rules can be complex and there 
is no one-size-fits-all solution that works 
in every case where a change in the legal 
employer takes place. Therefore, it is 

recommended that advice be taken and 
HMRC must be consulted and agreement 
reached to ensure that the transition to 
the new entity is handled smoothly and 
compliantly.

 
Class 1 NICs
It is not unusual after any organisational 
change for a situation to arise where 
employees have more than one 
employment within a new legal entity. 
Where this is the case, due consideration 
must be given to the rules on aggregation 
of earnings for class 1 National Insurance 
contributions (NICs) purposes.

These rules generally require NICs to 
be calculated as if a single employment 
were held to prevent the employee and 
employer benefitting from the effects of 
the primary and secondary thresholds 
more than once respectively. This can 
prove problematic where different payrolls 
under different PAYE references continue 
to be operated. 

HMRC may allow NICs to be calculated 
separately if it is not reasonably practicable 
to aggregate the earnings, but this would 
only apply in limited circumstances and 
the presumption should generally be that 
aggregation must take place.

 
Expenses
Where bodies work more collaboratively 
or are brought together into new legal 
entities, this can create problems regarding 
what business expenses employees may 
claim free of tax and NICs. Such changes 
often involve employees having to take 
on new responsibilities at more than one 
workplace.

Where an employee is required to 
attend more than one workplace on a 
regular and ongoing basis, both (or more) 
of those locations will become permanent 
workplaces so any expenses met by the 
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employer in respect of journeys to those 
locations will be subject to tax/NICs. 

It is possible that an employee will be 
asked to attend a second workplace for a 
period of limited duration, which, under 
HMRC rules, is a period not exceeding 24 
months. In such cases the expenses met 
in travelling to that second workplace may 
qualify as allowable for tax/NICs purposes. 

The rules can be complex so great 
care must be taken to ensure that they 
are followed correctly after organisational 
changes have taken place. Policies 
should be updated accordingly to 
reflect the changes in circumstances, 
so that employees understand what 
expenses may be claimed and in what 
circumstances.

 
Employee benefits
Organisational changes often result in 
employees from the bodies being brought 
together receiving different benefits, 
including salary sacrifice arrangements. 

A newly formed organisation is likely to 
want to be able to offer the same benefits 
to all its employees, but it is not always 
possible to do this from day one for 
reasons of cost and administration. This 

can be an issue where certain benefits 
have tax-favoured status (e.g. childcare 
vouchers and cycle to work), where the 
exemption from tax/NICs is predicated 
on the benefit being available to all 
employees. 

In such cases it is important to take 
advice and flag these issues with HMRC 
at the earliest opportunity to establish if it 
is acceptable to continue to provide the 
benefits on different terms for a limited 
period. Whilst it cannot be guaranteed 
that HMRC will agree to such a request, 
it is likely to be viewed a lot more 
sympathetically than not flagging the issue 
and it being discovered by HMRC at a 
later date.

Other areas
There are a number of other issues to 

consider from an employment taxes 
perspective which will need to be 
addressed where organisational change 
takes place including the following.
● Consideration of the tax/NICs rules 
regarding termination payments where 
redundancies are required, including the 
new post-employment notice pay rules 
from April 2018. From April 2020, there 
will also be a charge to employer’s NICs 
on termination payments over £30,000 
(where the relevant tax exemption 
applies).
● Operation of the construction industry 
scheme, which may have to apply for the 
first time in some cases.
● Responsibility for administration of the 
pension schemes.

Final observations
Organisational changes present many 
challenges and it is important to address 
these key employment tax issues to 
ensure that all HMRC requirements are 
fully met. This should be done as soon as 
possible in the process and advice should 
be taken where appropriate to avoid any 
unwelcome problems further down the 
line. n
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M any articles have been written 
on the subject of outsourcing 
but unfortunately still today we 

hear of examples of contracts that get into 
trouble. 

During the past thirty years I have 
been responsible for internal payroll and 
pension teams and delivered services with 
outsourced teams alike. 

I hope the notes below may help 
those considering outsourcing their payroll, 
human resources admin, pensions and 
associated reward services to a third party. 

I would like you to consider the 
following to help determine if it is the right 
step for you.
● What sort of an organisation are 
you? Do you recognise that you already 
outsource many services? Office cleaning, 
security, telephony, facilities management, 
may already be handled by a third party. 
Legal services may also be something 
you buy in when necessary rather than 
having a committed team. You may already 
have a team working to manage those 
relationships, and ensuring every day that 
delivery is maintained to a high standard 
of service. What lessons can be drawn 
from those who manage these service 
contracts? I imagine very regular contact, 
working almost hand-in-glove and being 
responsible for client-side delivery are very 
high on the agenda to create success.
● As a business, what are your values? 
If you are in the public sector, then the 
citizen’s agenda and spending tax-payers 
money wisely is high on your radar. Not-
for-profit and charitable status also have 
a similar driver for prudence; and even 
privately-owned businesses and public 
limited companies whilst recognising 
the language of profit still want value for 
money from any partnership they are 

procuring.
So, do the above values resonate with 

you; and do you already outsource several 
services to ensure your business runs 
effectively?
● Ask yourself what are the drivers for 
outsourcing this key element of your 
business? Are you looking for compliance 
and to reduce risk? Do you prefer this work 
handled by a fully qualified, trained team? 
Are you looking to reduce cost within the 
business model today or indeed create 
capacity for other work within the teams 
that are normally responsible for delivery? 
It may be one or more of the above or 
a consideration of other factors that are 
driving a strategic review of how best to 
serve your business and its employees.

● Who is going to be responsible 
for the services within your own 
organisation, and how close to the 
subject matter in hand are they? 
Creating an intelligent client (IC) within 
your own organisation is very important 
to ensure productive reviews take place 
regarding service responsibilities. Managing 
plans for either deployment of legislation 
or changes within the business that are 
discussed and agreed by both parties 
in good time for implementation of the 
changes. The IC role holder will also play a 
key part in co-ordinating communications 
and managing stakeholders within your 
own organisation, so needs to have a level 
of seniority to ensure successful day to 
day management happens. As with life, 
in business things can happen to de-rail 

plans and so contingency plans and 
business continuity arrangements need 
to be considered so they can be invoked 
quickly. The IC role holder also needs to be 
someone who can commit to managing 
such situations and remain calm in a 
crisis in order to ensure that should such 
eventualities occur, then the business will 
find its way through them and remain on 
track.
● How is success measured? Think 
about what level of starters and leavers 
you have today in terms of attrition. How 
many changes are made each month 
and how quickly do the changes need to 
be made for the employees, especially if 
contractual and pay-affecting? A service is 
to be measured in several tactical ways; 
volumes of data handled and how timely 
and accurately they are made create an 
efficient service. Today’s employee base 
and managers too may also want choices 
in how they interact with the service. Not 
just traditional routes such as face to face, 
telephone and email; they may also be 
looking for other options such as chat 
facilities and instant messaging without 
the need for voice interaction. The level of 
customer service and channels available to 
you then move from efficient to effective in 
the delivery style. 

A part of measuring success is also 
about the first four components above and 
whether culture and values align, which for 
larger businesses creates more synergy to 
work in partnership together to the benefit 
of both parties.

The above considerations are only a 
start, but it is important to be thinking 
about them to ensure you are considering 
the right steps to be ‘fit’ for outsourcing and 
to make the best of the relationship. It is 
not about abdication, rather delegation. n
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Bringing December’s pay day forward 
may seem like a generous move, 
but new research reveals the longer 

workers wait for January’s pay, the more 
likely they are to use high cost credit to 
make ends meet.

Employers don’t have any obligation 
to ease the financial burden of the festive 
season on their workers. Yet, according to 
recent Hastee Pay research, almost one 
third of companies in the UK and Ireland 
choose to do so by paying their workers 
before 25 December. While employers 
believe doing so aids workers by helping 
with the added expense that the festive 
period bring, this leaves workers waiting for 
over five or six weeks until their next pay 
check at the end of January. 

What’s more, workers are twice as likely 
to use credit if they are paid monthly rather 
than weekly, suggesting that those with 
more frequent access to their pay find it 
easier to manage their finances. In turn, 
those paid weekly appear to be avoiding 
high-cost credit options while those who 
have to wait longer for their pay are using 
them more. 

So, is early Christmas pay actually a 
benefit? With the longer wait until January’s 
pay day, workers are left to source funds 
from alternative sources as their January 
funds can quickly run dry following the 
financial demands of the festive period. 
The research found that workers in the UK 
and Ireland are five times more likely to 
use high-cost credit in January compared 
to December as a result of the longer wait 
for their pay. Those who are on monthly 
salaries are also seven times more likely to 
use their overdraft in January rather than 
December.

To balance their incomings with their 
outgoings, 48% of workers work overtime 
to save extra money before the Christmas 

period. This could be perceived as a bonus 
for employers who could benefit from 
the increased productivity. However, the 
research suggests that those dealing with 
financial stress are actually more likely to 
negatively impact business productivity 
with 24% of workers claiming they have 
difficulty concentrating at work due to 
financial stress.

Working overtime to balance incomings 
with outgoings in preparation for Christmas 
is more of a requirement for those aged 
18–24 compared to any other age group. 
Given that more than half of the workforce 
will be represented by Millennials and 
Generation Z by 2020, employers must 
consider other ways to help ease the 
financial on their workers or risk poor 
productivity from a significant growing 
percentage of the workforce.

The financial plight of the workforce 
extends well beyond the spending 
demands of the Christmas period. The 
research highlights that financial strain isn’t 
just focussed on Christmas and throughout 
January, but throughout the entire year – 
with 87% of survey respondents saying 
they have had to cover unexpected costs 
in the last twelve months. 

This reveals a wider problem for 
employers. If the workforce is struggling 
to make ends meet between pay days 
throughout the year, there must be an 
enduring impact on workforce performance 
and business productivity. Last year, 
The Economist reported that credit card 

borrowing had increased significantly with a 
growing number of households struggling 
to keep up with repayments. The BBC has 
also reported that an estimated 4.1 million 
people are experiencing financial difficulty 
owing to missed domestic or credit bills.

With an alarming number of workers 
struggling to find the funds to pay bills, and 
those who are paid monthly more likely 
to fall into the debt cycle, it seems that 
workers are more susceptible to financial 
stress than employers might realise. Yet 
could the problem be solved, not by 
bringing pay days forward, but by enabling 
flexible pay and empowering workers 
to withdraw the funds they need when 
necessary?

While employers that pay early 
in December do so with the best of 
intentions, it is clear that the consequences 
are bad for both the worker and the 
employer. What’s interesting is that those 
with more regular access to their pay are 
far better at managing their finances rather 
than borrowing.

Employers can extend the gesture of 
helping their workers out financially all year 
round with a flexible payment solution. 
Such solutions are readily available, sitting 
alongside traditional monthly or weekly 
payment methods. 

Workers can opt in and, gifted with a 
smartphone app, can choose to access 
their pay once they have completed a shift 
or a full-day’s work rather than waiting 
a full month for the funds they need. 
With zero impact on business cashflow, 
these solutions provide workers with 
instant access to funds for any need, from 
Christmas presents to urgent credit card 
bills. In providing this access, employers 
can effectively help to reduce financial 
stress within the workforce and increase 
business productivity. n

James Herbert, chief executive officer of Hastee Pay, discusses 
financial impacts on employees
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T his article aims to provide an 
understanding of the basic 
guidelines of the employer’s duties 

when they have an employee for whom 
a student loan deduction (SLD) is to be 
made from their pay.

Responsibilities
Employers have been involved in 
collecting repayments on behalf of the 
Student Loan Company (SLC) since 
2000, with HM Revenue & Customs 
(HMRC) being the contact for information 
and to where the amounts deducted 
from employees’ earnings are paid. In 
addition to repayments deducted from 
earnings through the payroll, there are 
also two other ways that repayments may 
be collected: by HMRC through self-
assessment, or direct through the SLC. 

Employers are not responsible for 
identifying employees who should be 
making student loan repayments. When a 
student completes or leaves a course, the 
SLC passes details to HMRC which checks 
its systems to trace the borrower. 

The employer is responsible for making 
SLDs from an employee’s earnings, 
keeping records of the deductions made 
and other relative documents, paying the 
deductions over to HMRC and providing 
details of the deductions within each full 
payment submission (FPS). 

The SLD should also be recorded as 
a separate item, clearly labelled on the 
employee’s pay statement (payslip) as a 
deduction from pay.

Notification to start a SLD
There are several ways an employer can 
be notified to begin making SLDs:
● Start notice (SL1) – If an employer 
receives a start notice from HMRC SLDs 
should commence from the first available 
payday after the date specified in the 
notice. The notice will state whether the 

loan is ‘plan 1’ or ‘plan 2’ or, from April 
2019, a post-graduate loan (PGL).
● Form P45 – If an employer receives 
a form P45 for a new employee which 
shows a ‘Y’ in the student loan indicator 
box, student loan deductions are to 
apply from the next available payday. The 
employer should not deduct any loan 
arrears if the P45 is received after the first 
payday.

As the P45 form does not indicate 
whether the student loan is plan 1 or 
plan 2, the employee must provide the 
employer with this information so that 
the correct earnings threshold can be 
applied. If the employee does not tell 
the employer which type of loan it is, the 
employer must treat it as plan 1 unless 
and until HMRC sends a SL1 notice.
● Starter checklist – Employers can use 
HMRC’s starter checklist, which requires 
new starters to answer questions about 
having a student loan, whether it is plan 
1 or plan 2, when their studies ended 
and whether they are repaying the loan 
directly to the SLC (revised from April 
2019). 

