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Executive summary
This report covers a range of employee benefits offered by 169 companies across different
sectors, together employing a combined workforce of more than 1.4 million. It is based on
research by Incomes Data Research conducted between November 2018 and January 2019.

The key findings from the research are as follows:
Pensions
•

Defined contribution pension schemes are in operation at 82% of our sample, with
136 respondents currently operating a defined contribution pension scheme for
some or all staff

•

Overall just 18% (29) of respondents, three-quarters of whom are in the public
sector, continue to operate a defined benefit pension scheme for some or all
employees

•

Minimum employer contributions are typically worth 3% under defined contribution
pension schemes (one percentage point higher than the prevailing statutory
minimum when the survey was conducted) and 16.5% under defined benefit
schemes

•

Contribution rates for managerial staff are generally higher than those for nonmanagerial staff under defined contribution schemes, while firms with DB schemes
pay the same contribution rate to all employees regardless of job level

Maternity and paternity
•

Most organisations only provide enhanced maternity and paternity pay to employees
who have completed 12 months’ service

•

Overall 64% enhance maternity pay after 12 months’ service, while 60% enhance
paternity pay after 12 months’ service

•

Firms that enhance maternity pay typically pay 19 weeks at full pay, although there
are variations by sector with the most generous provisions in manufacturing

•

60% enhance paternity pay in some way and the most common approach is to pay
both weeks at full pay (39%), while only 13% pay one week at full pay

•

Childcare vouchers – currently being replaced by the tax-free childcare scheme – are
by far the most common family friendly benefit, with 83% operating such schemes

•

A third of companies provide paid parental leave to cover childcare emergencies
5

Sick pay
•

46% of respondents provide enhanced company sick pay to all staff from joining,
while 94% enhance sick pay for employees with at least a year’s service

•

Nearly all (94%) have some form of enhanced sick pay policy in place for employees
with at least a year’s service

•

Employers largely apply the same sick pay terms to all staff, regardless of seniority

•

The majority of employers (86%) do not apply ‘waiting days’ to their company sick
pay policy, with employees paid from the first day of sickness

•

Public sector sick pay provision is more generous than in other sectors, both in terms
of the service qualifying criteria and in terms of payment (though absence
management schemes to limit its use are common as well)

•

Our analysis shows sick pay entitlement on entry averages 8.6 weeks in total, usually
comprised of a period at full pay, followed by a period at half pay

•

After a year’s service company sick pay increases significantly in value, rising to an
average of 28.2 weeks across the whole sample

Hours and holidays
•

Contracts are most commonly for 37.5 hours a week, however there are variations by
sector. Contracted weekly hours are highest in private services and manufacturing
and lowest in the public sector

•

Overall non-management employees are entitled to an average of 32.2 days’ holiday
including any bank holidays, rising to 32.4 after a year’s service and 34.5 after five
years’ service

•

Holiday provisions in the public sector are generally the highest, while many private
services firms have holiday provisions much closer to the statutory minimum level of
28 days or 5.6 weeks

•

Organisations are far more likely to provide employees with the opportunity to
purchase additional leave days (51%) than to sell holidays (24%)

Company cars and car allowances
•

Two-thirds of companies (65%) in the survey sample offer company cars or car
allowances as a benefit to their employees

•

Companies in the manufacturing sector are more likely to offer these as a benefit
(88% of manufacturing companies offer a company car or car allowance) while it is
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less common in the public sector, with just a third of organisations offering this as a
benefit
•

For job need users, typical car list prices are £22,700 at the median for nonmanagement employees and £25,000 at the median for management employees

•

Typical car list prices for those receiving cars as a perk of the job (status users) are
£27,100 at the median for non-management employees and £32,585 at the median
for management employees

•

Car allowances for job need employees are £4,800 at the median for nonmanagement employees and £5,700 for management employees

•

Job status car allowances are £5,850 at the median for non-management employees
and £6,000 for management employees

Travel benefits
•

The most common travel benefit offered to employees by organisations in our survey
is cycle-to-work schemes (offered by 67% of respondents)

•

Over half the companies in the survey sample (55%) provide free or subsidised car
parking to staff and just over a tenth of respondents (11%) provide a shuttle to and
from a nearby railway station

•

Season ticket loans are another common benefit and are offered by half the
companies in the survey sample

Medical insurance and health-related benefits
•

Just under a third of organisations (32%) provide private medical insurance (PMI) to
non-management employees and of these organisations, a third again offer enhanced
PMI to cover the families of their employees

•

Of the third of companies that provide PMI to all employees, just over a quarter (26%)
of these organisations provide enhanced PMI to their management staff covering
partners or families

•

Most organisations (90%) responding to the survey provide life assurance benefits to
employees and the most common benefit is a multiple of four times an employee’s
annual salary as a lump sum

•

Life assurance is typically provided as a benefit for employees that are members of
the company pension scheme (90% of organisations). For those not in the pension

7

scheme, the proportion of companies providing life assurance to all employees falls
to 61%
•

Just under half of organisations (48%) in the survey sample provide health screenings
or medicals to staff. Those in the manufacturing sector are more likely to offer this as
a benefit compared with other sectors (74% of manufacturing organisations offer
health screenings to staff)

•

Some 43% of companies offer flu vaccinations to staff. This is more common in the
not-for-profit and public sectors, where over half of organisations in the not-for-profit
and public sectors offer such a benefit

•

Just over half of companies (52%) provide free or subsidised gym memberships to
staff

•

Some organisations offer subsidised gym memberships through voluntary benefit
schemes or have negotiated discounted rates with local gyms on behalf of employees

Workplace savings schemes
•

Workplace savings schemes such as save as you earn (SAYE), workplace ISAs and
share incentive plans (SIP) are relatively uncommon employee benefits. Just 13% of
companies in the survey offer SAYE schemes to staff and 12% of companies offer SIP
schemes to staff

•

Analysis by sector shows manufacturers preferring SIPs (29% of manufacturing
companies offer SIPs), while private services firms tend to offer SAYE schemes (22%
of private sector companies)

8

At a glance: benchmark typical benefits in your sector

Manufacturing
and primary

Not-forprofit

Private
services

Public sector

DC scheme

DC scheme

DC scheme

DB scheme

Minimum from
employer 3%
(median)

Minimum from
employer 3%
(median)

Minimum from
employer 3%
(median)

Minimum from
employer 18.7%
(median)

19 weeks full pay
after 12 months
(median)

12 weeks full pay
after 12 months
(median)

12 weeks full pay
after 12 months
(median)

