
proach to improve fairness when operating benefits 
schemes. The steps are:
l securing commitment among business leaders 
to support the needs of low earners, using research, 
stories and case studies;
l building a business case that fully reflects the 
impact of employee benefits, including acknowl-
edging tangible and intangible benefits and recog-
nising the role employee benefits can play in sup-
porting organisational priorities and challenges;
l recognising the distinct needs and preferences 
of low earners, and the diversity of the group, in 
how they design and implement schemes;
l providing additional support to inform choice, 
enable access and demonstrate value;
l working collaboratively with third-party suppli-
ers to tailor off-the-shelf products so that they are 
more closely aligned to the needs and challenges 
of low earners;
l promoting benefits in a way that reaches and 
resonates with low earners, for example by tackling 
a lack of digital skills among some of this group;
l monitoring and measuring take-up and impact 
to demonstrate their value in driving business per-
formance and supporting low-earners.

Heather Carey, deputy director of the Work Foun-
dation, said: “Employee benefits can be extremely 
valuable — particularly schemes that help to mit-
igate living costs. But despite rapid expansion of 
the employee benefits market, our research finds 
that many employers are failing to maximise their 
value for low earners which is bad for employees, 
and bad for business.

Use fringe benefits to 
help lower earners
Businesses should make better use of their employ-
ee benefits to support low earners, according to a 
report by the Work Foundation. 

The think tank says that workplace items such as 
uniform and equipment — as well as provisions such 
as training, pensions and insurance schemes — 
should be offered in a way that eases the financial 
burden on families.

Commissioned by the Joseph Rowntree Foundation, 
Improving fringe benefit schemes for low-earners 
cites statistics revealing that around one in five 
(22%) of the population live in poverty, of which 
half are working families.

It found that the types of benefits most valued by 
low earners were food and leisure perks, travel 
support, childcare and housing. These employees 
also valued financial education and support.

The Work Foundation said that while the employee 
benefits market has expanded as organisations 
compete for talent, too many employers have failed 
to maximise the value of employee benefits for 
their lower earners.

It advocates that employers take a seven-step ap-
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“It’s important that employers recognise the 
business benefits these can bring — the firms em-
bracing fringe benefits are reaping the rewards 
of better employee engagement, productivity and 
performance — as well as having happier staff.”

www.personneltoday.com/hr/use-employee-benefits-to-support-lower-earn-
ers-says-work-foundation/

www.jrf.org.uk/report/improving-fringe-benefit-schemes-low-earners

Large employers should 
report on disability 
A voluntary reporting framework has been  
developed by the government in partnership with 
leading businesses and third sector organisations 
to support employers to voluntarily report informa-
tion on disability, mental health and well-being in 
the workplace.

It is aimed at organisations with over 250 employees, 
but can be used by employers of any size.

For reporting on disability, the aim is that employ-
ers who choose to engage with this framework will 
report on Part A and, where possible, also on Part 
B, as set out below. If employers are not be able 
report for now, the hope is that the framework, and 
the associated guidance, will support them towards 
being able to do so in the future.

The framework suggests that employers:
l Part A — provide a narrative to explain the activi-
ties in your organisation in relation to the recruitment 
and retention of disabled people; and
l  Part B — report the percentage of individuals 
within your organisation who consider themselves to 
be disabled or have a long term physical or mental 
health condition.

It is believed that the recording and voluntarily 
reporting information on disability, mental health 
and well-being may support an employer to:
l improve employee engagement and retention, 
with consequent gains for performance and pro-
ductivity — engaged employees are less likely 
to report workplace stress and take fewer days 
sickness absence;
l better understand the experiences of disabled 
people and people with mental health conditions 
in their workforce;
l better monitor internal progress in building a 
more inclusive environment for employees;
l access a wider pool of talent and skills through 
promoting inclusive and disability-friendly recruit-
ment, retention and progression policies;

l set an industry example in driving a cultural 
shift towards increased transparency;
l better serve and connect with disabled custom-
ers and communities, capitalising on spending 
power; and
l engage in open and supportive conversations 
about disabilities and health conditions to help 
enable employees to remain in work and achieve 
their potential.

https://assets.publishing.service.gov.uk/government/uploads/system/uploads/
attachment_data/file/758000/voluntary-reporting-on-disability-mental-health-and-well-
being.pdf

Five million got Living 
Wage increase
The increase last April in the National Living Wage 
(NLW) raised the pay of up to five million workers, 
according to the Low Pay Commission’s 2018 report.

The five million figure is fewer than in 2017, but still 
works out as a fifth of workers aged 25 and over. 
The 4.4% increase in the NLW pushed pay up fast-
er than average not only for those on the rate, but 
also for the bottom 20% of earners (those earning 
up to £9 an hour. This is because employers have 
sought to maintain a gap between job grades, or 
have kept their pay rates above the NLW.