Thresholds
Student loans are calculated on an 
employee’s earnings for National 
Insurance contributions (NICs) purposes. 
When an employer sets up a SLD for an 
employee, it must specify which plan they 
are on and repayments will be deducted 
based on the plan applicable. 
● Plan 1 – The current threshold for 

2018–19 is £18,330, which will rise to 
£18,935 from April 2019, with earnings 
above this threshold subject to SLD 
calculated at 9%.
● Plan 2 – The current threshold for 
2018–19 is £25,000, which will rise to 
£25,725 from April 2019, with earnings 
above this threshold subject to SLD 
calculated at 9%.
● PGL – The threshold for 2019–20 
is £21,000, with earnings above this 
threshold subject to SLD calculated at 
9%.

GNS prompts
HMRC can check an employer’s FPS 
returns and identify that SLDs are not 
being made for an employee when it 
expects them to be. HMRC may then send 
an electronic generic notification service 
(GNS) message to prompt the employer 
to check and make the correct deductions 
for future pay periods. Two prompts may 
be sent, followed by a telephone call.

It is important to note that the GNS 
employer prompt is not an instruction to 
begin making deductions, nor is it a SL1 
notice. Also, HMRC cannot tell whether the 
employer has a valid reason for not making 
the deductions (such as there being a 
council tax attachment of earnings order in 
place).

On receiving a GNS prompt, the 
employer should attempt to locate and 
then act on the SL1 notice (if appropriate). 
If the SL1 cannot be found, the employer 
should contact HMRC and ask for another 
one. Alternatively, the employer could ask 
the employee to complete the relevant 
parts of a starter checklist to obtain 
authorisation to begin making deductions.

Notification to stop a SLD
● Stop notice (SL2) – An employer 
receiving a SL2 notice from HMRC must 
stop making deductions from the first 

Jill Smith MCIPPdip, CIPP policy manager, explains the rules 
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available payday after the deduction 
stop date shown in the notice. The ‘first 
available payday’ is the first payday on 
which it’s practical to apply that notice.

Note that an employer must never 
stop making SLDs if asked to do so 
by the employee. The employee must 
contact the SLC if they have a query 
about deductions being made.
● Leavers – When an employee with 
a student loan deduction leaves the 
employment, an indicator ‘Y’ must be 
recorded in the P45 form in box 5. 
However, a ‘Y’ is not required if SL2 
notice has been received.

Care should be taken that even if 
deductions have not been made from 
an employee – because, for example, 
earnings were either consistently below 
the threshold or because an attachment 
of earnings order prevented a deduction 
being made – the indicator ‘Y’ must still 
be recorded in the form P45.

If the SL2 has not been received 
from HMRC, where NICs are due on a 
payment after leaving, loan deductions 
would also apply on those NICable 
earnings.

The employer must also supply 

details of employee’s deductions in 
their payslip and P60 certificate and in 
the P45 form if an employee leaves the 
business. 
● Death of an employee – If an 
employee with a student loan dies, 
deductions are not made from any final 
payment due. This is because class 1 
NICs are not due on any payment made 
after the death of the employee.

Pension payrolls
Because SLDs are calculated on NICable 
earnings deductions are not made from 
occupational pension payments as they 
are not subject to NICs. Therefore, if a 
P45 form or starter checklist is received 
for a person on a pensions payroll 
indicating that a SLD should be made, it 
can be ignored. However, if the person 
is also an employee, deductions should 

be calculated on their employment 
earnings.

 
Devolution
Although devolved policies are increasing 
the complexity of payroll processes in 
many areas – with legislation concerning 
student loans and their repayment 
issued separately for England and Wales, 
for Scotland, and Northern Ireland – 
the fundamental rules governing SLDs 
through the payroll are aligned so there 
are no differences in this respect across 
the UK. 

However, as individuals with loans 
from one UK nation may move to 
another, any employer could be required 
to deal with loans from any one of the 
four nations. Only England and Wales 
have both plan 1 and 2 loans, with 
Scotland and Northern Ireland having 
only plan 1 loans. In Scotland, the plan 1 
threshold will differ from the rest of the 
UK from 2021 as it is planned to rise to 
£25,000.

PGLs have been introduced in 
England and Wales only for postgraduate 
study so will not apply to individuals with 
loan in Scotland and Northern Ireland. n

...required to deal 
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I N SEPTEMBER 2018, the Department 
for Business, Energy & Industrial 
Strategy (BEIS) published the report 

NLW and NMW: government evidence on 
compliance and enforcement 2017/2018 
(https://bit.ly/2MWc7dQ), providing an 
overview of national minimum/living wage 
(NM/LW) enforcement activity during 
2017/18. Evidence presented in the 
report covers, amongst other things: 
● estimated non-compliance with the 
minimum wage
● statistical estimates of low-paid jobs, 
and
● enforcement operations and statistics.

In 2017/18, HM Revenue & Customs 
achieved record enforcement results in 
identifying £15.6 million of minimum 
wage arrears benefitting over 200,000 

workers, demonstrating a high marginal 
return on the increase in resources. 
Penalties of £14m were issued to 
employers in this period. 

Sectors specifically targeted comprise 
social care, retail and commercial 
warehousing, gig economy, employment 
agencies, apprentices and migrant worker. 
Targeted enforcement levied penalties of 
£3.4m on employers, with the strike rate 
for these cases increasing to 39%.

Estimates based on the Annual Survey 
of Hours and Earnings (ASHE) for 2017 
indicates there were around 282,300 
jobs paid below the NM/LW. This is 
equivalent to around 1.2% of all jobs held 
by employees aged 25 or over, and in 
line with findings from the previous year 
(where this was equivalent to around 

1.3% of all jobs held by employees aged 
25 or over). 

The ASHE data also suggests that 
the north east has an estimated 1.6% 
of all jobs paid below the NM/LW, with 
the proportion in north west and west 
midlands regions being 1.4%. Although 
the south east and London have a 
comparably high number of jobs paid 
below the NM/LW (1.0% and 0.9% 
respectively), this implies that non-
compliance is not as prevalent in these 
areas.

The report comments that, on the 
assumption that employers will become 
compliant with NM/LW law once they 
better understand it, the main approach 
for encouraging compliance is to improve 
the information available to them. n

NM/LW compliance 
and enforcement



I n July 2017, Matthew Taylor’s Review 
of Modern Working Practices (‘the 
Review’) was published which looked 

into the issues in the UK labour market, 
such as: the implications of new forms of 
work; the rise of digital platforms; and the 
impacts of new working models.

The Review made 53 
recommendations to which the 
government responded in February 
2018. Whilst accepting all but two of the 
53, the government issued a series of 
four consultations to seek stakeholder 
views on how these recommendations 
in the following areas should be 
implemented:
● employment status
● agency worker recommendations
● increasing transparency in the labour 
market
● enforcement of employment rights 
recommendations.

Since 2017, information has 
trickled out from government, but it 
wasn’t until publication of the Good 
Work Plan (‘the Plan’) (https://bit.
ly/2QdPEdY) on 17 December 2018 
that we gained insight to how the 
government intends implementing 
the Review’s recommendations. But, 
perhaps unsurprisingly, it is not without 
controversy; though the government 
announced that the plan includes 
“reforms that will cement the UK’s status 
as a world leader in workers’ rights and 
first country in the world to address the 
challenges of the changing world of work 
and its impact on a modern economy”, a 
contributor to the Trade Union Congress’s 
website (https://bit.ly/2Ri8dCz ) 

disagreed, saying: “The reforms on 
employment rights introduced by the 
government won’t change the balance of 
power in the workplace.” 

The Plan has synergy with strategy 
recommendations made by the director 
of labour market enforcement (‘the 
director’) in May 2018 (https://bit.
ly/2FXlEy1). Both the Plan and the 
government’s response (https://
bit.ly/2EtyGG6) to the director’s 
recommendations were published 
alongside the Low Pay Commission’s 
(LPC’s) advice (https://bit.ly/2RnZLS8) 
on the scale and nature of one-sided 
flexibility and options to address the 
issue. Together, the three documents 
address the government’s intention to 
focus on the workplace arena as a whole 
and deal with the issues raised by the 
Review. 

The Plan is broadly split into several 
main categories. 

Fair and decent work
At the heart of the Review’s 
recommendations is the intention that all 
work should be fair and decent, and for 
employers to offer opportunities that give 

individuals realistic scope to develop and 
progress. But whilst recognising that the 
UK has a wide range of working patterns, 
this brings with it the potential for abuse 
by some employers – what the Review 
termed ‘one-sided flexibility’ – where 
some businesses have transferred too 
much business risk to the individual, 
sometimes at the detriment of their 
financial security and personal wellbeing. 
The government hopes that the Plan, 
which includes the following measures, 
will redress this imbalance. 
● Legislate to give all workers the 
right to request a more stable contract 
– The Review identified that those 
employees who work intermittently over 
a period of time for the same employer 
can find it difficult to gain or access some 
employment rights. 

Those who are content to work 
varied hours each week will be able to 
continue; however, those who would like 
more certainty will be able to request 
a more fixed working pattern after 26 
weeks’ service. There is nothing in the 
document to suggest that the employer 
must agree to this request.
● Extend the time required to break 
a period of continuous service to 
four weeks to make it easier for 
employees to access their rights – The 
Review looked in detail at the role of 
agency workers in the UK economy, 
and the difficulties such workers 
experience accruing employment 
rights when they are working flexibly 
or for multiple employers. Under the 
current system employment rights are 
earned over time, yet a gap of only 
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one week in employment with the 
same employer can break what counts 
towards continuous service; hence the 
suggestion, accepted by government, to 
extend the gap in service from one week 
to four.
● Bring forward legislation to repeal 
the Swedish derogation and ban 
the use of this type of contract to 
withhold agency workers’ equal pay 
rights – Agency workers can currently 
exchange their right to be paid equally to 
permanent counterparts in return for a 
contract guaranteeing them pay between 
assignments – the ‘Swedish derogation’. 
However, the government has evidence 
to suggest that this type of contract is 
simply used by some employers to 
reduce the size of their paybill. 
● Legislate to ban employers from 
making deductions from staff tips 
– The government acknowledges that 
whilst most businesses act in good faith 
and pass on tips workers earn for good 
service, there are a small number who 
retain tips earnt by their staff. Legislation 
will mean a better deal for workers and a 
level playing field for employers, and also 
ensure consumers can be confident in 
the knowledge that their tips are going to 
the staff as they intended. Policymakers 
at the Department for Business, Energy 
and Industrial Strategy (BEIS) have 
already been in touch with the CIPP 
policy team to establish what this will 
mean for payroll.

Worker status
In the UK, the individual’s employment 
status determines which statutory 
employment rights apply and how much 
tax is to be paid. However, evident 
from the many tribunal cases making 
national headlines, plus the introduction 
of off-payroll working (first in the public 
sector with the private sector following 
on in 2020), it is clear that employment 
status is not always easy to determine 
and greatly concerns the CIPP and its 
members. 

The government will bring forward 
detailed proposals on how the 
employment status and tax frameworks 
can be aligned and will legislate to 
improve the clarity of the employment 
status tests, reflecting the reality of 
modern working relationships. 

It will also improve the guidance and 
online tools available to help people 

understand their status.
Having a separate framework for 

determining employment status for the 
purposes of employment rights and tax 
adds to the confusion for individuals and 
employers. The Review recommended 
that renewed effort should be made to 
align the employment status frameworks 
for the purposes of employment rights 
and tax to ensure that the differences 
between the two systems are reduced to 
an absolute minimum. 

Of perhaps an even greater 
consideration for those engaging 
off-payroll workers is the Review’s 
observations that an individual can 
have nearly every aspect of their work 
controlled by a business (from rates 
of pay to disciplinary action) and still 
be considered to be self-employed 
if a right for the individual to send a 
substitute to work in their place exists. 
The Review recommended that the 
tests that determine whether someone 
is self-employed or has worker rights 
should place more emphasis on control 
and less on the notional right – rarely in 
practice exercised – to send a substitute, 
reflecting new business employment 
models. The government has confirmed 
that it will use legislation to tackle this 
issue. 

Relationships, rights and 
obligations 
Workers also need to be clear on the 
terms and conditions both parties 
are required to enter into at the start 
of the relationship and understand 
what protections apply to stop 
problems emerging later. The Review 
recommended that more needed to 
be done to make these relationships, 
rights and obligations more transparent. 
Measures in the Plan include the 
following:
● Written statement – Legislation will 
make access to a written statement a 
day-one right for both employees and 

workers, and to ensure the content is as 
useful as possible to both the individual 
and the employer the information 
required will be expanded. In addition to 
the current mandatory information, the 
following will be required: 
 m how long the job is expected to last
 m how much notice an employer and   
 worker are required to give to   
 terminate the agreement
 m details of eligibility for sick leave and  
 pay
 m details of other types of paid leave   
 e.g. maternity/paternity leave
 m the duration and conditions of any   
 probationary period
  m all remuneration, not just pay
 m which specific days and times are 
required to be worked.
● Agency workers – With so many 
different organisations potentially 
involved when placing an agency worker, 
the government believes there must 
be greater transparency for the worker. 
Legislation will require all employment 
businesses to provide every agency 
worker with a key facts page. It will be 
the responsibility of the employment 
business to issue and ensure the 
worker’s receipt of the key facts page 
which must include:
 m the type of contract a worker is   
 employed under
 m the minimum rate of pay
 m how they are paid
 m the deduction of fees to be taken 
if they are paid through an intermediary, 
and an estimate or example of what 
effect this has on their pay.
● Holiday pay – Another area where 
the Review identified that individuals 
would benefit from greater transparency 
is holiday pay entitlement. 