18 weeks full pay
after 12 months
(median)

Total value 31.2
weeks’ pay after 12
months (average)

Total value 20.0
weeks’ pay after
12 months
(average)

Total value 19.8
weeks’ pay after
12 months
(average)

Total value 38.7
weeks’ pay after
12 months
(average)

32.9 days holiday
including bank
holidays after 1 year
(average)

32.7 days holiday
including bank
holidays after 1
year (average)

31.5 days holiday
including bank
holidays after 1
year (average)

34.1 days holiday
including bank
holidays after 1
(year average)

60% PMI

73% PMI

61% PMI

4 x salary life cover

3 x salary life
cover

4 x salary life
cover

£20,000 userneed list price
(median)

£23,835 userneed list price
(median)

3 x salary life
cover

Critical illness
£23,850 userneed list price
(median)
Free/subsidised car
parking
EPA
Cycle-to-work

Season ticket
loan
EPA
Cycle-to-work

Season ticket loan
EPA
Cycle-to-work

-

Free/subsidised
car parking
Season ticket loan
EPA
Cycle-to-work
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About the report
The IDR Benefits Handbook is designed to help identify typical benefits practice in each of
the four main sectors of the economy: manufacturing and primary; not-for-profit; private
services; public sector.

The benefits covered include the key core benefits of holiday, maternity and paternity
provisions and pensions, as well as other benefits commonly offered by employers as extra
incentives as a means of promoting employee satisfaction and wellbeing and, in a wider
sense, helping recruitment and retention.

The information provided outlines the prevalence of each benefit by sector, as well as
analysis of the monetary value of the benefit where data permits. The following employee
benefits are covered in this report:
•

Maternity and paternity

•

Family-friendly benefits

•

Workplace savings schemes

•

Staff discounts

•

Hours and holidays

•

Buying and selling holidays

•

Company cars and car allowances

•

Travel benefits

•

Private medical insurance

•

Health-related benefits

•

Life assurance

•

Health screening and medicals

•

Flu vaccinations

•

Gym membership

•

Pensions

•

Sick pay

•

Benefits outsourcing

•

Flexible benefits and salary sacrifice

10
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The information was collected by a survey conducted by IDR between November 2018 and
January 2019. The survey gathered information from 169 organisations within the UK across
a wide range of sectors, together employing more than 1.4 million staff. We also include other
relevant information from IDR research with employers conducted throughout the year.
Survey respondents
AB Agri

Grantham College

Piolax

Aberdeenshire Council

Gresham Technologies

Pizza Hut Restaurants

Aer Lingus

Guinness Partnership

PizzaExpress Restaurants

AirTanker

H&R ChemPharm (UK)

Port of Tyne

Allianz

Halewood Wines & Spirits

PQ Silicas UK

Alpro UK

Hargreaves Lansdown

Prospect

Altro

Haven Power

Publica Group

ANA

Hays Recruitment

R Twining and Co

Architects Registration Board

Health & Safety Executive

Raworths LLP

ASCO UK

Hitachi Automotive

Realistic Games

Asda Stores

Systems UK

RM

Associated British Ports

Hoare Lea LLP

RMBI Care Company

Avenues

House of Fraser

Royal Borough of Windsor

B&Q

Howdens Joinery

Babcock Rail

Incommunities

Royal Botanic Gardens Kew

Baxters Food Group

Ingleton Wood LLP

Sainsbury’s

Berry Recruitment Group

Innecto Reward Consulting

Sanctuary Group

Bidfood

Irwin Mitchell

Saxon Weald

Bird & Bird

ITV

Sheffield Health & Social Care

Bombardier Transportation

JATO Dynamics

Boots

Jordans Solicitors

Simplyhealth

Bracknell Forest Council

JTL

Sky

British Medical Journal

Keith Carter & Associates

Sovereign Housing Association

Broadland Housing Group

Key Travel

SSE

BTG

Kier Group

Stonegate Pub Company

Buckinghamshire County

Laing O’Rourke

Sue Ryder

Leicester College

Suffolk Coastal & Waveney

Council
Cadent

Leonardo Helicopters

Cancer Research UK

Limbs & Things

and Maidenhead

NHS Foundation Trust

District Councils
Talk Talk
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Capita

LiveWest Homes

Tenovus Cancer Care

Caravan and Motorhome Club

Lloyds Banking Group

Tesco

Castle Leisure

London Borough of Havering

Thames Water

Casual Dining Group

Lowell Group

The Environment Agency

Central England Co-operative

Lucite International

The Open University

Centrica

Speciality Chemicals and

Chelsea Physic Garden

Resins

Coats
Computershare Loan Services

Manchester Metropolitan
University

The Royal College of
Radiologists
The Salvation Army
The University of Salford

Conwy County Borough Council

Marston’s

Thomas Cook

Co-operative Group

Mediaocean Systems

Together Housing Group

Copyright Licencing Agency

Michelmores LLP

Translink

Crosslee

Mobius Life

Travel Leaders Group

CS Financial Solutions

Ministry of Defence DE&S

TUI UK

Cumbria County Council

Modus Care

UK Power Networks

Debenhams

Money Advice Trust

Unipart Group

Demelza Hospice Care for

Moray Council

US Embassy London

Morses Club

Valuation Office Agency

Derby City Council

Müller UK & Ireland

Virgin Atlantic

Doctorcall

N Brown

Vista Retail Support

Dutton Gregory LLP

Nando’s

Wales and West Housing

Edinburgh Airport

NASUWT

Webhelp

Edwards

National Trust

Wienerberger

Elexon

Nautilus Welfare Fund

Wilkinson Hardware Stores

Eurotunnel Services

New Look Retailers

Willmott Dixon

Experian

Next Distribution

Winchester City Council

Finning UK & Ireland

NG Bailey

Xerox

Frank Roberts & Sons

Ocado

Yorkshire Housing

Franklin Templeton

Office for Students

Zen Internet

Fujitsu Services

Oxfordshire County Council

Grampian Housing Association

PA Housing

Children

12

Benefits Handbook | IDR

The survey attracted responses from all sectors of the economy and private services
companies account for just under half of responses (45%), while other responses were
relatively evenly distributed between the other broad sectors.