On the other side of the coin, 1.6 million people 
were paid at or below the NLW, equivalent to 6.5% 
of all workers aged 25 and above; roughly the same 
proportion as in 2016 and 2017. 

Almost two-thirds of those paid the NLW — a million 
workers — were women.

Bryan Sanderson, chair of the Low Pay Commission 
said: “So far, the evidence suggests the NLW has 
been successful in raising pay without causing 
unemployment, but employers have had to adjust 
in various ways.”

The Low Pay Commission heard from employers 
how they have had to adapt to NLW increases: 
accepting lower profits, increasing prices where 
possible, restructuring workforces and narrowing 
the gaps between pay bands. Stakeholders thought 
improving productivity would be the key to manag-
ing future cost increases.

However, the Low Pay Commission’s analysis and 
research did not find clear evidence of any neg-
ative effects on employment from the increased 
NLW. The 2018 report said: “While we do hear 

www.personneltoday.com/hr/use-employee-benefits-to-support-lower-earners-says-work-foundation/
www.personneltoday.com/hr/use-employee-benefits-to-support-lower-earners-says-work-foundation/
www.jrf.org.uk/report/improving-fringe-benefit-schemes-low-earners
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/758000/voluntary-reporting-on-disability-mental-health-and-wellbeing.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/758000/voluntary-reporting-on-disability-mental-health-and-wellbeing.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/758000/voluntary-reporting-on-disability-mental-health-and-wellbeing.pdf


Volume 80 Issue 48 Fact Service 191

about employment effects, particularly in certain 
sectors (convenience retail, textiles, wholesale and 
hairdressing), this is usually through slowed hiring; 
few employers report redundancies.”

https://assets.publishing.service.gov.uk/government/uploads/system/uploads/
attachment_data/file/759271/National_Minimum_Wage_-_Low_Pay_Commis-
sion_2018_Report.pdf

Do as I say not as I do
The PCS public and commercial services union is 
up in arms at the way its members at the Highways 
England are being treated compared with top man-
agement at the government-owned company which 
maintains England’s motorways and major roads.

Highways England is imposing a 1% pay offer on 
its staff from 1 January 2019. This comes after staff 
have faced a three-year pay freeze followed by a 
seven-year 1%-a-year cap. Senior staff, meanwhile, 
have enjoyed increasingly high pay increases.

The agency, which is a government-owned compa-
ny, has continued the de-facto 1% pay cap, despite 
not being subject to the pay remit guidance which 
ties government departments to 1.5% pay cap.

This covers all pay band 1 to 8 staff (below the tradi-
tional senior civil service grades) which represents 
the vast majority of the workforce.

PSC says thee pay policy runs contrary to promises 
made to staff. Before civil servants working for the 
Highways Agency were forcibly transferred from 
the civil service into Highways England, they were 
told by senior management that one of the benefits 
would be flexibility on pay, in other words they would 
no longer be subject to public sector pay caps. 

To make matters worse this latest offer means that 
these staff are further away than ever removed from 
pay harmonisation to colleagues elsewhere in the 
Department for Transport who are now receiving 
a 1.5% pay rise.

On top of the derisory pay offer, a Freedom of 
Information (FoI) request from PCS has revealed 
a huge increase in senior grade numbers earning 
above £100,000 a year, the vast majority male, and 
not subject to the pay cap. 

The FoI request showed that as of 1 January 2018, 
the total number of senior permanent staff paid 
above £100,000 was 48. Of these, only eight were 
female. This compares to 26 (four female) in 2017 
and 12 (two female) in 2016.

Highways England’s annual report for the year 
ending March 2018 shows that chief executive 
officer Jim O’Sullivan had a remuneration package 
of £402,576 — a 9.7% increase on his 2017 package 
of £366,868.

On a calendar year basis, the union estimates that 
O’Sullivan will have by 2 March earned more since 
New Year’s day 2019 than someone in pay band 8 at 
the top of the salary range will earn all year, having 
passed everyone in pay bands 1-4 on 30 January.

Chief financial officer Vanessa Howlison, who was 
appointed in June 2016, saw her remuneration pack-
age increase by 6% if the full year salary of £195,000 
for 2017 is used for calculations. Her package in the 
year ending March 2018 came to £247,999.

https://www.pcs.org.uk/news/outrage-over-highways-england-executive-pay

https://assets.publishing.service.gov.uk/government/uploads/system/uploads/at-
tachment_data/file/727819/GFD17_0045_Annual_report_V15-3_-_web_.pdf

UK bottom of real-wage 
growth league 
Workers in Britain have had the weakest real wage 
growth among the most advanced nations in the 
G20, according to the United Nations agency, the 
International Labour Organisation (ILO). 

The ILO’s Global wage report 2018 found that the 
UK ranked bottom of a group of nine wealthy na-
tions for its pay performance since 2009, after the 
financial crisis.