The government will launch an 
awareness campaign, targeted at both 
individuals and employers, to boost 
awareness and understanding to help 
ensure all workers are benefiting from 
their paid entitlement to leave. Although 
the CIPP are very pleased to see this 
announcement, it is perhaps the next 
item which will be of greater interest to 
CIPP members, as something that we 
have long campaigned for has finally 
come to pass. 

The government will legislate to 
extend the holiday pay reference 
period from 12 to 52 weeks. It will 
introduce new guidance, including 
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real life examples, to support the 
interpretation of holiday pay rules. This 
will be accompanied by an updated and 
improved holiday entitlement calculator 
and the option of a new holiday pay 
calculator is being explored.

The BEIS has already been in contact 
with the Institute and our members have 
contributed examples to be included in 
this guidance.

Fairer enforcement 
Whilst setting out legislation changes 
it will bring about to increase workers’ 
rights, the Plan also includes measures 
for ensuring these rights are fully realised.
● Agency workers – In line with 
government’s enhanced approach 
to enforcement, it will increase state 
enforcement protections for agency 
workers where they have pay withheld or 
unclear deductions made by an umbrella 
company.
● Penalties and sanctions – The 
government will legislate to increase 
the maximum level of penalty that 
Employment Tribunals can impose 
in instances of aggravated breach to 
£20,000. Further to this, it will legislate 
to create an obligation on tribunals to 
consider the use of sanctions where 
employers have lost a previous case on 
broadly comparable facts.
● Enforcement agency – Although 
the establishing of the director of 
labour market enforcement has been 
an excellent innovation in terms of 
improving coordination and sharing 

intelligence across agencies enforcing 
employment law, the government think 
it can go further. It will bring forward 
proposals in early 2019 for a new, single 
labour market enforcement agency to 
better ensure that vulnerable workers 
are more aware of their rights and 
have easier access to them and that 
businesses are supported to comply.

 
Other points
In addition to the above, there are other 
points tucked away at the back of the 
Plan which may also be of interest.
● Dependent contractor status – The 
Review suggested that those workers 
who are eligible for workers’ rights but 
are not employees should be termed as 
‘dependent workers’. Whilst accepting 
the need to simplify employment status, 
the government is not adopting this new 
term.
● Employment Agency Standards 
Inspectorate – The government intends 
introducing legislation to expand the 
remit of the Inspectorate enabling it to 
investigate complaints involving umbrella 
companies and to take enforcement 
action when required. 

● NICs paid by employees and 
the self-employed – The Review 
recommended that the National 
Insurance contributions (NICs) paid 
by employees and the self-employed 
should be moved closer to parity, whilst 
addressing those areas of entitlement 
where self-employed people lose out. 
Whilst accepting that the small difference 
in contributory benefits no longer justify 
the scale of differences in NICs rates, the 
government has no plans to revisit this 
issue.
● SSP reform – The Review suggested 
that eligibility to statutory sick pay 
(SSP) should become a day-one right, 
regardless of income, but that it should 
be accrued based on length of service 
in a similar way to holiday pay. This 
suggestion has formed part of a review 
of SSP currently being undertaken by the 
Department for Work and Pensions.
● Premium rate for zero hours – At 
the time the Plan was issued, the LPC 
published its advice in response to the 
Review’s suggestion that zero-hours 
workers be paid a premium rate to 
address the issue of one-sided flexibility. 
However, the LPC didn’t feel this goal 
was met and instead recommended an 
alternative package of measures: 
m a right to switch to a contract which 
reflects normal hours
m a right to reasonable notice of work 
schedule 
m compensation for shift cancellation or 
curtailment without reasonable notice
m information to workers. n

Legislation 
Following the publication of the Plan, the government laid several draft statutory instruments which will bring into force some of the 
announced changes.
● The Employment Rights (Employment Particulars and Paid Annual Leave) (Amendment) Regulations 2018 – These 
regulations (https://bit.ly/2BqnsPy) make the right to a written statement of particulars of employment apply when an individual 
begins employment (a day-one right). Where a worker has been employed by their employer for at least 52 weeks, the reference 
period for calculating holiday pay is increased from 12 weeks to 52 weeks. Where a worker has been employed by their employer 
for less than 52 weeks, the reference period is the number of weeks for which the worker has been employed. The regulations, 
which come into force on 6 April 2020, extend to England, Wales and Scotland.
● The Agency Workers (Amendment) Regulations 2019 – These regulations (https://bit.ly/2rZJ8hg) abolish the use of the 
Swedish derogation – the legal loophole which enables some firms to pay agency workers less than permanent staff. They come 
into force on 6 April 2020, and cover England, Wales and Scotland.
● The Employment Rights (Miscellaneous Amendments) Regulations 2019 – These regulations (https://bit.ly/2Tf0P80), 
which extend to England, Wales and Scotland, bring the following into force:
 m increase the maximum level of penalty available from £5,000 to £20,000 for aggravated breach of a worker’s employment   
 rights (from 6 April 2019) 
 m confer the right to a written statement of particulars of employment and associated enforcement provisions upon all workers  
 (from 6 April 2020) 
 m lower the percentage required for a valid employee request for the employer to negotiate an agreement on informing and   
 consulting its employees. The threshold is lowered from 10% to 2% of the total number of employees (from 6 April 2020). 

...eligibility to 
statutory sick 

pay (SSP) should 
become a day-one 

right...
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W hy do we pull ‘sickies’? In work 
places across the country, 
people call in to work feigning 

illness and take an unwarranted and 
unscheduled day off. This has a significant 
impact on the UK economy - a study 
(https://bit.ly/2QNS5UP) in 2017 found 
that the cost of employees bunking off is 
a staggering £900 million.

But despite absence having a big 
impact on UK businesses, the new 
People Unboxed study (https://bit.
ly/2RtTips) from ADP (Automatic Data 
Processing) shows that over a quarter of 
UK employees believe it is acceptable 
to call in sick when they aren’t (27%), 
significantly higher than the European 
average of 21%.

This points to a larger motivation issue 
in the UK workforce. Why do so many 
employees feel it is acceptable to take a 
day off? And, more importantly, why do 
they want to?

The study shows that over three 
quarters (80%) of UK employees have 
not wanted to go into work at least 
once over the last twelve months, again 
significantly higher than the European 
average of 74%. Almost one fifth consider 
quitting at least once a week (18%). This 
is unsurprising when you consider 40% 
of UK respondents said they don’t look 
forward to going to work at their current 
job.

This lack of motivation is concerning, 
especially when compared to other 
nations in Europe. 28% of UK 
respondents said they did not want to 
go into work several times a month or 
more, compared with just 15% in the 
Netherlands and 20% in Italy.

The UK is about to enter a turbulent 
period as it exits the European Union in 
March 2019, with or without a deal. Add 
to this the ever-changing technological 
environment, business need an engaged 

and stable workforce more than ever.
So, how can bosses go about reversing 

this trend? 
● Make work life balance a priority – 
Engaged employees report a good level 
of work life balance, but this is severely 
lacking in UK workplaces. Our study 
shows that although almost three quarters 
(73%) of UK workers like to keep their 
work and home lives separate, almost 
a third (30%) don’t feel that they have 
a good work-life balance in their current 
role. 

Technology has enabled an ‘always 
on’ working capability but that doesn’t 
mean employers should take advantage. 
By leading by example and giving clear 
boundaries between work and personal 
time, employers will find their workforce is 
more engaged and retention is improved.
● Make everyone feel valued – It 
sounds clichéd, but a key part of keeping 
your employees motivated is making 
sure they feel listened to and their work 
matters. Almost a third (30%) of UK 
employees surveyed do not feel their 
work makes a difference, and worryingly 
38% do not feel their opinion is valued 
at work.  It sounds simple, but you can’t 
underestimate the value of listening 
to your employees. Schedule regular 
catch ups with your employees and 
ensure everyone has a dedicated career 
manager who will help them create a 
career pathway in your organisation. If you 
don’t, you may find they build a career 
elsewhere. 

● Create an enjoyable work 
atmosphere – An average employee 
will spend almost a quarter of an average 
week at work, so it is important that they 
enjoy what they do. Our research showed 
29% of UK employees disagreed with 
the statement ‘I often laugh at work’; 
indicating they are not in a workplace 
that encourages enjoyment. Contrary 
to popular belief, a workplace that 
encourages employees to interact can 
actually be more productive, not less, 
according to a study by Warwick University 
(https://bit.ly/2mhCEVM). Teamwork 
is essential to reach company goals, so 
create regular opportunities for interaction 
in and outside the workplace – it can 
really work wonders to keeping a team 
engaged.
● Pay fair – A large percentage (38%) 
of UK employees do not believe they 
receive fair pay for their work – a shocking 
statistic. The impact of this kind of 
feeling on motivation can be huge, but 
employers do not have to break the bank 
and offer everyone a pay rise. You can 
think about offering other perks such as 
additional holiday days or small, regular 
bonuses for good work. Little things go a 
long way.

These statistics should be a wakeup 
call for UK businesses to evaluate 
their relationship with their employees 
and their working practices. Business 
leaders should look to build a genuine 
relationship with their employees, using 
transparency to build trust, and providing 
development and support to build a 
committed workforce. It’s important 
to drive quality management practices 
that prevent absenteeism while also 
supporting employees in genuine cases of 
sickness. This will not only shift attitudes 
towards sick days, but also improve overall 
employee retention and make for happier 
and more productive UK businesses. n

Melanie Robinson, senior director HRBP Sales for ADP, discusses 
research findings and offers advice

...wakeup call 
for UK businesses 
to evaluate their 
relationship with 
their employees...

Demotivation nation: 
UK epidemic
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R esearch conducted on behalf 
of the Government Equalities 
Office (GEO) prompted the GEO 

to conclude that significant inequalities 
persist in the way that childcare 
responsibilities are divided up and shared, 
with women in the UK doing on average 
about twice as much childcare as men 
(https://bit.ly/2wA6oaT).

Whilst there have been no official 
statistics released by the government on 
how many parents have taken statutory 
shared parental leave (SShPL), a freedom 
of information request by law firm EMW 
showed that just 9,200 parents shared 
their leave in 2017–18, only 500 more 
than the year before.

The GEO research found that although 
financial factors – such as childcare 
costs and the parents’ relative income – 
played a role in determining child care 
responsibilities, many of the parents 
still adopted a model where the mother 
stayed at home or worked part-time while 
the father worked full-time. 

With SShPL available to both parents, 
regardless of gender, the CIPP were 
interested to know whether this apparent 
gender bias to parental leave was also 
evident in other types of statutory leave 
and pay, and so undertook research to 
explore this issue. 

As well as looking at various court 
cases, our research used findings 
from a survey responded to by payroll 
professionals responsible for paying 
20,827 workers in the UK.

● Proportion of employees taking sick 
leave – The workforce was relatively 
evenly split by gender with 10,826 males 
and 10,001 females. Of the 20,827 
employees covered by this research, 
8,788 of them had taken sick leave in the 
past twelve months. A greater proportion 
of women took sick leave: 45.8% 
compared with 38.8% of men.
● Number of employees taking 
maternity or paternity leave – With 
only women able to take maternity 
leave, it wasn’t possible to make a direct 
comparison with male employees. 
However, the number of partners (250 
male and one female) taking paternity 
leave following the birth or adoption of 
a child, was much lower than the 444 
women taking maternity leave during the 
same twelve-month period (see chart).

● Proportion of employees taking 
SShPL – With fourteen female and sixteen 
male employees taking SShPL, uptake 
though very low appears evenly split 
amongst male and female employees. 

This is perhaps not surprising given that 
females must curtail their maternity leave 
in order to begin sharing the leave with 
their partners. There is, of course, the 
option for women to go back to work and 
not take any SShPL if their partner takes 
the whole of the remaining time off but, 
on the basis of these results, this does not 
seem to be a common occurrence.
● Proportion of employees taking 
parental leave – With the number of 
employees taking SShPL being relatively 
evenly split, one might be forgiven for 
thinking that this would be reflected in 
the number of males and females taking 
parental leave; however, this was not 
the case with more than three times the 
number of females taking leave to care for 
their children than males (see chart).

Our research would suggest that the 
amount of statutory leave taken varies 
according to gender, with women taking 
more than men. In fact, women took 
more of every type of leave except for 
SShPL, but that’s hardly surprising given 
its interaction with maternity and adoption 
leave.

It would be rash, however, to make 
general assumptions as to the reasons 
behind this. It’s possible, of course, that 
the simplest explanation is also the true 
one – for example, that in the case of sick 
leave men really are unwell less often 
than women. 

However, the reasons why men take 
less statutory leave than women are 
likely to be much more complex, only 
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The CIPP policy and research team provide details of the findings of recent research into 
workers’ take-up of statutory leave, particularly SShPL
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stayed at home or 
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worked full-time

Gender bias in statutory 
leave take-up



established by further, more in depth, 
research.