Figure 1 Profile of respondents by broad sector

Table 1 Profile of respondents by broad sector
Sector

Count

Percentage

Manufacturing and primary

36

21%

Not-for-profit and related services

30

18%

Private services

76

45%

Public sector

27

16%

Just over half the sample (55%) are large organisations employing over 1,000 people, while
employers with between 250 and 999 staff account for a further quarter. Just 5% of the
sample employ fewer than 50 people.
13

Figure 2 Respondents by size of workforce

Table 2 Respondents by size of workforce
Sector
Fewer than 50 employees

Count

Percentage
9

5%

50 to 249 employees

26

16%

250 to 999 employees

41

25%

1,000 to 9,999 employees

66

40%

10,000 and more employees

27

15%
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Pensions
Defined contribution pension schemes now dominate with 82% (136) of respondents
reporting to currently operate this type of scheme to some or all staff. These schemes are
cheaper for employers since resulting pension payments are subject to investment returns
and are not guaranteed by employers in the way in which they are under defined benefit
schemes. Our survey shows just 18% (29) of respondents continue to operate defined
benefit pension schemes – the vast majority (76%) of whom are in the public sector.
Figure 3 Pension scheme types by sector

Table 3 Pension scheme types by sector
Sector
Whole economy

Count

Percentage

Count

Percentage

30

18%

136

82%

Manufacturing and primary

2

0%

73

100%

Not-for-profit and related services

5

17%

24

83%

23

3%

3

97%

0

88%

36

12%

Private services
Public sector
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In respect of minimum employer pension contribution rates, those to defined pension
schemes are typically 5.5 times higher than minimum employer contribution rates to defined
contribution pension schemes. The median minimum employer contribution for employees
enrolled in a defined benefit scheme is 16.5% compared to just 3% for those enrolled in a
defined contribution pension scheme.

Table 4 Pension contribution rates by scheme type (at January 2019)
Defined benefit

Defined contribution
Median contribution rate %

Minimum employer

5.5%

3.0%

Maximum employer

7.5%

4.0%

Minimum employee

16.5%

3.0%

Maximum employee

20.3%

7.0%

Defined benefit schemes
Defined benefit (DB) pension schemes, sometimes called final-salary or career-average
pension schemes, provide a guaranteed level of pension benefit upon retirement. Such
schemes can be costly to maintain and as such, many employers have opted to wind them
down in recent years or have closed them to new members. However, 29 respondents to our
survey continue to operate DB pension schemes for some or all employees – the vast
majority (76%) of which operate in the public sector. The few private sector firms with
defined benefit schemes are mainly in the not-for-profit sector, specifically in childcare,
housing and welfare services. Interestingly none of the manufacturing firms in our sample
offer a DB pension scheme.

Table 5 Defined benefit pension schemes by sector
Sector

Count

Percentage

Manufacturing and primary

0

0%

Not-for-profit and related services

5

17%

Private services

2

7%

22

76%

Public sector

16
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The majority of respondents operating DB schemes offer the same provisions under such
schemes to all employees regardless of job level. The most generous minimum employer
contributions are on offer within the public sector; these are worth 18.7% of salary at the
median, which is 3.4 times the typical minimum employee contribution in this sector (5.5%).
In the not-for-profit sector, by contrast, minimum employer contributions are typically worth
just under twice the minimum amount contributed by employees (10.3% vs. 5.5%). It
should, however, be noted that the sample sizes within this sector and within private sector
services are comparatively small.

Figure 4 Defined benefit median pension contribution rates
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Table 6 Defined benefit median pension contribution rates
Sector

Employee

Employee

Employer

Employer

minimum %

maximum %

minimum %

maximum %

Whole economy

5.5%

7.5%

16.5%

20.3%

Not-for-profit and related services

5.5%

12.5%

10.3%

15.2%

Private services

3.8%

6.5%

11.5%

13.0%

Public sector

5.5%

7.5%

18.7%

21.2%

Just three of these respondents (two public sector and one within private sector services)
operate separate DB pension schemes or arrangements for managers. Provision for
managers is much more generous at the private sector company (minimum and maximum
employer contributions are typically worth at least twice as much as those for the rest of the
workforce, relative to a minimum employee contribution of just 50% more), whereas at one
public sector respondent provision is broadly comparable between the two schemes (the
other respondent in this sector only provided details of minimum employee contributions,
which are roughly 50% higher for senior managers than for the rest of the workforce).

Defined contribution schemes
Under defined contribution (DC) pension schemes, employees save a set percentage of their
pay, or a fixed amount, into their pension pot on a regular basis, which is invested by their
pension provider and may increase or decrease in value over time.

DC pension schemes are now far more prevalent than defined-benefit schemes: such
schemes account for 82% of our sample of all-employee and non-manager schemes, with
136 respondents currently operating a DC pension scheme for some or all staff. This is likely
due to the lower, and more predictable, costs for employers relative to DB schemes, while
the roll-out of mandatory pensions auto-enrolment, whereby all employers must now offer
a pension scheme (and make minimum contributions into it) to eligible employees 1, may also
have contributed to an increase in DC schemes. Such schemes account for all, or the vast
majority of, pension provision within the manufacturing and primary and private sector

1

Currently those aged between 22 and state pension age who earn a minimum of £10,000 a year.
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services industries and for more than four-fifths of schemes within the not-for-profit sector.
Within the public sector, by contrast, DB schemes continue to prevail.

Figure 5 Defined contribution median pension contribution levels for non-management staff
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Table 7 Defined contribution median pension contribution rates for non-management staff
Sector

Employee

Employee

Employer

Employer

minimum %

maximum %

minimum %

maximum %

Whole economy

3.0%

4.0%

3.0%

7.0%

Manufacturing and primary

3.0%

5.0%

3.0%

7.5%

Not-for-profit and related services

3.0%

4.8%

3.5%

10.0%

Private services

3.0%

3.8%

3.0%

6.0%

Public sector

5.0%

5.0%

8.0%

15.5%

Once again, the most generous employer contributions within the sample of DC schemes are
on offer within the public sector, although this relates to just three respondents. Median
employee pension contributions are also comparatively high within the public sector, at 5.0%
(minimum and median) compared with 3.0% and 4.0% respectively across the whole
sample.
However, the relative contribution from public sector employers is higher still: minimum
employer contributions in this sector are typically worth 1.6 times the minimum employee
contributions, whereas across the broader sample, minimum employer and employee
contributions are identical, at 3.0% (at the time this research was conducted, the minimum
employer contribution level under auto-enrolment was 2%. This increased to 3% in April
2019).
Across the whole economy, median maximum employer contributions were 7.0% (ranging
from 6.0% in private sector services to 15.5% in the relatively small public sector sample).
There are separate DC schemes in operation for managers at some respondents. These
typically offer a minimum 4.0% employer contribution against minimum employee
contributions of 3.0% (compared with the typical 3.0% employer contribution in allemployee schemes), with median maximum employer contributions rising to 7.8% (slightly
higher than the maximum of 7.0% typically contributed in all-employee schemes).
As figure 6 shows, the most generous minimum employer contributions are on offer within
private sector services and the not-for-profit sector (the latter is a relatively small sample),
while management staff typically receive the best maximum employer contribution rates at
manufacturing and primary companies.
20
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Figure 6 Defined contribution median pension contribution levels for management staff

