
Online 
Employee 
Benefits
How to create a  
compelling business case



Employers that work with their benefits provider
to construct a business case - which contains both
soft and hard measures of return on investment –
are more likely to make an impact around the
boardroom table. Soft measures refer to the 
scheme’s impact on areas such as engagement 
and health & wellbeing, whilst hard measures 
illustrate the amount of direct cash that can be 
saved, such as that generated by salary sacrifice 
benefits used within employee benefits schemes.
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Speak to an expert
We’ve helped many organisations put 

together successful business cases. Creating 

great employee experiences is what we do 

best! Get in touch by calling us on 0844 963 
0023 or emailing hello@benefex.co.uk, and 

one of our consultants will be happy to help.
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Introduction
Persuading your organisation isn’t easy: how can you  
create a compelling business case for employee benefits?

The purpose of a business case is to 
enable the right decision to be made. 
With an endless list of advantages, 
it’s no wonder that more and more 
employers are offering employee 
benefits schemes to their employees.

But how can you convince your organisation that this is 

the right step for you? Whether you have something in 

place that you want to improve upon, or this will be a 

brand new offering, you’ll need to create an in-depth 

business case to position your argument professionally. 

Throughout this guide we’ll cover everything you 

need to include to create an effective business case. 

At Benefex our team have assisted countless companies 

to complete feasibility studies and build business cases 

which have enabled them to transform their reward 

and benefit schemes. We can also assist in developing 

accurate, bespoke ROI analysis that is specific to 

your organisation. 

The advantages of implementing employee benefits 

within your organisation are significant. Firstly, they can 

go a long way towards achieving HR goals, as well as  

playing a huge part in delivering  

your wider business strategy.

Employee benefits can also be cost saving, delivering a 

fantastic return on investment for many organisations 

that utilise them, all whilst offering employees choice 

and flexibility. But in order to implement a new scheme, 

or change what you currently have in place, you’re 

going to need a compelling business case. 

Is there a burning issue within your organisation which 

can be solved by flexible benefits? The list of reasons to 

implement flex is more extensive than you might think. 

Organisations all over the world are taking advantage 

of the return on investment (ROI) that their schemes are 

providing, such as: 

•  Tax and National Insurance efficiencies - Salary 

sacrifice benefits offer the chance for you and your 

employees to benefit from tax and NI savings. 

•  Cost effectiveness – lower costs by harmonising 

employee benefits and using one platform for 

everything you offer (flexible benefits, voluntary 

benefits, auto-enrolment, and more).  

•   Improved Employee Value Proposition – offering 

employee benefits differentiates your organisation 

in the marketplace and has been proven to assist 

organisations in attracting key talent.

•  Increased engagement, retention and motivation. 
A well-designed extensive scheme tailored to meet 

the needs of your employees will gain buy-in and 

allow individuals to choose the benefits relevant 

to them.

•  Reduced administration – Hand over the reporting, 

scheme administration and employee queries to save 

time and allow our team to be more strategic.   

•  Meet the diverse needs of employees – Cater to 

your employees using benefits specifically selected 

to suit their needs. 

•  Increased perception and value of reward package. 
Engaging communications and a seamless user 

experience ensure employees can understand the true 

value of the employee benefits on offer to them. 

•  The opportunity to offset other organisational news, 

such as the closure of a pension scheme, merger or 

the harmonisation of changes in terms and conditions 

or policies. Introducing employee benefits can also 

compensate for a lack of pay rises or bonuses.  

•  Communicating and managing a merger or the 

harmonisation of changing in terms and conditions 

or policies.

“If you have poor benefits communication and continue to invest 

in providing benefits, our research shows that you score the 

same as having no benefits at all” Professor Nicholas Bacon

Building a business case needn’t 
be a barrier to introducing a 
new flexible benefits scheme.

What is a business case? 
A business case, in short, is a recommendation 

to decision-makers to take a particular course 

of action for the organisation, supported 

by an analysis of its benefits, costs and risks 

compared to alternatives, showing outcomes 

and an explanation of how it can best be 

implemented. 