We know from gender pay gap statistics 
that men tend to earn more than women, 
with the government’s own statistics 
(https://bit.ly/1C5ta7s) reporting that 
median pay for all employees was 17.9% 
less for women than for men at April 
2018. With statutory leave paid at a much 

lower rate than most workers’ actual rate 
of pay, it may be that finances determine 
which partner takes time off work.

But perhaps parents take a more 
longer-term view than the immediate 
impact of statutory payment rates? The 
same government research highlights a 
gradual widening in the pay gap between 
mothers and fathers after the arrival of 

the first child, reflected in a widening 
gap in the amount of time spent in the 
workplace.

Yet it is equally possible that parents still 
hold to the traditional view that childcare 
is a mother’s role and that financial 
implications are less of a factor. However, 
with the government so concerned about 
the low take-up of SShPL that it launched a 
media campaign (https://bit.ly/2BmhwJb) 
to raise awareness and increase 
participation it will be interesting to see 
if the legislative framework is tweaked to 
make statutory shared parental pay more 
generous at some point in the future. n

Reward insight
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Addison Lee v Lange and Ors 
In this case, the employment appeal 
tribunal (EAT) was asked to rule on the 
employment status of private hire taxi 
drivers, and specifically whether these 
individuals were classed as workers when 
they were logged into the company’s 
driving app. 

The case involved a number of drivers 
who worked for Addison Lee. They 
were employed under a driver contract 
which expressly stated that they were 
recognised as ‘independent contractors’ 
(i.e. self-employed) and would act as sub-
contractors for Addison Lee when bookings 
were made by the company’s customers. 

The contracts went on to state that 
there was no obligation on Addison Lee 
to offer work to the drivers, or for the 
drivers to accept work when it was offered. 
Additionally, the contracts stated that it was 
up to the driver to decide what times they 
would be available for work and to do so 
they would need to log into the company’s 
app, after which they would be allocated 
driving jobs. 

At the start of the relationship drivers 
were provided with an induction period, 
during which training was provided 
outlining the organisation’s preferred 
method of working as well as rules around 
dress codes and playing music whilst 
driving. As part of the working relationship, 
most individuals drove specific branded 
vehicles that were hired through a firm 

associated with Addison Lee. It was 
estimated that drivers would be required 
to work around 25–30 hours a week in 
order to pay off the cost of hiring these 
vehicles. 

Drivers were provided with a hand-held 
computer, which notified them of a driving 
job, and informed of the expectation that 
jobs would be accepted when they were 
offered. They were informed that drivers 
who wished to turn down jobs had to give 
a reason which if not deemed acceptable 
meant they could face a sanction. 

Although drivers were told they 
could log off whenever they wanted, in 
reality they were expected to work up to 
sixty hours a week. In instances where 
individuals were logged off for more than 
three or four days the driver would be 
contacted to find out why this was the 
case.

Three drivers initially took Addison 
Lee to an employment tribunal (ET) and 
contended that they were being incorrectly 
labelled as self-employed and should 
instead be recognised as workers under 
section 230(3)(b) of the Employment 

Rights Act 1996. The ET applied the 
appropriate test and determined that the 
drivers should be considered as workers. 
In coming to their decision the ET held 
the existing contract demonstrated the 
inequality of bargaining power in the 
contractual relationship. The ET placed 
particular emphasis on the fact drivers 
were required to personally complete work 
for Addison Lee once they were logged on 
and they remained under the company’s 
control at this time, even in between jobs. 

Addison Lee appealed this decision 
to the EAT, basing their argument on the 
fact that drivers were under no obligation 
to accept work as they could refuse jobs 
at any time. However, the EAT rejected 
this argument and looked behind the 
wording of the contract into the true nature 
of the employment relationship. When 
doing so they found that once logged on 
drivers could only reject jobs in occasional 
circumstances and that sanctions could be 
imposed if the drivers did not accept the 
work. The EAT held that there was clear 
‘mutuality of obligation’ present between 
both parties, which meant the drivers 
could not be considered self-employed.

This decision is another important 
reference point for employers tasked 
with a challenge over employment 
statement and further reiterates a tribunal’s 
commitment to looking beyond any pre-
existing contracts in favour of evaluating 
the true nature of the working relationship. 

REWARD INSIGHT

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

...clear ‘mutuality 
of obligation’ 

present between 
both parties...

Worker status, 
PTSD, PHI
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Wood v Durham City Council 
In this case EAT was asked to determine if 
the decision to dismiss an employee with 
post-traumatic stress disorder (PTSD) for 
theft was discriminatory. 

The employee, Mr Wood, worked as an 
anti-social behaviour officer for Durham 
Council. He suffered from PTSD and 
dissociative amnesia and on one occasion 
he was caught leaving a Boots store 
without paying for certain items. Although 
he was arrested and later cautioned by 
the police for this incident, Wood did 
not initially disclose any of this to his 
employer. 

Wood was subject to his employer’s 
code of conduct, which required all 
members of staff to act ‘with honesty 
and integrity’. As an extension of this, staff 
were regularly vetted by their employer 
to ascertain if they were able to safely 
conduct the sensitive aspects of their 
role. Three months after the incident, 
as a result of their vetting process, the 
employee discovered Wood’s police 
caution which despite initially denying he 
later admitted.

In the following discussions with his 
employer Wood attributed the act to his 
PTSD and associative amnesia, arguing 
that the theft had taken place due to him 
being in a dissociative state. Despite this, 
following a prolonged disciplinary process, 
the employee was dismissed for gross 
misconduct. 

In response, Wood brought a claim 
for disability discrimination to an ET, 
arguing that he had suffered unfavourable 
treatment as the theft was an act arising 
in consequence of his disability, which is 
protected under section 15 of the Equality 
Act 2010 (‘the Act’). 

After reviewing the facts, the ET 
accepted that Wood was recognised as 
disabled under the Act yet still proceeded 
to dismiss his claim. 

In coming to their decision the ET 
explained that whilst the Act does provide 
protection from unfavorable treatment 
arising from a disability, ‘tendency to steal’ 
is excluded from this protection under the 
provisions of the Equality Act (Disability) 
Regulations 2010.

The employee proceeded to appeal 
this decision to the EAT on the grounds 
that he had not displayed a ‘tendency to 
steal’ but rather a ‘tendency to memory 
loss and forgetfulness’. As a ‘tendency 
to steal’ usually stems from an intention 

to commit a dishonest act the EAT 
concluded that the employee’s actions 
had amounted to dishonesty, especially 
as he had failed to inform his employer of 
the act and denied involvement when the 
theft originally came to light. As a result, 
the EAT held that the ET had been correct 
to find the employee dishonest and that 
he was therefore not entitled to claim 
disability discrimination. 

The ruling highlights an important, but 
often overlooked, legal provision that 
there are certain conditions which are 
expressly stated not to be impairments 
under the Act. These include tendency to 
steal, tendency to set fires, exhibitionism 
and voyeurism and it may be possible 
to dismiss a disabled employee for 
possessing these tendencies. 

However, when dismissing in these 
circumstances, employers must still be 
able to show that the dismissal is not due 
to any underlying impairment to avoid 
discrimination claims. 

Awan v ICTS UK Ltd 
In this case the EAT ruled on whether 
an employer’s decision to dismiss 
an employee – who was off sick and 
benefiting from the company’s disability 
benefit plan – for medical incapability was 
discriminatory. 

The employee, Mr Awan, had worked 
under a contract entitling him to a long-
term disability benefit plan that expressly 
stated the benefits would cease if his 
employment was terminated. In October 
2012, the employee commenced a period 
of sick leave due to depression, during 
which his employment was transferred 
to ICTS UK Ltd under the Transfer of 
Undertakings (Protection of Employment) 
Regulations 2006. 

The employee remained on sickness 
absence, receiving payments under 
the permanent health insurance (PHI) 
scheme until November 2014. However, 

as no adjustments were identified which 
would enable him to return to work, the 
employer proceeded to dismiss Aswan for 
medical incapability in November 2014. 

Awan brought a claim for unfair 
dismissal and discrimination arising from 
a disability, arguing that there was an 
implied contractual term which prevented 
him from being dismissed where this 
would have the effect of ending his PHI 
benefits. 

When assessing this case, the ET did 
confirm that the employee was disabled 
for the purposes of the Equality Act 2010. 
However, when assessing Awan’s claim 
for discrimination the ET failed to agree 
as they were unable to find the suggested 
implied term which prevented him from 
being dismissed whilst receiving the PHI 
benefits. As a result, the ET judged that 
the employer’s decision to dismiss was 
a proportionate means of achieving a 
legitimate aim.

The employee proceeded to appeal 
this decision with the EAT which disagreed 
with the ET and confirmed that allowing 
an employer to dismiss an employee who 
is receiving PHI benefits is contrary to the 
aim of the scheme. The EAT maintained 
there was an implied contractual term 
within Awan’s contract which expressly 
prohibited the employer from dismissing 
him whilst he was receiving benefits 
under the scheme. Following this, the 
EAT remitted the case back to the ET to 
determine, now that the implied term is 
present, whether the dismissal was unfair 
and did any disability discrimination occur. 

The outcome of this case falls in line 
with previous rulings that have stated 
there will be an implied term which 
prevents employers from dismissing 
staff for medical incapability whilst 
they are receiving PHI benefits. As a 
result, employers must keep in mind 
the obligation placed upon them when 
looking to carry out a capability dismissal 
in this situation. This is because the 
aim of the scheme, which is to pay the 
employee for the period of their incapacity 
until a certain date or event, will not be 
met where the organisation can end the 
individual’s employment due to incapacity.

Therefore, employers who provide PHI 
schemes to their staff as a benefit will 
need to ensure their contractual terms are 
drafted appropriately, allowing them to 
end employment when it becomes clear 
the employee will be unfit to return. n
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T he start of the new year is often 
regarded as a time for change, 
allowing employers to refocus and 

plan out their business objectives for the 
year ahead. With this in mind, we take a look 
at some of the forthcoming developments 
in employment law scheduled for 2019 that 
employers must be aware of.

Whilst the ongoing political uncertainty 
may make it hard to predict exactly what will 
happen after ‘Brexit day’, on the 29 March 
2019, it has been confirmed that European 
workers currently living in the UK will be 
able to apply for settled status in 2019 
granting them the right to remain indefinitely 
in the UK after 2021. To be granted settled 
status individuals must be able to prove 
they have been living in the UK for five 
years by 31 December 2020. Those who 
do not meet this requirement can apply for 
temporary status, allowing them to remain 
until they have accrued enough residency 
to be granted settled status. Although much 
of this will depend on the UK’s ability to 
reach a deal with the European Union (EU), 
employers whose workforce contains a 
significant number of EU workers should 
strongly consider distributing material 
containing key information regarding the 
settled status procedure.  

Having been announced as part of the 
government’s 2018 Autumn Budget, 1 April 
will see an increase to the statutory national 
living wage meaning those aged 25 and 
over will be entitled to receive £8.21 per 
hour, up from £7.83 an hour previously. At 
the same time, the national minimum wage 
rates for workers aged between 21–24 
will increase from £7.70 to £7.83 an hour; 
the rate for 18–20 year olds will increase 
from £5.90 to £6.15 an hour and those 
over compulsory school age but not yet age 

eighteen will get an hourly increase from 
£4.20 to £4.35. In light of these changes 
employers must make sure these rates are 
reflected correctly in employees’ salaries 
for pay reference periods beginning on or 
after 1 April, especially as recent ‘naming 
and shaming’ exercises have shown the 
government’s commitments to punishing 
minimum wage offenders. 

April 2019 will also see an increase to 
the lower earnings threshold and weekly 
amount for those who receive statutory sick 
pay (SSP). Employees who receive average 
weekly earnings of £118, up from £116 
previously, will be eligible for SSP and then 
receive £94.25 per week as opposed to 
the previous rate of £92.05. The statutory 
weekly rates for maternity, paternity, 
adoption and shared parental pay will also 
increase at this time, rising from £145.18 
per week to £148.68 (or 90% of the 
employee’s average weekly earnings if this 
figure is lower than the statutory rate). Again 
employers need to ensure they are paying 
staff in accordance with these new rates, 
giving extra consideration to those who are 
on long-term sick or part-way through a 
period of leave when these rates come into 
effect.  

Private sector organisations with 250 or 
more employees will again be required to 
publish their gender pay gap figures on 4 
April 2019, whilst public organisations will 
need to do the same by 30 March 2019. 

Although many employers will be reporting 
for the second time, this year will be the 
true test as figures are expected to be 
heavily scrutinised in order to determine 
whether efforts to address any significant 
pay disparity highlighted in the previous 
year have been successful. Much has been 
made about employers’ failure to report 
their gender pay gap figures on time in 
2018; and with talks ongoing regarding 
stricter penalties for those who continue 
to miss the reporting deadline, employers 
would be wise to resist leaving this duty until 
the last minute.   

Employers will also need to review, 
and potentially change, the way they issue 
payslips in 2019 as from 6 April the legal 
right to a payslip will be extended to include 
those who are recognised as ‘workers’. 
Employers will also be obliged to include the 
total number of hours worked on payslips 
for staff whose wages vary depending on 
how much time they have worked. Payroll 
departments in particular have a big role to 
play here and employers may want to take 
a fresh look at how they monitor and record 
working time to avoid any pay discrepancies. 