Table 8 Defined contribution median pension contribution rates for management staff
Sector

Employee

Employee

Employer

Employer

minimum %

maximum %

minimum %

maximum %

Whole economy

3.0%

5.0%

4.0%

7.8%

Manufacturing and primary

2.8%

5.0%

3.0%

9.0%

Not-for-profit and related services

4.5%

5.0%

4.5%

5.0%

Private services

3.0%

4.0%

4.5%

6.8%
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Maternity and paternity
All employees are legally entitled to 52 weeks’ maternity leave, regardless of their length of
service. This comprises 26 weeks’ ordinary maternity leave followed by 26 weeks’ additional
maternity leave.

In respect of the statutory provisions for maternity pay, Statutory Maternity Pay (SMP) is
currently 90% of average gross weekly earnings for the first six weeks, followed by a further
33 weeks at the lower rate of either £148.68 (as at July 2019) or 90% of average gross
weekly earnings, whichever is lower.

To qualify, employees must have 26 weeks’ continuous service by the qualifying week (the
15th week before the expected week of childbirth (EWC)) and average weekly earnings above
the lower earnings limit for national insurance contributions (currently £118).

In practice, many employers improve on these terms in some way. Almost two-thirds (64%)
of organisations in the survey offer enhanced maternity pay to employees who have
completed 12 months’ service. The same applies to enhanced paternity pay, with 60% of
companies offering enhanced provisions to employees with over a year’s service.

Table 9 Company enhanced maternity/paternity pay by sector
Enhanced maternity pay
Sector

On entry

After 1 year

Enhanced paternity pay
On entry

After 1 year

Whole economy

19%

64%

21%

60%

Manufacturing and primary

16%

71%

22%

74%

Not-for-profit and related services

15%

59%

19%

59%

Private services

19%

53%

21%

49%

Public sector

27%

88%

23%

68%

22
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Figure 7 Company enhanced maternity/paternity pay

By sector, public sector organisations are more likely to offer enhanced maternity provisions
to staff with 88% providing this benefit for staff with over a year’s service. This is followed by
organisations in the manufacturing sector where 71% of respondents provide enhanced
maternity provisions to staff with over a year’s service.

Similarly, these sectors are more likely to offer enhanced paternity provisions (for employees
with over a year’s service), with 68% of public sector companies and 74% of manufacturing
companies offering enhanced paternity pay provisions.

23

Figure 8 Company enhanced maternity/paternity pay by sector
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Maternity pay
Our recent detailed research on maternity and paternity policies at 119 firms shows that small
firms, of fewer than 50 employees, are least likely to enhance maternity pay, with just a quarter
(25%) stating that they do so. The incidence of enhanced maternity pay typically increases with
organisation size, peaking at 85% of employers with between 10,000 or more staff. Overall 62% of
employers with between 50 and 249 staff enhance maternity pay, rising to 65% of those with
between 250 and 999 staff and 82% of those with between 1,000 and 9,999 staff.

Where employers enhance maternity pay, they typically do so by paying a number of weeks at full
pay, with the remainder of the 39 weeks’ paid maternity leave period reverting to lower-rate SMP
(£148.68 at the time of writing) – this is the approach taken by 41 of the respondents to the survey.

Firms that enhance maternity pay in this way typically pay 18 weeks at full pay, although there are
variations by sector with the highest provisions in manufacturing. The median value of an enhanced
maternity package within manufacturing and primary is 19 weeks. Public sector employees also
fare well, with 18 weeks. Employers in the not-for-profit sector typically pay 12 weeks’ maternity
leave at full pay, while private services is marginally lower at 11.5 weeks.

A further 24 respondents offering enhanced maternity pay have policies that also include a number
of weeks at a fraction (typically half) of a week’s pay - for example, they may pay 12 weeks at full
pay followed by 12 weeks at half pay, with the remaining 15 weeks paid at lower-rate SMP. When
the sample is expanded to include these organisations, the median value of enhanced maternity
pay across the sample falls to 16.2 ‘full-week equivalents’. There is little or no change to values in
the manufacturing and primary, private services and public sectors (19.5, 12 and 18 weeks
respectively) but typical enhanced maternity pay in not-for-profit organisations increases from 12
to the equivalent of 16 full weeks.

The survey also found that the typical value of enhanced maternity pay tends to increase with
organisation size (with the exception of the largest firms): staff at firms with fewer than 50
employees that offer enhanced maternity pay typically receive 8.5 weeks’ pay (13 weeks when ‘fullweek-equivalent policies are also included) while 18 weeks is typical for those at companies with
between 1,000 and 9,999 employees.
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Less than a quarter (23%) of organisations, meanwhile, offer enhanced pay for employees taking
shared parental leave. In most (87%) such cases, the enhanced pay on offer mirrors company
maternity policy, while the remaining 13% offer fewer weeks of enhanced pay than for colleagues
on maternity leave.

At around two-fifths (41%) of respondents, repayment conditions are attached to occupational
maternity pay policies, with the expectation that the employee repays some or all of the enhanced
amount received if she does not return to work following maternity leave. The minimum return
period ranges between one and 24 months but is typically set at three months.

Paternity pay
Enhanced paternity leave is relatively uncommon and as such, some 91% offer two weeks’
paternity leave (subject to meeting minimum service criteria), in line with the statutory provisions,
while 60% enhance paternity pay in some way. The most common approach is to pay both weeks
at full pay (39%), while only 13% pay one week at full pay. Employers in the public sector are most
likely to improve on statutory paternity pay (83%), followed by those in the not-for-profit sector
(71%). Similar proportions of employers in manufacturing (47%) and private services (50%)
enhance paternity pay.

Our research also shows a link between the gender split of the workforce and enhanced maternity
and paternity policies. For example, 67% of employers with a predominantly female workforce
enhance paternity pay compared with 54% with a predominantly male workforce.