Italy and the United Kingdom have suffered losses 
in real wage growth of about 5% over the period 
2008–17. In the case of Italy, a return to positive 
wage growth from 2014 was halted in 2017, when 
real wages declined again, whereas in the United 
Kingdom, after a two-year recovery period be-
tween 2014 and 2016, wage growth seems to have 
remained constant since 2016.

That put both countries far behind other major G20 
nations such as the US and Germany. South Korea 
had the strongest real wage growth at 15%.

The report also analyses inequality in wages, as 
represented by the Gini coefficient, using survey 
data on wages from 64 countries which, together, 
reflect the wage distribution from some 75% of the 
world’s wage employees. 

The Gini coefficient summarises the relative dis-
tribution of wages in the population, with lower 

https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/759271/National_Minimum_Wage_-_Low_Pay_Commission_2018_Report.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/759271/National_Minimum_Wage_-_Low_Pay_Commission_2018_Report.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/759271/National_Minimum_Wage_-_Low_Pay_Commission_2018_Report.pdf
https://www.pcs.org.uk/news/outrage-over-highways-england-executive-pay
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/727819/GFD17_0045_Annual_report_V15-3_-_web_.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/727819/GFD17_0045_Annual_report_V15-3_-_web_.pdf
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values — closer to zero — indicating lower levels 
of inequality and higher values — closer to 100 — 
indicating higher levels of wage inequality.

The ILO also breaks the figures into four groups 
of countries: high income; upper middle; lower 
middle; and low income. 

The countries with the lowest levels of wage ine-
quality are found among the high-income group, 
whereas countries with the highest levels of wage 
inequality are found in the low-income and mid-
dle-income groups. 

There is also some variation within groupings: 
among the 30 high-income countries, the Gini co-
efficient ranges from a low of 19.5 for Sweden to a 
high of 38.7 for Chile; the UK with a figure of 33.8 
ranks 23rd out of the 30 for wage inequality.

Gender pay gap The ILO also examined the gen-
der pay gap in 70 countries that account for as 
much as 80% of wages worldwide, and it found 
women earn about 20% less than men on average.

Pakistan had one of the highest gender pay gaps 
at 34%, while in the Philippines, women earned on 
average 10.3% more than men.

The UK had one of the highest median gender pay 
gaps for hourly wages among the biggest econo-
mies in the world, ranking third-worst behind South 
Korea and Estonia with a 20.6% disparity. The ILO 
also found the UK had a low share of women among 
the top 1% of earners.

www.ilo.org/wcmsp5/groups/public/---dgreports/---dcomm/---publ/documents/publi-
cation/wcms_650553.pdf

www.theguardian.com/business/2018/nov/26/uk-wage-growth-g20-nations-ilo-pay

New statutory rates for 
parents in work
Proposed rates for Statutory Maternity Pay, Paternity 
Pay, Shared Parental Pay, Adoption Pay and Sick Pay 
from April 2019 are among the many revised State 
Benefit payments that have recently been published 
by the government.

Statutory Maternity Pay will increase by 2.4% from 
£146.18 to £148.68 a week or 90% of the employee’s 
average weekly earnings if this figure is less than 
the statutory rate, the Department for Work and 
Pensions said.

Similar rates and the 90% proviso apply to Paternity 
Pay, Shared Parental Pay and Adoption Pay.

The annual uprating for these benefits takes effect 
in the first full week of the tax year. In 2019, this will 
be the week beginning 8 April.

The rate of Statutory Sick Pay is also increasing 
from £92.05 to £94.25 a week.

Entitlement to these statutory payments is based 
on an employee’s average earnings, which must 
be equal to or more than the lower earnings limit 
(LEL). The LEL is increasing by 1.7% from £116 to 
£118 in April 2019.

www.gov.uk/government/publications/benefit-and-pension-rates-2019-to-2020

Back our domestic 
abuse charter — GMB
The GMB general union has called on employers 
to sign up to its Work to stop domestic violence 
charter.

GMB’s charter calls on employers to support em-
ployees experiencing domestic abuse will not be 
disadvantaged at work, will be supported with 
access to services and information and that all 
employers train staff to be able to appropriately 
and confidently support staff.

According to newly published data from the Crime 
Survey for England and Wales for the year ending 
March 2018, an estimated 2.0 million adults aged 
16 to 59 years experienced domestic abuse in the 
last year. 

GMB national equality and inclusion officer Nell 
Andrew said: “Workers have for far too long been 
told that domestic abuse was something that was a 
‘personal issue that shouldn’t interfere with work’.

“Domestic abuse is a workplace issue and people 
experiencing it are often subject to disciplinary 
action or job losses, often through no fault of their 
own. Members have lost their jobs due to the abuse 
they have experienced at home.”

www.gmb.org.uk/newsroom/newsroom/stop-domestic-abuse.html

www.gmb.org.uk/domestic_abuse_charter.pdf
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