Additionally, from 6 April 2019 the 
minimum contributions for auto-enrolment 
pension schemes will increase for both 
employers and employees. Under these 
new requirements employers must 
contribute a minimum of 3% of an eligible 
worker’s pre-tax salary to their pension 
pot, with the individual contributing 5% 
themselves. 

Although there are bound to be other 
additional developments introduced 
throughout 2019, employers are advised to 
keep a close eye on these particular topics 
and ensure provisions are in place to remain 
complaint with any new requirements. n
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Danny Done, managing director at Portfolio Payroll, looks ahead
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D elivering communications that 
encourage people to save 
more into their pensions is a 

perpetual challenge for UK employers, 
but new research – It’s time to change 
from Punter Southall Aspire (https://bit.
ly/2LEaWku) – offers fresh insight into how 
companies can transform and optimise 
their pension communications. The 
research found four major issues affecting 
pension savings which employers need to 
address to develop an effective pension 
communications strategy. 
● Now matters more than then – People 
are more concerned with their current 
finances than looking to the future and 
many have competing financial pressures. 
Half are paying off a loan or credit card, 
30% regularly use an overdraft facility, 
and 45% have dependents to support 
financially. 

The need for instant gratification also has 
an influence: 88% would rather have £400 
now over the chance of £800 in the future 
and 66% would be more likely to respond 
to communications that referred to ‘now’ 
rather than the future. 

The fact people are more concerned 
with the present than the future is 
something employers can tap into. One 
solution is to provide financial education 
and communications focused on matters 
currently concerning employees, such as 
debt management or budgeting. This is a 
route for talking about the positive benefits 
of long-term pensions savings.
● Anxious about their financial future – 
Some are burying their heads in the sand 
when it comes to saving for retirement. 
Nearly half (46%) say their biggest fear is 
not having enough money in retirement, but 
almost a third (30%) admitted retirement 
isn’t part of their current financial planning; 
and 66% said they don’t know if they are 
saving enough for retirement. 

One reason is that 78% of people are 
on short-term budgets, budgeting monthly 

rather than looking further ahead; with only 
28% sticking to their budgets. People are 
‘burying their head in the sand’, ignoring 
their financial future, and focussing on their 
immediate needs and wants. 

Many simply don’t know how to 
financially prepare and are looking to 
their employer for proactive guidance on 
this. Communication strategies focused 
on financial education and budgeting for 
both now and the future can help, as will 
providing tools and technology that helps 
employees to feel more confident about 
managing their finances long-term. 
● Apathy about pensions is widespread 
– Nearly one in five of those aged 16 to 
24 had no idea if they have a pension; and 
30% said they don’t think pensions are 
important. Almost a third (32%) couldn’t 
remember their contribution rate. The 
reason for this widespread apathy could be 
that three in four say they are optimists and 
believe their retirement will be fine, despite 
their inaction.

This apathy, fuelled with optimism 
bias, reinforces the need for pension 
communications that can improve active 
decision-making from members and 
encourage more pension engagement. 

Relevant messaging (based on 
members’ behaviours) will make 
communications more meaningful to the 
member, and thus more likely to stimulate 
activity.  This is where data and technology 
are crucial, where digital processes can 
recognise member trigger points and send 
out relevant messages.

When it comes to messaging and 
tackling naive optimism it’s important that 
companies don’t build campaigns around 
the risk of future issues.  Instead, they 

should focus on the positive benefits of 
saving more and making active decisions.  
● Better pension communications – 
Employers need to do more to guide 
and support their workforce: 82% want 
their employer to guide them in a positive 
direction about pensions; 72% want to be 
educated about planning for the future; 
and 68% would like their employer to 
keep reminding them to review their 
pension, even if they don’t respond to the 
communications.

But traditional communication tactics 
need an overhaul. Only 38% will respond 
to scare tactics that are commonly used 
in pension communications, but 76% 
would react to exciting messages. This 
highlights the need for positive and relevant 
messaging emphasising the benefits of 
saving more. Respondents said that the 
best ways to capture their attention with 
marketing and communications materials 
would be with ‘powerful imagery’, ‘humour’, 
‘moving words’ and ‘colour’.

Many companies still rely on their 
pension provider to undertake the pension 
communication role, but our research 
highlights that the employer is an essential 
and influential voice for employees when 
it comes to pension decision-making. In 
fact, employers are often more influential 
than official advisers, family, colleagues and 
friends – so it’s vital they take their role 
seriously. 

Many employers feel they have a duty 
of care to help ensure employees have 
a financially secure retirement. They are 
in a strong position to make this happen, 
by providing financial education and 
guidance on current and future financial 
issues through positive communications to 
encourage a savings culture. 

Technology also plays an important role 
and tools such as financial dashboards can 
help employees become more engaged 
with improving their financial wellbeing and 
with pensions and savings. n
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Johanna Nelson, associate director, Communications, Punter Southall 
Aspire, discusses pension communications research findings and 
recommends solutions

...four major issues 
affecting pension 

savings...

PENSIONS INSIGHT

Time to change 



T he idea of a single place to see 
all your pension pots is generally 
appealing. When I published a do-it-

yourself dashboard in the Sun in August, it 
proved one of their most popular articles 
of the year. 

Eight months late, the Department for 
Work and Pensions (DWP) published its 
feasibility study on a pensions dashboard 
to sighs of relief from the pension 
industry. The dashboard is primarily meant 
as a way for those who don’t have the 
resources to employ a financial adviser, 
to understand their pension situation and 
plan for retirement. The government’s 
plan for the dashboard, however, is initially 
not that ambitious. 

A few large pensions schemes will 
make information on member benefits 
available to the Single Financial Guidance 
Body (SFGB) at the member’s request. 
(The SFGB is a government-funded 
organisation comprising Pension Wise, The 
Pensions Advisory Service and the Money 
Advice Service.) Such requests will be 
authenticated by a pension finder service 
(PFS) which in time will be used to trace 
lost money. Subsequently, the pension 
will appear in a dashboard managed by 
the SFGB. As the Pension Policy Institute 
estimates that we have £20bn in lost 
pensions savings, the PFS is likely to 
become the most important part of the 
dashboard ecosystem.

The principal innovation that is likely to 
make dashboards work is the application 
program interface (API) which is taking 
over from file transfer in the running of 
auto-enrolment. The government wants 
all pension providers – including the 
administrators of company pensions – to 
adopt an API so that the PFS can access 
data without manual intervention.

Once API coverage has reached a 
certain level, the government intend to 
make offering straight-through access to 

pensions data a compulsory feature of 
pension administration systems. There 
is, however, much concern among 
those who run legacy pension systems 
that data will not be clean and pension 
requests could give false information. The 
government has said it will give providers 
some years to get data ready, but clearly 
the DWP has limited tolerance for bad 
practice.

There are issues to be decided. Most of 
the debate over the dashboard is between 
traditionalists (e.g. insurers) that want 
to see a centralised service with strong 
governance, a single dashboard and just 
one pension finder service, and ‘fintechs’ 
(e.g. modern master trusts) that would like 
to see multiple PFSs, multiple dashboards 
and less prescriptive governance. 

The implications for payroll are unlikely 
to be dramatic. Although, in the short-
term, the single dashboard is unlikely 
to radically increase people’s interest 
in pensions, it’s likely that people will 
be able to pay a lot more attention to 
their pension, especially their workplace 
pension, as API coverage becomes 
universal.

Though, so far, member queries to 
payroll and personnel departments from 
the 10,000,000 new savers brought to 
pensions by auto-enrolment, have been 
few and far between, the dashboard is 
likely to change that. 

Pension providers anticipate that when 
people see a number of different pots, 
demand to bring small pots into one big 

pot (aggregation) will increase.
There is likely to be interest, too, in the 

likely outcome of all this pension saving. 
The workplace pension providers hope 
that the dashboard will encourage people 
to merge their little pots into bigger pots 
which are more profitable to administer. 
Scheme providers hope that as people 
think about the amount they need when 
they grow old, they will want to pay 
non-statutory contributions (i.e. additional 
voluntary contributions).

But who will give guidance to staff on 
procedures to follow, and what will be the 
increased strain on payroll from the extra 
pension administration? Regular readers 
will know that I have been predicting an 
increase in pension engagement simply 
from an increase in account balances. 
Behavioural scientists tell us that people get 
interested when a pension pot becomes 
more valuable than their car and really 
interested when it becomes greater than 
their mortgage!

The boost from a pensions dashboard is 
likely to keep the topic of pensions high on 
the list of staff priorities. While the likelihood 
that employers will be running pension 
dashboards for their staff is slim (at least 
anytime soon), employers should follow 
the progress of their workplace pension 
provider to becoming dashboard ready. 
It looks likely that ‘dashboard-readiness’ 
will be a good measure of how well the 
workplace pension is being managed and 
governed.

 If you want to know more about the 
government’s plans for its dashboard, then 
you haven’t long to wait. The consultation 
closes at the end of January and we 
can expect a decision on whether the 
dashboard is to be legislated on in this 
year’s Queen’s Speech. All going to plan, 
the dashboard will be introduced to the 
statute book as part of a Pensions Bill 
announced by the Queen in the summer. n

...PFS is likely to 
become the most 
important part 

of the dashboard 
ecosystem

Henry Tapper, director of First Actuarial, discusses developments

Pension dashboard 
progression

|  Professional in Payroll, Pensions and Reward  |  Issue 47  | February 2019 39

Pensions insight





I f you’ve been involved in payroll 
recently, either as an employer or an 
employee, you’ll have noticed that 

things have really been moving this last 
decade. Digitalisation is here transforming 
our world at an ever-increasing speed. 

If you think about it, it’s not all that long 
ago that we were working with paper. 
Paper declarations, paper time registration, 
printed payslips – and yet, if you look at 
it today, it’s an almost entirely paperless 
environment. Or at least it is if you’re up 
to speed. Declarations are done online, 
employers are no longer using paper to 
register, and employees are receiving 
documentation in a digital format. 

Somewhere along the way software 
got the upper hand, and a drive for 
efficiency kicked in. Communication in 
a payroll environment is going almost 
entirely digital these days. Employers use 
payroll software, make online declarations 
and even communicate with their 
employees through their human resources 
(HR) systems. The same goes for 
communication with the government. 

So where are we going with all this? The 
first major shift since the digital revolution 
has been the farming of data. Working in 
a digital way means that we can collect 
massive blocks of data. While securing 
the safety of this data has always been 
the priority, using it for new business has 
become the new blue ocean. 

The cool thing about massive data 
blocks (or big data) is that you can 
visualise what’s going on. Whether you 
are measuring wages, average age, 
absenteeism or diversity, it’s all there to 
look at. Data comes in handy when you 
have enough of it to offer benchmarks. 
Either intra-company, with competitors in 
your market, or even benchmarking across 

countries often give surprising differences. 
Harvesting and visualising data isn’t new, 

but the next step is. 

Collecting massive data blocks has given 
us the chance to analyse patterns. Using 
data science, algorithms can be built to 
help us predict future patterns. 

An example of this would be if data 
were analysed across several retail 
stores, which showed a discrepancy in 
absenteeism in one store when compared 
to others. Visualising this data, peaks would 
return each year around the same time; 
peaks that weren’t found in other stores. 
By analysing data it’s clear that employee 
absenteeism peaks during the annual 
sales period. Knowing this, appropriate 
action can be made to ensure this trend is 
rectified and appropriate staffing levels are 
present during these crucial days. 

These are repetitive patterns that can 
be predicted by analysing the data. They 
can be addressed by diving into the detail, 
and taking suitable actions, thus being a 
potential cost saver. At the very least, in this 
example, performance and efficiency will 
be enhanced by managing the underlying 
problem. 

It all seems to be a perfect circle, 
but it isn’t. The biggest changes lie 
ahead and are sure to disrupt the entire 
payroll industry. I call it the ‘AI triangle’; a 
connection between IoT (the Internet of 
Things) devices, big data and blockchain 

platforms. These three are regulated 
by artificial intelligence (AI) or machine 
learning. In a later stage we might even see 
deep learning or cognitive learning, where 
machines aim to read, mimic and copy 
human behavior and thought patterns.

Blockchain technologies will be the 
first disruption that will be tackled. This 
technology offers us the ultimate form 
of data protection, which will be crucial 
as data blocks keep growing. Also, higher 
demands on privacy protection drives the 
need to get practical with blockchain in 
payroll. It’s only when we can build in the 
necessary trust into the system, that we 
can unleash the power of AI on our data. 
Data integrity is exactly what a blockchain 
offers us, since all input on a chain receives 
a unique hash code and time stamp. Once 
it’s up there, there is no deleting or altering 
it, except if you want to destroy your 
reputation. 

Eventually we will see the rise of 
hybrid systems, that need little human 
intervention. Making sure that the human 
component in HR or payroll departments 
can shift towards more service oriented 
and strategic roles. Data input will be 
collected through embedded sensory 
systems (IoT) that communicate with each 
other. The collected data is processed by 
smart machines with the ability to detect 
and auto-correct anomalies. The resulting 
data ends up in a blockchain supported 
database, trusted by all users – employees, 
employers and third parties, including 
government. 