How to order
The full report ‘Maternity and Paternity Pay’ is available to order via our website at
www.incomesdataresearch.co.uk/reports. Alternatively, email sales@incomesdataresearch.co.uk
quoting reference MT18.
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Family-friendly benefits
Although now closed to new applicants (see box), the survey shows that childcare vouchers
are by far the most common family-friendly benefit, with 83% of firms reporting to operate a
childcare voucher scheme. Paid parental leave follows next, with 33% of respondents, while
other provisions such as on-site nurseries or subsidised childcare are relatively rare with only
a small minority offering these benefits.
Figure 9 Family-friendly benefits

Tax-free childcare to replace childcare vouchers
Tax-free childcare
The government closed the childcare voucher scheme to new entrants on 4 October 2018 and is
replacing it with the tax-free childcare scheme. The new HMRC-administered scheme is being
gradually rolled out and for every £8 employees pay into their childcare account the government
‘tops-up’ £2, covering 20% of childcare costs. As with the previous scheme, there are qualifying
criteria and limits. For more information see https://www.gov.uk/tax-free-childcare.
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Figure 10 Family-friendly benefits by sector
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Table 10 Family-friendly benefits by sector
On-site

Subsidised

Emergency

Childcare

Emergency

Paid

nursery

childcare

childcare

vouchers

eldercare

parental
leave

Whole economy
Count
Percentage

9

3

9

140

10

56

5%

2%

5%

83%

6%

33%

2

1

1

33

1

9

6%

3%

3%

92%

3%

25%

0

0

1

22

1

10

0%

0%

3%

73%

3%

33%

2

1

5

61

5

20

3%

1%

7%

81%

7%

27%

5

1

2

24

3

17

19%

4%

7%

89%

11%

63%

Manufacturing and primary
Count
Percentage

Not-for-profit and related
Count
Percentage
Private services
Count
Percentage
Public sector
Count
Percentage

There are differences in the provision of family-friendly benefits by sector, with public sector
employers more likely to offer an on-site nursery than those in other sectors. Within the
private sector, manufacturers are more likely to provide an on-site nursery, although the
samples are very small so the figures should be treated with caution.

Public sector employers are also more likely to support caring responsibilities, be it for
children or older relatives, than those in other sectors. Just under two-thirds (63%) of public
sector employers offer paid parental leave – around twice as many as those in other sectors.
11% of public sector employers meanwhile report providing emergency eldercare compared
to 7% of those in private services, 3% in the not-for-profit sector and 3% in manufacturing.
Once again, the samples are small and so the figures should be treated as indicative of
employer practice.
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Sick pay
Almost half (46%) of respondents operate enhanced company sick pay policies that improve
on statutory sick pay terms (currently £94.25 a week for up to 28 weeks) to all staff from
joining, while virtually all (94%) have some form of enhanced sick pay policy in place for
employees with at least a year’s service. Employers largely apply the same sick pay terms to
all staff, regardless of seniority: just eight organisations (all of whom operate in the private
sector, specifically private services and manufacturing) operate separate policies for
managers.

This chimes with previous research conducted by IDR, which found that 81% of employers
with enhanced sick pay policies operate the same arrangements for all groups of staff and
almost two-fifths (39%) of the remainder distinguish based on start date, reserving better
terms for those on ‘legacy’ contracts, rather than grade. Only a relatively small proportion
differentiated according to grade or role, typically offering better sick pay provision to head
office or salaried staff compared to operational and/or weekly-paid employees.

Public sector sick pay provision is more generous than in other sectors, both in terms of the
service qualifying criteria and in terms of payment (see box). Overall 44% of public sector
respondents provide enhanced company sick pay from the first day of joining. Within the
private services, manufacturing and not-for-profit sectors, figures are broadly similar (and
somewhat lower than the public sector) at 27%, 29% and 29% respectively.

The survey shows that the majority of employers (86%) do not apply ‘waiting days’ to their
company sick pay policy, with employees paid from the first day of sickness rather than
having to wait three days as under the statutory provisions. Where employers do operate
waiting days, these mirror the statutory approach of three waiting days (or shifts, as at one
retailer). The lowest number of waiting days is one, while a further respondent defers
payment until the fifth day of absence.

In some case the rules around waiting days vary according to staff group, for example one
retailer and one employer in housing and social care both apply waiting days to front-line
staff, whereas head-office staff receive occupational sick pay from the first day of absence.
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Figure 11 Company sick pay by sector
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Company sick pay
Value of company sick pay
Separate research conducted by IDR in April 2019 on sick pay schemes with 108 employers
collected details on company sick pay policies. Sick pay typically increases with length of service,
and employers most commonly apply a limit of five years for staff to be eligible for the maximum
level of company sick pay. Common practice is for employers to pay a period of sick leave at full
pay, followed by a period at half pay.

Our analysis shows sick pay entitlement on entry averages 8.6 weeks in total, usually comprised of
a period at full pay, followed by a period at half pay. Sick pay provisions are more generous in the
public sector and our analysis shows that the minimum combined value of sick pay is 11.0 weeks,
compared to just 7.1 weeks at private services firms.

After a year’s service company sick pay increases significantly in value, rising to an average of 28.2
weeks across the whole sample. Public sector sick pay provisions increase more than three-fold to
38.7 weeks, while in private services company sick pay after 12 months’ service is worth 19.8
weeks on average.
Minimum company sick pay
Total value1 of company sick pay in weeks’ pay on entry and after 12 months
Sick pay on entry
Whole economy

Sick pay after 12 months
8.6

28.2

10.2

31.2

Not-for-profit and related

6.3

20.0

Private services

7.1

19.8

11.0

38.7

Manufacturing and primary

Public sector

The figures for the total value of sick pay are based on adding together the number of weeks at full
and half the number of weeks at half pay.
1
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Figure 12 Average total company sick pay in weeks by sector

Hours of work
Contracts are most commonly for a 37.5-hour week according to our survey sample, however
there are variations by sector. Contracted weekly hours are highest in private services and
manufacturing and lowest in the public sector. Contracted hours for managerial staff in
private services tend to be longer than contracted hours for non-management staff, while
our analysis shows little variation in contracted hours for managerial and non-managerial
staff in the other sectors.