There’s still a long way ahead, but one 
thing is for sure: disruption is a fact, and 
things have begun shifting. Ignoring or 
underestimating blockchain platforms, 
sensor embedding, and machine learning 
seems almost reckless at this point. n

Peter Van Ostaeyen, blockchain & IoT architect for SD Worx, discusses data 
usage and the role and impact of blockchain in payroll 
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A challenging, 
fascinating future



P ayroll is one of an employer’s 
most important activities, and for 
many businesses their largest cost. 

However, for many the process is fraught 
with inefficiencies. Manual entries are 
error-prone while employees’ expectations 
are rising, and workforces are becoming 
geographically more dispersed, increasing 
complexity. On top of this, keeping abreast 
of emerging compliance and legal issues is 
resource-intensive. 

These pressures will shape how payroll 
services evolve in the future, from a service 
to a more strategic business function that 
can add value. Payroll’s future is defined 
by legal requirements, shifts in employee 
attitudes and businesses’ focus on 
competitiveness and productivity. 

More than ever, companies need 
technology to help ensure these realities 
are taken into account – to make payday 
a good day for all. Technology-driven 
innovation will play an ever-increasing role 
in this fundamental shift, based on these 
four major trends:
● More investment in bias-free AI – 
Artificial intelligence (AI) will continue to 
be a major force in payroll transformation. 
By automating tedious and repetitive 
administrative tasks, human resources (HR) 
and payroll professionals will be freed up 
to do what they do best: driving important 
cultural change at their organisations, 
focussing on what sets them apart now and 
in the future.

Payroll is an area where AI will 
become more prevalent in 2019. Current 
applications of this technology include 
tracking to help minimise payroll fraud, 
resolving issues between payroll and 
other HR functions and streamlining 
enquiry processes. With more AI, however, 
comes more responsibility: AI involves 
large amounts of data, and if that data is 
inaccurate or tainted with bias, the AI’s 
output will reflect those shortcomings. 
Investments to make AI effective and bias-
free will therefore grow significantly in the 
years ahead to address this challenge.

● Focus on local compliance at a global 
level – For companies operating on an 
international scale, visibility into the big 
picture is critical. They are dealing with 
elevated levels of regulatory complexity, and 
increasingly feel the need for human capital 
management (HCM) support – especially 
payroll. Multi-country payroll services are 
expected to grow very rapidly in the next 
few years. Technologies that enable global 
HCM and payroll are also witnessing rising 
demand with the ability to deliver an 
integrated multi-country payslip becoming a 
requirement for some. 

Here, while big data offers bigger 
opportunities to understand and engage 
the workforce, much of the data payroll 
departments handle is highly private and 
confidential. In most countries, this privacy 
is protected by law, including the General 
Data Protection Regulations introduced in 
the European Union in 2018. Businesses 
operating at a global scale also operate 
within a global threat environment. Over 
the coming years, employers will need 
to find cost-efficient ways to safely and 
securely keep an ever-growing, accurate set 
of data around payroll. 

Also, in-depth discussions around topics 
such as the minimum wage and zero-hours 
contracts have led to closer scrutiny from 
governments. The new UK payslip law, for 
example, which comes into force from 6 
April 2019, requires payslips to show time 
worked and paid, to demonstrate that all 
pay is appropriate and in accordance with 
legal set minimums. Businesses must 
ensure they are compliant with each of 
these local rules, as failure to do so risks 

fines, reputational damage and loss of 
competitiveness.
● Growing importance of the employee 
experience – Consumerisation is about 
providing employees with an experience at 
work that is comparable to their experience 
as consumers. Providing a platform to 
employees is no longer a ‘nice to have’, and 
this trend is expected to accelerate.

In an age of instant gratification, 
payroll services need to be instant, with 
unnecessary waiting periods removed. 
On-demand pay is a key example of how 
this element of consumerism is coming to 
life in the market. Personalising payroll – 
creating relevant, individualised interactions 
based on each employee’s situation 
and needs – will further enhance their 
experience. Tools and processes that allow 
for employees’ opinions and feedback to 
be submitted, received, and acted upon will 
gain popularity – particularly if they can be 
used from mobile devices.
● Innovation through ‘orchestrated’ 
HCM – In the future, employers 
will continue to gain value from the 
comprehensive data and greater efficiency 
that holistic HCM solutions provide. They 
must also look for solutions that, while 
being a single system of record for all HCM 
data, also provide access to a network of 
innovation, in areas of ‘edge’ functionality 
such as payroll. Holistic HCM vendors 
respond to this demand for innovation 
by developing a network of partners and 
providing easy access to that network. The 
vendor takes care of partner integration and 
interoperability typically through pre-built 
integrators, developers’ toolkits, single sign-
on functionality, etc.

Working with an end-to-end HCM 
platform that ‘orchestrates’ this network 
of innovation provides more value and 
powerful insight than working with several 
point solutions. The data is always up-to-
date, and there is only a single relationship 
to manage. While providing a single source 
of truth, the platform also provides access 
to innovation. n

Brian Sparling, payroll delivery manager, Ceridian Europe, reveals the 
technology drivers 
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F indings in the recently published 
CIPP Future of payroll report (‘the 
report’) will no doubt have sparked 

ideas for your payroll operations in the 
year ahead. Equally, for payroll – where the 
mantra has long been ‘paying employees 
accurately and on time’ – topics in the 
report on digital transformation, automating 
business processes and delivering greater 
customer services may be unnerving. 

If you identify with this feeling you’re not 
alone. ‘Automation of business processes’ 
and ‘implementing a new system’ both 
feature in the top seven key issues facing 
payroll from the report. 

So, how can payroll keep pace with rapid 
technological change without compromising 
such a vital need to pay people on time? 
For me, new technology and business 
processes should evolve not disrupt. In my 
experience, far-reaching change projects are 
often delayed or put at risk where significant 
investment is required or the resources for a 
three-year implementation needed. 

My advice is to think big but start small. 
Identify projects you can implement quickly 
and use them as a step change, rather than 
a leap, towards your goals. Here are some 
document automation steps you can take 
with your payroll communications, to deliver 
results before the close of 2019.
● Doing digital without software 
change – Digital transformation is a big 
subject right now, and with 63% of UK 
organisations committed to a digital strategy, 
it’s not something to ignore. At this point, I 
should say digital transformation does not 
automatically imply changing your payroll 
software. In fact, with 75% of respondents 
to the CIPP report being ‘very satisfied’ or 
‘satisfied’ with their current payroll software, 
making the case for change would be an 
unnecessary distraction. 
● Start with your documents – Reviewing 
how documents are communicated to 
employees is a great first step. Consider 

your payslips, P60 certificates, forms P45 
and P11D, time sheets and reward or 
pension statements – what systems do 
you use to create them and how are they 
distributed to full- or part-time employees, 
temporary workers and pensioners? 

In my experience, and shown in the 
results from the report, distribution of 
payroll documents is often fragmented. 
In many organisations, steps have been 
made to go digital (with epayslips) but 
using legacy payroll software, five years or 
older. The digital options here are limited, 
creating situations where payroll have some 
employees online, but others – perhaps 
weekly paid employees, temporary workers 
and pensioners – who are off-system still 
need to be manually administered. This 
creates inefficiencies and additional cost. 

As part of a document review, 
consider secure third-party solutions like 
Datagraphic’s Epay that can complement 
your payroll software to provide epayslips to 
more employees. They work by taking data 
from your system (rather than replacing 
it) so can be implemented in weeks; and 
employees view payslips over the internet 
so don’t need corporate system access or a 
company email. 

Our Epay application also suggests 
60% of employees prefer to view their 
payroll documents online from a mobile 
device. As part of any document review 
understand how your employees get 
online so you can deliver a better customer 
service, by providing documents in a 
format they want to view. Consider a short 
survey to employees ahead of any digital 

implementation to ensure the documents 
you plan to offer online will be accessed.

Moving payslips online is only part 
of a digital document success story. As 
I mentioned above there are a wealth 
of documents generated by payroll that 
typically don’t get digitalised because 
they are generated by different systems 
(e.g. pensions or reward and benefits). 
Again, explore both secure UK third-party 
employee communications solutions – 
like Datagraphic’s Epay or View my Doc 
applications – to move these documents 
online without changing your systems, and 
single sign-on features so employees don’t 
need to log in to different systems to view 
their information. 
● What about print? – What is noticeable 
from the report is that few organisations 
are achieving 100% digital with many still 
printing payroll documents for posting, hand 
delivery or employee collection. In order for 
payroll, which is often undertaken by a small 
team or an individual, to see productivity 
gains new ways of working are needed to 
automate 100% of document distribution. 

This automating doesn’t mean everything 
has to be online or performed by a robot, 
but it does mean removing manual and 
repetitive tasks. 

When you’ve identified the documents 
that can be delivered online, look also at 
how you can automate the residual print. 
This could mean securely transferring your 
data to third-party printers, like Datagraphic, 
that can print and mail documents to 
employees who don’t have any means to 
view them online, creating a multi-channel 
approach to distribution. n

In conclusion, for the payroll profession to 
evolve – to deliver more strategic value 
– the use of technology and automation 
tools is essential to free time and ‘mind-
space’ from operational tasks in 2019 
and beyond. 

Glyn King, of Datagraphic, looks at technology and document automation 
resolutions payroll can achieve in 2019, and urges embracing step change

...use them as 
a step change, 

rather than a leap, 
towards your goals

Think big, start small 
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If there is one thing constant in the payroll profession, it is that there are 
always changes. But how often do we stop to consider what the changes 
could potentially mean for the future of the profession? Vickie Graham DipM 
ACIM, CIPP associate director of business development and membership, 
discusses

Cause and effect 

FEATURE INSIGHT

T echnology is changing at a faster 
pace than ever, and with the 
introduction of business robotic 

automation and artificial intelligence many 
industries are worried that ‘the robots 
are coming’ – including payroll. But what 
will these advancements in technology 
really mean for the profession? Will the 
industry we know and love cease to exist, 
or develop and thrive due to the new 
opportunities?

There is no doubt that technology will 
eliminate some of the process-driven 
tasks which are currently required within 
payroll. This is not a new development – 
payroll departments used to count out the 
pay packets and ensure that they were 
hand-delivered; though technology took 
away that role, the profession lived on and 
payroll professionals are busier than ever. 

Would you have the time to count 
out your employees’ salaries now? I’m 
guessing not. So, what happened when 
technology took this role away? Hopefully 
the answer is that you were able to focus 
the time on more strategic and mentally 
challenging aspects of your role.

One thing is for certain, people will 
always need to be paid. Therefore, the 
requirement for payroll will never go 

away. Neither will the need to pay people 
accurately and on time, which means that 
you will need people to check the results 
of the automated processes and ensure 
that the artificial intelligence is working as 
it should. You will need people to answer 
the queries relating to their pay and how it 
is calculated. 

Our latest Future of payroll report, 
launched in January 2019, shows that 
typically the payroll department will receive 
queries on up to 5% of payslips every pay 
period with the most common queries 
relating to:
● tax codes
● pensions
● new starters
● overpayments or additional hours not 
paid, and
● information displayed on the payslip.

As a payroll professional, you are 

expected to know the answers to these 
questions. 

The payroll professional of the 
future will need to be educated and 
knowledgeable, and not simply someone 
who inputs (maybe via voice technology) 
data into a system.

Voice activation
Although instructing “Alexa, play baby 
shark” seems to be all I use my Amazon 
Echo (other devices are available) for, 
these intelligent systems can be used 
for a number of tasks, and this could 
extend to payroll and human resources 
(HR). Perhaps employees could use the 
technology to book time off? 

These devices are often linked to 
your calendar so why not to your payroll 
and HR system? How convenient would 
it be to talk to your partner about your 
holiday plans whilst sat watching Luther 
(other programmes are available) and 
then get Alexa to put in the annual leave 
request? Might “Alexa, put in an annual 
leave request for 23 June for five days” be 
something to consider?

Blockchain
There is a lot of press relating to 

...The payroll 
professional of the 
future will need to 
be educated and 
knowledgeable...
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blockchain technology. Julie Lock’s article: 
Blockchain – the future of payroll, in Issue 
44 (October 2018) of Professional in 
Payroll, Pensions and Reward, explained 
the concept of blockchain: “…builds 
a secure ledger across a decentralised 
infrastructure. When someone makes a 
transaction it is broadcast to all parties in 
the network who validate and approve 
it. The data is encrypted and anonymous 
to those outside of the network. Once 
the transaction is complete, a new block 
is created and added to the existing 
chain of transaction records. The chain 
provides a permanent and transparent 
ledger, ensuring that the historical record 
of data becomes unchangeable. When 
data changes, all parties receive a copy of 
the data, so each member is responsible 
for its integrity. As there is no centralised 
version, an intruder would need to break 
all of the blocks on all parties at the exact 
same time, which makes blockchain very 
secure”.

For payroll, blockchain could be used 
to pay employees. It could be used as a 
payment channel for those who do not 
have bank accounts; and is something 
that some payroll software providers have 
been developing and testing.

Blockchain could also be used as part 
of organisations’ recruitment processes 
as it provides a way of validating 
qualifications.

Pay on demand
Flexible payment arrangements will 
increase in importance, as will flexible 
working. This is due to people wanting to 
work in different ways, but also needing 
to work differently to allow for a work-life 
balance and family care arrangements, be 
that for children, parents or both.

Advances of pay have always been 
around but have tended to be responses 
to ad-hoc and infrequent requests. What 
we have seen recently is the increase 
in awareness and demand for ‘pay on 
demand’ or ‘pay when I want to be paid’. 
How this is operated can vary: it could 
be that employees are opting to be paid 
more frequently as opposed to traditional 
monthly pay dates, or it could be that they 
are looking for a one-off advance on their 
salary. 

Whatever this looks like within your 
organisation, there are implications for 
both employer and employee. The former 
arrangement of employees choosing 

their pay frequency is straightforward, 
and technology should allow for this 
without much additional work from the 
payroll team. The latter arrangement is 
essentially another form of loan and has 
financial implications for the employee as 
well as potential cash flow issues for the 
employer. Faster payments have made 
this more accessible than ever before 
and many payroll systems can handle 
additional pay runs.

Organisations should consider the 
financial implications for their employees if 
they are frequently asking for advances of 
their pay. By continuing to offer this facility 
you could be putting your employees in 
more financial hardship whereby they 
become dependent on the ‘loan’.

There are also legislative considerations 
relating to collection of income tax and 
National Insurance. A true pay-on-demand 
arrangement would have a significant 
impact on payroll, which must meet the 
obligations placed upon it by legislation 
which requires a full payment submission 
made to HM Revenue & Customs on or 
before the date payment is made to the 
worker. This would render pay-on-demand 
unworkable for payroll without legislative 
changes.

 
Brexit
Perhaps a more imminent change is that 
which will be brought about following 
Brexit. However, at the time of writing 
there is still much uncertainty with regards 
to Brexit, and those who responded to the 
CIPP future of payroll survey indicated that 
this was not a concern for payroll.

Payslip distribution
According to the CIPP Future of payroll 
report 2018-19, 60% of those who 
responded issue payslips via a self-
service portal. This is expected to increase 
as more millennials and generation-Z 
(otherwise known as the generation born 
with a mobile phone in their hand) enter 
the workforce. This generation will expect 
to access payslips online and probably via 
a smart phone.

Whatever the method of payslip 
distribution, technology exists to automate 

the distribution, and this should be 
embraced by payroll departments to 
allow more time for other tasks such as 
analytics.

Reward
It would be remiss to talk about the future 
of payroll without including reward, as the 
future of payroll is reward. 

We are seeing an increase in the 
number of pay and reward roles as pay 
is about more than just pay. People are 
increasingly interested in their overall 
remuneration package, the benefits which 
are available to them and how they can 
get more from their pay and employer.

Organisations are starting to recognise 
the value that payroll data can bring if 
they use the professionals working in 
the industry to analyse and understand 
that data to identify which benefits to 
introduce.

Financial awareness
With employee wellbeing being topical 
and on most organisation’s agenda, 
payroll can make a real difference through 
providing financial awareness. In the UK 
there is very little education on how to 
manage your money from one pay date 
to another and as a result there is an 
increase in debt and short-term lending. 
I talked about pay on demand and the 
‘loan’ element earlier in the article. 

Payroll professionals of the future could 
play a part in increasing people’s financial 
awareness through the introduction of 
financial education in the workplace, or 
even just explaining pay and the benefits 
available within the organisation and how 
employees could save money through 
benefits available to them. 

The future
With so many technological changes in 
payroll’s future, the skill set of payroll 
professionals will change. Those working 
within the profession will need to be 
knowledgeable and skilled within the 
profession, they will need to maintain 
continuing professional development to 
keep up with changes, and they will be 
required to deliver excellent customer 
service to their employees. n

Future of payroll report 2018–19
The CIPP Future of payroll report 
2018–19 is now available within My CIPP 
at cipp.org.uk.
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Jerome Smail, freelance journalist, reveals the views, insight and predictions 
of industry luminaries 

The future of payroll

FEATURE INSIGHT

I t’s fair to say that the payroll sector is 
used to change. In fact, one of the key 
attributes of the profession is its ability 

to adapt seamlessly to new developments, 
whether centred around technology, 
working methods, legislation or regulation.

This is especially impressive given the 
unpredictable nature of those changes. 
Who can say what the future will bring for 
payroll? While no one knows for sure, those 
at the heart of the industry are well-placed 
to see what’s on the horizon. 

With that in mind, we asked a range of 
prominent leaders in the sector for their 
views on what the coming years have in 
store for payroll. Here’s what they had to 
say...

Rise of the robots
“One of the biggest innovations facing 
payroll over the next few years comes with 
the increasing development of artificial 
intelligence (AI) and ‘bot’ software. AI is 
becoming more and more part of everyday 
life – those of us with smartphones will 
be familiar with our online assistants such 
as Siri, and as this technology becomes 
more established and available within the 
business world, we can expect to see more 
of this in the workplace. 

“Chatbots can be programmed to learn 

the nuances of payroll and individual 
business to be able to respond to 
employee queries, while other bots can 
be used to automate simple routines, thus 
reducing the need for manual processes. 
And while there is always the fear of job 
losses alongside any automation, this 
kind of development can also create 
opportunities to upskill existing staff to work 
on adding value in other areas of payroll.”
Ben Hancock MSc FCIPP, head of 
payment services, London School of 
Economics and Political Science

“In the future we will see payroll 
departments make increasing use of AI, 
in particular virtual assistant chatbots, to 
remove much of the daily administrative 
burden they face, such as dealing with 
routine payroll queries, and which enable 
variable input such as expenses, overtime 
claims and absences to be entered by the 
employees, anywhere, anytime. 

“Embracing chatbots to handle many of 

the repetitive transactional tasks will help 
to free HR [human resources] and payroll 
professionals from distractions and time-
consuming chores so they can spend more 
time on meaningful work.

“I think we will also see increased 
flexibility over when payments are made. 
People are used to financial transactions 
with their banks happening in real time 
and will start to question why they should 
have to wait a few weeks or even months 
to be paid by their employers for the work 
they do or be reimbursed for expenses 
they incur.

“As a consequence, payroll will need 
to become less based around batch 
processes executed, often manually, at 
defined intervals, and more focused on 
automated transactions made in real time.”
Neil Tonks ChMCIPPdip, legislation 
manager, MHR

“In the short-term, the role of the payroll 
professional is likely to become increasingly 
specialised, as technological innovations 
automate processing tasks and allow 
greater focus on strategy and compliance. 
This should enable the profession to attain 
a higher profile and greater recognition 
within organisations.

 “As Generation Z employees start to 

...more focused 
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flood the workplace, traditional norms such 
as the monthly payroll cycle will become 
outmoded and expectations of ‘real-time’ 
salary payments will achieve greater 
prevalence. Initially, processes such as 
that offered by Wagestream may facilitate 
this transition, but over time blockchain 
and other emerging technologies will pick 
up the mantle. It may even be the case 
that other mediums of payment, such as 
cryptocurrencies, are introduced into the 
payroll space. 

“In the medium- to long-term, the 
introduction of robotics technology and 
AI will further automate and enhance the 
speed and efficiency of standard payroll 
tasks, but increasingly complex statutory 
and legislative requirements will fill the 
vacuum, further enhancing the importance 
of the payroll function.”
Nick Phillips ChMCIPPdip, payroll project 
lead (Fit for the Future), Employee Service 
Centre, Leicestershire County Council

“It’s a fascinating time to be involved in 
payroll. The latest thinking on the future 
of the profession is that it will need to 
extend its remit and align activities to assist 
with more strategic decision-making and 
performance improvement through data 
analysis. To achieve this, the adoption of 
new technologies and automation tools will 

be essential to release staff from repetitive 
and manual operational tasks to develop 
analytical skills for the future.

“To assist with this shift of focus, I 
expect robotic process automation (RPA) 
to become more commonly deployed 
to automate tasks like the distribution 
of payroll documents. AI will also assist, 
automating responses to routine employee 
requests. 

“There are also some interesting ideas 
emerging to assist with delivering great 
customer service to employees. Supporting 
employees with financial wellbeing is one, 
through pay on demand applications. 
A wider range of data analysis tools are 
also likely to emerge, to support payroll 
to interpret and report back at the level of 
detail required for decision making.”
Glyn King, group managing director, 
Datagraphic

Opportunity knocks
“Over the next few years, I think we will 
see a real change in respect of the payroll 
function becoming far more proactively 
customer-focused and operating more 
intrinsically within the business to 
promote organisational agendas such 
as engagement, wellbeing and staff 
retention. We have seen more and more 
of the business activities centralised with 
the payroll team as a key partner to the 
operation of new benefits and also as a 
proactive communicator of many of the 
benefits available to employees in the 
workplace. 

“Alongside this, the technology to carry 
out the operational activities has become 
externally more integrated, highlighting the 
need for payroll professionals to not only 
be administratively organised and efficient 
but also to have a skillset that more lends 
itself to developing technologies, using data 
to inform actions and being able to get 
the most out of technology solutions. The 
future for payroll professionals is incredibly 
positive with many more doors and 
opportunities open than ever before.”

Ian Hodson MSc ChMCIPPdip, head 
of reward/deputy director of human 
resources, University of Lincoln

“Now, more than ever, payroll needs a 
place at the boardroom table. Payroll has 
historically fallen down the gap between 
HR and finance directorates, yet it is one of 
the most crucial functions in any business. 

“Payroll’s future lies in its ability to be 
agile in terms of reporting, dovetailing into 
cloud-based systems, adopting AI for the 
most basic functions and adapting to the 
needs to future generations of employees 
by providing them with the data and 
information they will expect to see. Payroll 
is ideally suited to integrate with HR 
systems so that the information exchange 
on attrition, recruitment and retention, 
absence and pensions information is 
available in real time to the employer. 

“A forecasting function that takes 
account of labour market trends and other 
issues, such as tax reporting and the GDPR 
[General Data Protection Regulation], 
is vital. In global businesses, employee 
mobility and currency payment, including 
crypto, is likely to increase and high levels 
of compliance, especially in BEPS [base 
erosion and profit shifting] jurisdictions, is 
essential.”
Justine Riccomini MSc FFTA AIPA 
Chartered MCIPD ChFCIPP, head of tax 
(Scottish taxes, employment and ICAS 
tax community), Institute of Chartered 
Accountants Scotland

Data mine
“If payroll is to become a strategic business 
function rather than an operational one, 
then the way it handles data is going to be 
vital.

“Historically there’s been a degree of 
separation between transactional finance or 
HR systems and payroll, with data copied 
across periodically from one to the other. 
Not only has this led to delays in using 
people data for decision making, but it also 
raises questions about the accuracy and 
integrity of the data.

“We’re helping more and more 
organisations to use their HR system as the 
central point for people analytics, bringing 
together all people data into one place and 
securing it via a single security model.

 “In the last year, the GDPR 
has intensified the need for better 
management of payroll data and how 
people analytics should be delivered. 
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Having faced the rigours of GDPR, it’s 
important that businesses can continue 
to meet future changes in regulatory 
compliance. For example, we expect 
the UK government to renew its focus 
on the gender and diversity pay gaps, 
encouraging businesses to analyse their 
people data in new and different ways. It 
is much easier to adapt to those changes 
when all employee data is held in one 
system.

“It also helps both the business and 
its employees to plan more effectively. 
From a business perspective, it provides 
full visibility of payroll costs, making it 
easier to understand the total cost of 
ownership of the employee base. It also 
makes workforce planning easier, allowing 
businesses to calculate the cost of moving 
resource from one place to another. For 
employees, it gives them better visibility of 
their total reward, so they can understand 
their value to the business and tie it back 
to performance.”
Mark Judd, vice president, HCM product 
strategy EMEA, Workday

“It’s clear that the correct use of data is 
paramount for the success of a business 
and there is no exception when it comes 
to the payroll department. It provides the 
most reliable data in the company, which 
is why it has to increasingly play a central 
role in improving business operations.

“What we are already seeing, and will 
continue to see over the coming years, 
are more businesses starting to exert this 
influence and capitalise on what payroll 
has to offer in terms of data and analytics. 
In fact, recent research from SD Worx 
revealed that up to 87% of business 
leaders are now asking for employee 
payroll data to inform business decisions. 
For this to continue, it will be vital for the 
payroll teams to win the trust of the wider 
business in terms of applying insights 
from data gathered. 

“Beyond data analytics, businesses 
invest huge amounts of time and money 
in implementing the latest technology 
such as AI, and payroll and HR will have 
an essential role to play in preparing the 
workforce for this technology. Teams 
need to understand how and why such 
technologies will change the way they 
work for the better in order to ensure 
adoption reaches its full potential.”
Steven van Hoorebeke, chief executive 
officer, SD Worx Group

Flexible future
“One of the most stable elements of any 
organisation is its payroll function. It’s a 
business operation that will always be part 
of any company without fail. However, 
the next few years are likely to bring key 
developments in the industry, with many 
changes to come in response to increased 
globalisation and new technologies.

“In an increasingly international business 
sphere, flexible global payroll capabilities 
are of growing importance to businesses 
worldwide. New technologies such as 
blockchain are likely to bring even greater 
innovation in the future, delivering increased 
efficiency and ease in making cross-border 
payments. The industry is already exploring 
blockchain technology as it becomes more 
widely understood and adopting this has 
the potential to radically change processes 
and business models, such as payments.