We also asked employers about typical working hours and the survey shows that these are
generally longer than contracted hours in both manufacturing and private services,
particularly for managerial staff. Staff in both the public and not-for-profit sectors tend to
work their contracted hours, particularly at non-management level.
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Table 11 Average contracted weekly hours
Non-management

Management

Whole economy

37.4

37.6

Manufacturing and primary

37.8

37.7

Not-for-profit and related

36.7

36.5

Private services

37.8

38.2

Public sector

36.8

36.9

Table 12 Average typical weekly hours
Non-management

Management

Whole economy

38.0

38.5

Manufacturing and primary

39.0

39.2

Not-for-profit and related

36.7

36.8

Private services

38.4

39.2

Public sector

36.8

37.3

Holidays
Overall the survey shows that non-management employees are entitled to an average of 32.2
days’ holiday including any bank holidays, rising to 32.4 after a year’s service and 34.5 after
five years’ service. The respective figures for managerial staff are marginally higher, at 32.8
on entry, 33.1 after a year and 34.8 after five years. There are however significant variations
by sector, with far more generous holiday provisions in the public sector than in the rest of
the economy.

Public sector holiday entitlement for non-managerial staff starts at 33.9 days and on average
rises to 37.9 days after five years. Holidays for managers typically start at 34.7 days a year
including bank holidays and rise to an average of 38 days after five years. Meanwhile, private
services holiday provisions are much closer to the statutory minimum level of 28 days (or 5.6
weeks), generally rising only marginally with service, although provisions are slightly more
generous for managers.
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Table 13 Average holiday entitlement including bank holidays for non-management staff
On entry

After 1 year

After 5 years

Whole economy

32.2

32.4

34.5

Manufacturing and primary

32.8

32.9

33.2

Not-for-profit and related

32.3

32.7

35.1

Private services

31.3

31.5

33.4

Public sector

33.9

34.1

37.9

Table 14 Average holiday entitlement including bank holidays for managerial staff
On entry

After 1 year

After 5 years

Whole economy

32.8

33.1

34.8

Manufacturing and primary

32.8

32.8

33.1

Not-for-profit and related services

32.0

32.2

33.8

Private services

32.0

32.2

33.8

Public sector

34.7

35.3

38.0

Buying and selling holidays
Organisations are far more likely to provide employees with the opportunity to buy additional
days’ holiday than to allow them to sell any unused days. Some 51% of companies allow
employees to purchase additional leave days, typically up to five extra days. Meanwhile just
over a fifth of respondents in our sample allow employees to sell holidays (24%); again, this
is typically up to five days. The vast majority (98%) of firms operate a single policy providing
the same terms on buying and selling holidays to all staff, however three firms separate
eligibility by managerial status.

Table 15 Buying and selling additional holidays by sector
Buying holidays
Count

Selling holidays

Percentage

Count

Percentage

Whole economy

84

51%

41

24%

Manufacturing and primary

17

47%

9

24%

Not-for-profit and related

15

50%

9

30%

Private services

40

54%

20

27%

Public sector

12

44%

3

11%
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Company cars and car allowances
Two-thirds of companies in the IDR survey sample offer company cars or car allowances as
a benefit to their employees. Companies in the manufacturing sector are more likely to offer
these as a benefit (88% of manufacturing companies offer a company car or car allowance)
while it is less common in the public sector, with just a third of companies offering this as a
benefit.

Table 16 Company car or car allowance by sector
Count

Percentage

Whole economy

99

65%

Manufacturing and primary

30

88%

Not-for-profit and related

16

55%

Private services

44

69%

9

35%

Public sector

Figure 13 Company cars or car allowances by sector
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Company car list prices and allowances
For job need, typical car list prices are £22,700 at the median for non-management
employees and £25,000 at the median for management employees. For management
employees, typical car list prices are highest in the private services sector, while for nonmanagement employees, car list prices in the private services and manufacturing sector are
around the same level (£23,800).

Typical car list prices for those receiving cars as a perk of the job (job status) are highest in
the private services sector for both management and non-management employees (£33,335
and £31,574 at the median respectively). Car allowances for job need employees are £4,800
at the median for non-management employees and £5,700 for management employees. Job
status car allowances are £5,850 at the median for non-management employees and £6,000
for management employees.

Table 17 Typical car list prices for user-need drivers by sector
Non-management
Median

Average

Management
Median

Average

Whole economy

£22,700

£23,158

£25,000

£25,097

Manufacturing and primary

£23,850

£24,966

£21,500

£23,000

Not-for-profit and related

£20,000

£19,086

£24,980

£24,993

Private services

£23,835

£23,398

£25,000

£26,089

Table 18 Typical car list prices for job status drivers by sector
Non-management
Median

Average

Management
Median

Average

Whole economy

£27,100

£27,583

£32,585

£32,271

Manufacturing and primary

£26,050

£26,775

£32,500

£32,360

Not-for-profit and related

£23,000

£23,000

£28,000

£28,000

Private services

£31,574

£29,537

£33,335

£32,661
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Table 19 Typical car allowances for user-need drivers by sector
Non-management
Median

Average

Management
Median

Average

Whole economy

£4,800

£4,782

£5,700

£5,999

Manufacturing and primary

£5,004

£5,173

£5,500

£6,531

Not-for-profit and related

£3,360

£3,575

£5,150

£5,759

Private services

£4,900

£5,144

£5,850

£5,932

Table 20 Typical car allowances for job-status drivers by sector
Non-management
Median

Average

Management
Median

Average

Whole economy

£5,600

£5,846

£6,000

£6,506

Manufacturing and primary

£7,100

£6,538

£6,600

£6,697

Not-for-profit and related

£6,000

£6,000

£3,500

£4,040

Private services

£5,850

£6,072

£6,000

£6,286
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Figure 14 Median typical car list price for user-need drivers by sector

Figure 15 Median typical car list price for job-status drivers by sector
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Figure 16 Median typical car allowance for user-need drivers

Figure 17 Median typical car allowance for job-status drivers

40

Benefits Handbook | IDR

Travel benefits
The most common travel benefit offered to employees by organisations in our survey is
cycle-to-work schemes (offered by 67% of respondents). Over half of companies in the
survey sample (55%) provide free or subsidised car parking to staff and just over a tenth of
respondents (11%) provide a shuttle to and from a nearby railway station. Season ticket
loans are another common benefit and are offered by half of companies in the survey sample.
A respondent in the education sector operates a Green Travel Plan that encourages carsharing; this organisation offers free or subsidised car parking and free minibus travel
between its sites. Some 16% of companies provide a car leasing scheme to employees.