“Pay and reward analytics are also likely 
to see innovation. As companies continue 
to struggle to attract and retain skilled 
people, the demand on understanding the 
effectiveness and competitiveness of their 
people compensation will heighten. This is 

likely to drive a need for solutions that will 
enable limited resources to be targeted in 
the most effective way.”
Jeff Phipps, managing director, ADP UK

“The future of payroll lies in the cloud. 
New technology gives rise to the possibility 
of new ways of working, with better 
efficiencies and more accuracy. Cloud 
platforms can enable better collaboration 
and flexibility around workflow, especially for 
larger companies and bureaux. 

“With cloud platforms, everyone can 
access their data, albeit with different views 
or interfaces. These interfaces can be 
tailored to what the viewer wants to and 
needs to see at any particular point in the 
payroll process. If everyone involved in the 
process can collaborate using one system, 
data is more secure, which is important 
for GDPR compliance, and removes the 
need for data to be collected and shared 
over email and spreadsheets. Better 
collaboration enables better accuracy and 
the ability to spot errors and correct them 
in time. 

“New technology is also faster and more 
scalable. Cloud-based web applications 
deliver a richer user experience and can 
be designed with the user in mind. This 
means that an interface can be delivered 
as a business application, used by lots of 
different people in a business rather than a 
back-office compliance product that only a 
specialist can operate.”
Catherine Pinkney, founding partner, 
Paycircle n
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P eople want more from their job 
than just a salary – which means 
employers need to change the way 

in which they interact with their workforce. 
They need to think about the culture of 
their organisation, how can it attract the 
top talent, and align its culture to meet 
people’s needs. Modern-day employees 
need to feel like they are making a 
difference, that they are recognised and 
valued for their work; they need to be 
supported in their journey to become the 
very best version of themselves in and 
outside of work. Employers that evolve 
to become people focused will be the 
employers of choice, whereas those that 
don’t embrace the human experience 
will struggle to attract and retain the talent 
needed to sustain and grow their business. 

So, how does this impact the payroll 
profession? The impact on the payroll 
profession will be significant. The role of 
a payroll professional is about to evolve 
to the next generation of workforce 
managers, who are responsible for 
creating, implementing and managing 
financial well-being support and flexible 
working for the workforce. Working closely 
with business leaders to advise and 
design the right kind of financial well-being 
packages that suits the demographics 
of the workforce and creating flexible 
working packages that meet the needs of 
the business and the workforce. Driving 
the right level of communication and 
engagement out to the workforce; sharing 
knowledge and expertise to assist people 
to make the right choices for themselves. 

The new generation of payroll 
professionals will analyse workforce data 
and provide solutions to productivity 
issues, advise the board on strategies 
to enhance staff engagement, improve 
workforce planning for the business, and 
for the people improve financial well-being 
of the workforce and aid greater attraction 
and retention of top talent.

To introduce these new workforce 
management services and business 
strategies, the payroll profession 
will require new skills, training and 
development. Alongside the payroll 
legislation and processing skill sets that 
exist today, payroll professionals will 
need to gain new skills enabling them to 
understand:
● productivity maximisation to create 
workforce strategies that meet the needs 
of businesses and employees
● how flexible working is much more than 
time and location, and how this can lead 
to attracting and retaining the very best 
talent 
● how employee well-being can drive 
retention and productivity
● financial well-being supporting services 
for the workforce and how this increases 
engagement and reduces absenteeism.

To engage the board with new 
innovations that will help the organisation 
and the workforce, payroll professionals 
will require new skills to deliver proposals 
for consideration. To do this they will need 
to:
● learn more about technology 
advancement and applications that can 
support required change
● carry out research and analyse data
● create solutions to problems
● produce professional business cases 
stating recommendations to the board
● present plans to leaders, managers and 
employees
● build communications strategies

● use various media for communications 
– both social and professional  
● deliver the implementation of new 
innovations
● project manage new schemes
● create business processes and data 
maps. 

The payroll industry will rely on the 
Chartered Institute of Payroll Professionals 
to create new courses to meet the 
changes in the industry. 

But when will a payroll professional 
have the time to learn these new skills? 
Payroll operational efficiency is the key. 
Selecting the right solutions that will 
remove the mundane and repetitive tasks 
is critical to freeing up time to take payroll 
to the next level and become influencers 
to the board.  Technology is already 
advancing to deliver much greater payroll 
processing efficiency than ever before; 
freeing up time to focus on financial well-
being programmes of work.  

Time will need to be invested in 
obtaining a greater understanding of how 
the advances in technology can really help 
the payroll professional introduce people 
and productivity enhancements to their 
organisation. This enables the professional 
to understand what solutions they need to 
procure to enable them to free up time to 
learn new skills and apply them. 

Finally, we will see new roles within the 
payroll industry start to emerge providing 
new career development opportunities 
for payroll professionals. These will be 
defined by capability starting with payroll 
processing, and working towards workforce 
managers, directors and chief workforce 
officers, responsible for identifying 
problems and solutions, bringing business 
and people needs together, managing 
flexible working and resource optimisation, 
managing financial well-being, engaging 
with the board to drive positive change all 
leading to a the attraction and retention of 
great people. n

Julie Lock, innovation director for Mitrefinch Ltd, foresees evolution
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O ne of the most common benefits 
companies provide for their 
employees is group-term life 

(GTL) insurance. Payroll professionals 
will need to calculate the taxable income 
for this and other fringe benefits. The 
calculation is not a difficult one but is 
frequently misunderstood. 

When determining the taxation of GTL 
insurance, a review of the company policy 
and benefit plan should be completed. 
Some of the questions to ask are:
● What type of life insurance is being 
offered?
● Is the life insurance part of a cafeteria 
plan?
● Do the employees contribute to the cost 
of the policy?

The type of coverage is important to 
this process. To qualify for the exclusion of 
income, the life insurance policy offered 
must be a general benefit policy without a 
cash value. The value of all general death 
benefit policies is included in the amount 
of insurance as a fringe benefit. A common 
practice is to have two programs for GTL 
insurance. For example: the company offers 
GTL insurance for $50,000 and the option 
for employees to enrol in supplemental life 
insurance. If both policies provide a general 
death benefit, the value of both policies 
needs to be considered when calculating 
the fringe benefit for the employee.

The next step will be to gather 
information about the employee. The 
information needed is:
● employee’s age
● total value of the policies
● employee’s portion of the premium 
● whether the premium is withheld as a 
pre- or post-tax deduction. 

Armed with these facts, the imputed 
income can be obtained by following 
these steps: 
1. Determine the total value of GTL 
insurance coverage.
2. Subtract the excluded amount of 
$50,000.
3. Divide the excess amount of coverage 
by $1,000.
4. Find the rate in the table based on the 
employee’s age as of the end of the year.
5. Multiply the rate from the table and the 
value from step 3.
6. Deduct the employee’s after-tax 
contribution (if any).
7. Add the excess amount to the 
employee’s income, withhold and pay 
social security and Medicare taxes, and 
report the amount as required.

There are a few points to remember. 
First, the age rate table is based on 
a monthly schedule. Second, the 
employee’s contribution must be 
converted to a monthly rate or the 
monthly rate from the table must be 
converted to the employee’s pay period. 
Third, if the employee’s contribution is 
deducted pre-tax, then the contribution is 
not deducted from the imputed income 
for the employee. o

This article was published in the June 
2018 issue of the American Payroll 
Association’s PayTech magazine. 
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Latisha O’Neal CPP, payroll supervisor at Bama Companies Inc, and a member of 
PAYTECH’s board of contributing writers, sets out details relevant to the USA

Age *Cost $

Under 25 0.05

25–29 0.06

30–34 0.08

35–39 0.09

40–44 0.10

45–49 0.15

50–54 0.23

55–59 0.43

60–64 0.66

65–69 1.27

70+ 2.06

...general benefit 
policy without a 

cash value

Calculating GTL 
insurance

* Per $1,000 of protection for one month

Example
Larry is employed by White Lighting 
Company with a biweekly pay schedule. 
White Lighting provides $50,000 of 
GTL insurance and Larry has elected 
additional supplemental life coverage of 
$150,000. Larry contributes $10 after-tax 
and his birthday is October 28, 1964. 
Total coverage: $200,000 ($50,000 + 
$150,000)
Minus amount excluded: $50,000 = 
$150,000
Divide by $1,000 = 150
Multiply by 0.23 (age 50–54)= monthly 
imputed income of $34.50 
Subtract employee’s monthly after-
tax contribution of $21.67 ($10 × 26 
biweekly = $260 annually ÷ 12)
Monthly imputed income = 
$12.83($34.50 - $21.67) 

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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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

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

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

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

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

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

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

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

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

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

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
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Useful contacts

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

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

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

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.



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

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

James Gray Associates
Brewmaster House, 1 The Maltings, St Albans, 
Hertfordshire AL1 3HT
Tel: 01727 800377   Fax: 01727 221220
Email: jga@jgarecruitment.com 
Website: www.jgarecruitment.com 
Twitter: @jgarecruitment

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

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

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

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

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

Time and attendance

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 management 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



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.

I ’m a little emotional, sat listening to 
the constant pinging of emails and 
texts knowing those sounds have 

nothing to do with payroll. No quizzical 
queries or mystery missives – just constant 
congratulations! 

No, it isn’t about an award, or a record 
sales year, or even the launch of a brand 
new Crumbitt confection. It’s the pitter 
patter of tiny feet. Especially wonderful 
(and tear inducing) is that the new 
Crumbitt’s baby is actually a payroll baby 
and his proud parents are our very own 
Jace and Billie. 

In payroll we see so many parental 
activities – maternity, paternity, adoptions, 
childcare vouchers – but it all gets a bit 
‘Matrix’ when you’re just looking at figures 
and surnames. Having a new arrival within 
the team has brought ‘parental activity’ into 
sharp focus now that it pertains to valued 
colleagues.

After the ‘whoop-ness’ of Jace’s and 
Billie’s exciting news nine months ago I 
entered an elongated panic mode and daily 
catastrophised dramatic payroll scenarios. 
How would we ever cope without them 
both once the baby was born? We’re a 
small team and they’re both integral to 
the smooth running of operations (not to 
mention the morale of the group). We have 
pressing payroll deadlines, the imminent 
release of Mr Crumbitt’s (frankly, nuts!) 
online payslip which asks employees to 
click on a variety of ingredients and a virtual 

cookie before access is granted to the grail-
like payslip at the end, and the fact Billie’s 
the only person in the office who can make 
a cup of tea exactly as I like it! 

Before I drove myself to the point of 
insanity, encouraged by the ever calm and 
supportive Tom, I called a meeting with 
the team to work out contingency plans 
and coordinate activities for when the new 
parents were on leave. It took a while to 
settle everyone down as Jace and Billie had 
just returned from a scan and everyone 
suddenly became embroiled in an unofficial 
game of ‘is that it’s head?’ Still, once the 
tea was made (another exemplary mug-full 
by Billie) and the flip chart paper and pens 
were out, we managed to put together a 
pretty solid plan (and my sleepless nights 
were thankfully at an end). 

We agreed that Jace would take his 
two weeks of paternity leave immediately 
on birth, and Billie would plan to take the 
full year of maternity and use keeping-in-
touch days to help out at year end. Well, 
Billie absolutely loves completing a PAYE 
settlement agreement – so who am I to 
deny a prospective mum her heart’s desire?

Once the plans were sorted the team 
moved on to the important work of 
setting up a sweepstake to guess baby’s 
weight and a possible name. This being 
Crumbitts, the weight wasn’t in pounds 
but in numbers of Crumbitt’s Crinkles. A jar 
containing fifty cookies sat next to a weight 
chart was cradled like an infant by many 
employees attempting to figure out if it 
weighed more or less than a newborn. 

Choosing a name was equally biscuit-
based, with guesses ranging from 
‘Shortcake’ to ‘Gary – middle name Baldi’. 
Thankfully, there were also a few sensible 
suggestions including mine, which was my 

favourite grandpa’s name: Albert.
Suddenly, it was time for Billie to start 

her maternity leave. Just as quickly, Jace 
changed from a laughing, carefree project 
officer to a phone-obsessed anxious dad-
to-be. If Jace couldn’t take his phone into 
a meeting he left it with one of us – and 
the responsibility was almost too much. We 
found ourselves shouting round the office 
“who’s got the phone?” every five minutes 
and then screaming at the inevitable 
telesales person on the other end who had 
really, really rung at the wrong time.

When ‘the call’ finally came it was a 
text from Jace asking “Is it ok to start my 
paternity leave? It’s a boy, can you let the 
team know?”

Since announcing the news this 
morning we’ve gone in to full-blown 
‘baby fever’ with photos of the new 
arrival popping up all over the place and 
squeals of delight around the factory. 
Seeing the joy this has brought to the 
entire workforce has made me think. 
Sometimes you forget when you are 
processing payroll that the names on the 
paper are real people with real lives and 
with real life changing events happening 
to them. Payroll plays a really big part in 
making everything run smoothly for them 
and it’s not until you really know and care 
about the people you work with that you 
understand how important what you do is 
to their lives. 

Well done my fantastic team, and 
congratulations to Jace, Billie – and Albert. o

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 new addition to the team
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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.*



Pay.
Rolling.

NGA Human Resources UK and Ireland is now Zellis

With over 50 years’ experience and now serving over 5 million 
of our customers’ employees, we process in excess of  
60 million payslips a year. If you’re looking for market leading 
payroll and HR software and services, Zellis is the answer.

Find out more at zellis.com

Verify ‘market leading’ claim at zellis.com

9397-NGA-Template-Pay-A4.indd   1 09/01/2019   10:46