Table 21 Travel benefits by sector
Season

Free/

Shuttle to/

Travel

Cycle to

Car leasing

ticket loan

subsidised

from rail

insurance

work

scheme

car parking

station

scheme

Whole economy
Count
Percentage

84

93

18

28

114

27

50%

55%

11%

17%

67%

16%

8

27

4

9

24

5

22%

75%

11%

25%

67%

14%

17

12

1

0

17

6

57%

40%

3%

0%

57%

20%

40

36

17

48

6

53%

47%

14%

22%

63%

8%

19

18

2

2

25

10

70%

67%

7%

7%

93%

37%

Manufacturing and primary
Count
Percentage

Not-for-profit and related
Count
Percentage
Private services
Count
Percentage

11

Public sector
Count
Percentage
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Figure 18 Travel benefits by sector

Public sector organisations are more likely to offer season ticket loans and cycle to work
schemes compared with other sectors (70% and 93% of companies in the public sector offer
these benefits respectively). Free or subsidised car parking is a particularly common travel
benefit in the manufacturing sector where 75% of companies offer this, probably due to the
likelihood of sites being located in more remote areas or those not convenient for using
public transport. Travel insurance is typically only offered by organisations in the private
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sector where around a quarter of respondents from both the manufacturing sector (25%)
and private services sector (22%) offer this as benefit to staff.

Private medical insurance
A third of organisations (33%) provide private medical insurance (PMI) to non-management
staff, and of these organisations, just under a third again offer enhanced PMI to cover the
families of their employees. It is much more common for organisations to provide PMI to
management staff (70% of companies in the survey).

Just under half (48%) vary PMI according to seniority, with some either reserving the benefit
for managers only (22% of the entire sample) or providing extended cover to management
staff to include partners and families. According to the IDR survey, at the 17 respondents
that offer differing levels of cover depending on seniority, non-management employees are
only entitled to individual cover, whereas managers typically receive enhanced PMI covering
partners (24% of these companies) or families (71%).

Private sector organisations are more likely to offer PMI benefits to non-management
employees compared to organisations from the not-for-profit sector. Some 40% and 39% of
companies from the manufacturing sector and private services sector respectively offer PMI
to non-management employees. From the not-for-profit sector, just over a quarter of
organisations (28%) provide PMI benefits to non-management employees and just two
organisations from the public sector offer this as a benefit.

For management employees, again, PMI is far more likely to be offered as a benefit by private
sector organisations. All manufacturing organisations in the sample offer PMI to their
management employees (35 companies) and just over half of these companies (51%) extend
the benefit to cover the families of management employees. Meanwhile, just over four-fifths
of companies in the private services sector (84%) provide PMI to management employees,
and around two-fifths (43%) of firms in this sector offer this benefit, plus family coverage.

Within the not-for-profit sector, PMI is a slightly more common benefit for managers
compared with the wider workforce, with just under half (48%) of organisations offering PMI
43

to their management employees. Just three public sector employers, meanwhile, provide
such a benefit for management staff. Given the small number of public-sector employers in
our sample providing PMI, these figures have been excluded from the following two charts.
Figure 19 PMI entitlement for non-management staff
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Table 22 PMI entitlement for non-management staff
None

Employee only

Plus partner

Plus family

Whole economy
Count
Percentage

112

37

0

17

67%

22%

0%

11%

21

11

0

3

60%

31%

0%

9%

21

7

0

1

73%

23%

0%

3%

46

18

0

11

61%

24%

0%

15%

24

1

0

1

92%

4%

0%

4%

Manufacturing and primary
Count
Percentage
Not-for-profit and related
Count
Percentage
Private services
Count
Percentage
Public sector
Count
Percentage
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Figure 20 PMI entitlement for management staff
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Table 23 PMI entitlement for management staff
None

Employee only

Plus partner

Plus family

Whole economy
Count
Percentage

50

55

11

50

30%

33%

7%

30%

0

11

6

18

0%

31%

17%

51%

15

10

1

3

52%

34%

3%

10%

12

32

4

27

16%

43%

5%

36%

23

2

0

1

88%

8%

0%

4%

Manufacturing and primary
Count
Percentage
Not-for-profit and related
Count
Percentage
Private services
Count
Percentage
Public sector
Count
Percentage

Health-related benefits
The most common healthcare benefit provided by organisations to employees is employee
assistance programmes, provided by 84% of companies featured in the IDR survey. These
programmes offer confidential counselling and advice services to staff and some employers
also extend this benefit to the families of their employees (41% of companies say this is a
family benefit).

Other popular healthcare benefits provided by employers are critical illness cover/income
protection schemes and health cash plans (offered to all employees by 36% and 32% of
organisations respectively). Companies from the manufacturing sector are more likely to
offer these as benefits compared to other sectors with 44% of manufacturing respondents
offering critical illness cover and 38% offering health cash plans. Dental insurance is offered
as a company-wide benefit by just under a fifth of organisations (15%). Companies from the
not-for-profit and private services sectors are more likely to provide dental insurance as a
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benefit to their employees with 24% and 20% of respondents respectively from these
sectors offering this benefit.

Figure 21 Health-related benefits
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Life assurance
Most organisations responding to the IDR survey provide life assurance benefits to
employees and this typically provides a multiple of four times an employee’s annual salary
as a lump sum.

Employers are more likely to provide life assurance cover for employees that are members
of the company pension scheme. For employees that are members of the company’s pension
scheme, life assurance is provided by almost nine in ten organisations (87%) across the
survey sample. For employees not in the pension scheme, the proportion of companies
providing life assurance (to all employees) falls to 61%.

For non-management employees who are members of the company’s pension scheme only,
the most common benefit is to provide lump sums equivalent to either three or four times an
employee’s annual salary, provided by 28% and 32% of employers respectively.

The IDR survey results show that management staff are more likely to receive a greater
multiple of salary as a lump sum compared with non-management staff. For example, some
29% of employers provide managers with three times multiples of salary and some 37% of
employers provide multiples of four times salary as a lump sum.
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Figure 22 Life assurance (pension scheme members only) for non-management staff
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Table 24 Life assurance (pension scheme members only) for non-management staff
None

1 x salary

2 x salary

3 x salary

4 x salary

More

Whole economy
Count
Percentage

22

6

22

46

53

18

13%

4%

13%

28%

32%

11%

1

0

4

6

19

5

3%

0%

11%

17%

54%

14%

6

0

2

12

9

1

20%

0%

7%

40%

30%

3%

12

5

11

25

11

16%

7%

15%

15%

25%

15%

3

1

5

17

0

1

11%

4%

19%

63%

0%

4%

Manufacturing and primary
Count
Percentage

Not-for-profit and related
Count
Percentage
Private services
Count
Percentage

11

Public sector
Count
Percentage
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Figure 23 Life assurance (pension scheme members only) for management staff
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Table 25 Life assurance (pension scheme members only) for management staff
None

1 x salary

2 x salary

3 x salary

4 x salary

More

Whole economy
Count
Percentage

15

3

19

49

62

19

9%

2%

11%

29%

37%

11%

1

0

2

6

21

5

3%

0%

6%

17%

60%

14%

4

0

2

12

11

1

13%

0%

7%

40%

37%

3%

14

30

12

Manufacturing and primary
Count
Percentage

Not-for-profit and related
Count
Percentage
Private services
Count
Percentage

7

2

10

9%

3%

13%

19%

40%

16%

3

1

5

17

0

1

11%

4%

19%

63%

0%

4%

Public sector
Count
Percentage

Health screening, flu vaccinations and gym membership
Just under half of organisations (48%) in the IDR survey sample provide health screenings
or medicals to staff. Those in the manufacturing sector are more likely to offer this as a
benefit compared with other sectors (74% of manufacturing organisations offer health
screenings to staff). Two-fifths of companies (40%) that provide health screenings only offer
this benefit to senior members of staff including manager/director and executive level. For
other staff, health screenings are offered as a paid-for benefit and typically as part of a
flexible or voluntary benefits scheme.

Just over a tenth of organisations (12%) said that they offer health screenings or medicals to
certain staff, for example, fire and rescue staff in public sector organisations, or night workers
or those using heavy plant machinery in private sector companies. Where health screenings
are offered, these typically take place every two years. Some 43% of companies offer flu
vaccinations to staff. Over half of organisations from the not-for-profit and public sectors
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offer this as a benefit which is a greater proportion compared with organisations from the
private sector (38% of private services companies and 35% of manufacturing companies).

Just over half of companies (52%) provide free or subsidised gym memberships to staff.
Some organisations offer subsidised gym memberships through voluntary benefit schemes
or have negotiated discounted rates with local gyms on behalf of employees. A quarter of
survey respondents (25%) have on-site gyms to which employees have free or subsidised
membership access; this is mainly at companies in the private sector.

Figure 24 Health screening, flu vaccination and free/subsidised gym membership by sector
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Table 26 Health screening, flu vaccination and free/subsidised gym membership
Health screening
Count

Percent

Flu vaccinations
Count

Percent

Free/subsidised
gym membership
Count

Percent

Whole economy

80

48%

71

43%

88

52%

Manufacturing and primary

26

74%

12

35%

18

51%

Not-for-profit and related

11

37%

16

53%

11

37%

Private services

30

41%

28

38%

42

56%

Public sector

13

48%

15

56%

18

67%

Workplace savings schemes
There are a number of workplace savings schemes, but the main ones are save as you earn
(SAYE), workplace ISAs or share incentive plans (SIP) and they each work differently. SAYE
schemes are monthly saving schemes that run for a set period of time, typically 2 or 3 years,
at the end of which employees receive a tax-free bonus or the option to buy shares in the
company.

SIPs enable staff to buy or receive shares free of income tax and National Insurance.
Employers can either give or sell shares, subject to certain thresholds 2. Employers may even
opt for share matching, whereby purchased shares are matched by free shares, again subject
to the thresholds. Employees benefit by receiving dividends from company profits.
Employees can also sell their shares at a later date. Workplace ISAs work in the same way
as regular ISAs, except employees contribute directly from their salary before tax and NI
deductions.

The survey shows that employers rarely operate share or savings schemes for employees
and that these schemes are only pertinent to the private sector. Analysis by sector shows
manufacturers prefer SIPs, while private sector services firms offer a variety of different
schemes, although SAYE schemes tend to be the most popular.

Free shares are limited up to the maximum of £3,600 a year and share purchases are limited to
10% of the annual salary or £1,800, whichever is lower.
2
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Figure 25 Workplace savings schemes by sector

Table 27 Workplace saving schemes by sector
SAYE
Count

SIP

Percent

Count

Workplace ISA

Percent

Count

Percent

Whole economy

20

13%

19

12%

4

3%

Manufacturing and primary

19

11%

10

29%

0

0%

Not-for-profit and related

4

3%

0

0%

0

0%

Private services

4

22%

9

13%

4

6%
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Staff discounts
Overall around a third of employers (35%) provide staff discounts, however discounts are far
more commonplace in private services than in other parts of the economy. It is worth noting
that private sector companies are better placed to offer discounts on their own
goods/services, whereas employers in other sectors have limited scope to do this and usually
negotiate discounts with other companies, often through a third party. Staff discounts are
very rare in the public sector (just one respondent).

In respect of service qualifying periods, the majority (60%) provide the staff discount from
the first day of service and the practice of requiring a certain length of service before
honouring the staff discount is limited to the private services sector.

Figure 26 Staff discounts provided by sector
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Table 28 Staff discounts provided by sector
Count

Percentage

Whole economy

56

35%

Manufacturing and primary

10

29%

7

23%

40

58%

1

4%

Not-for-profit and related
Private services
Public sector
Table 29 Service qualifying periods for staff discounts
Count
No service qualifying period

Percentage
33

79%

1 month’s service

2

5%

6 months’ service

4

10%

12 months’ service or more

2

5%

None of our sample from the manufacturing or not-for-profit sectors apply any service
criteria to their discount schemes. In private services, practice is split between those that
apply length of service criteria and those that do not. Those that do tend to ask for 12 weeks’
service.

Just under half (43%) include family members in the discount scheme and employers in
private sector services are more likely to include family.

The level of discount can vary quite considerably, both across sectors and within sectors.
The average staff discount in private services is 38%, compared to 26% in manufacturing
and 21% in the not-for-profit sector.
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Figure 27 Average staff discount by sector

Benefits administration
A number of firms have outsourced some or all aspects of benefits provision to third parties:
overall 39% have adopted this strategy. Employers work with a variety of firms but some of
the most commonly cited ones are Edenred, Vivup, Vectis, Lifeworks and Equiniti, many of
which offer popular ‘voluntary benefits’ schemes through which staff can access discounts
on a range of third-party goods and services. This practice is more prevalent in the public
sector than in other parts of the economy. In some cases, only certain aspects are
outsourced, most commonly salary sacrifice schemes, recognition schemes and flexible
benefits, where in others all the administration is managed externally.
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Figure 28 Benefits administration outsourcing

Table 30 Benefits administration outsourcing by sector
Count
Whole economy

Percentage
65

39%

8

24%

Not-for-profit and related

10

33%

Private services

32

26%

Public sector

13

52%

Manufacturing and primary
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