If you need help or have a question at any 

point, email hello@benefex.co.uk or call us on 

0844 963 0023 and one of our consultants 

will be happy to help

Part one
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Sign-off always takes longer 
than expected

Be realistic in your timelines and always give 

clear deadlines. Keep the information relevant, 

and have discussions upfront. Ensure internal 

stakeholders are involved from the earliest 

opportunity (for example IT and procurement) 

as you don’t want to get close to sign-off and 

hear bad news from IT relating to the types of 

technology you can or can’t integrate with.
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Keep it interesting 

Do you need compliance or procurement 

to sign-off your proposal? Although these 

teams are professional and driven by 

facts and figures, depending on the size of 

your organisation they’ll read hundreds of 

proposals. They are likely to respond to a 

format that stands out and is different from 

the rest. Show them that your idea will work 

in an innovative way.
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Part two

10 Things  
to Consider
When creating a robust business 
case for employee benefits
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Make your case in person 

As important as creating a business case 

is, you shouldn’t let it do all the talking for 

you. Pitching your proposal in person means 

you can provide more insight, answer any 

questions and add a level of personalisation 

that’s not possible with an all-encompassing 

document.

Take inspiration from 
other forms of writing 

Use story-telling techniques and structure the 

case around a narrative. It should have a  

clear beginning (problem), middle (analysis) 

and end (solution). Using these techniques 

alongside data to back up what you’re saying 

will ensure the business case is robust.
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Ensure your conclusion 
is thorough 

This is not the section to rush or skip over, 

it’s where you could potentially win or lose 

your case. Focus on the results here and 

keep it brief, but don’t miss any key points 

or deciding factors. 

Be confident

Show you believe in the solution you are 

proposing. Don’t write as though you are 

asking for permission, but explain how it’s 

going to work and demonstrate what you 

need for implementation. The worst thing you 

can do when trying to make a compelling 

argument is come across as uncertain. 

02
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The audience 

Who are the stakeholders and who will 

have final sign-off? You need to understand 

who will be reading the business case and 

what is their current level of understanding 

of the situation is. It’s really important that 

you pitch this document at the right level.

What’s happened before  
within your organisation? 

What has been suggested, approved and 

declined previously? How is your suggestion 

superior to those that have been put forward 

formerly? It’s also a good idea to review other 

business cases within your organisation – how 

have they been formatted, how in depth are 

they, and what language do they use?

Relate everything back to the 
wider business strategy

What are the drivers behind this project and 

how can you relate these back to business 

goals, objectives and the company culture? 

Speak to other teams in your organisation, 

what are they working on and what 

challenges are they facing that your  

proposal will help with?

Are you creating a case to 
implement something new or 
change an existing process? 

This will decide the level in which you review 

what’s currently in place. You should also 

review what other companies have, if you 

can access this information. These could be 

competitors, companies of a similar size or 

aspirational companies in similar industries.

01
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Identifying the problem:
When it comes to outlining the problem within your 

business case, it’s a perfectly feasible approach 

to work backwards and take the benefits of 

implementing a reward and benefit scheme, such 

as the ROI or ‘increased employee engagement’ 

and structure your proposal around them. But to 

create a real impact, you’ll first need to identify the 

real issues within your organisation. You can then go 

on to explain how your solution will work towards 

overcoming them. 

A starting point for the review could be your current 

offering; perhaps you don’t offer any benefits, 

or maybe you have a disparate offering where 

employees don’t understand the true value of what’s 

on offer. Or perhaps your organisation is struggling 

with something specific, such as retention; losing 

employees to competitors, or struggling to recruit top 

talent in the first instance. 

In order to identify the problem, 
you’ll need to review what’s 
happening in your organisation, 
plus what’s happening in other 
organisations for benchmarking.

Reviewing other organisations:  
Organisations define their brand positioning based on 

where they sit within a specific market compared to 

competitors. Your reward and benefits strategy should 

work the same way. Gathering this information can 

be challenging, as it’s easier for companies to conceal 

unless you’re an employee. 

But there are things you can do to understand what 

other companies are offering. Firstly, you should look 

a lot further than your direct competitors, as from a 

recruitment perspective the pool is much wider. The 

things you need to take into consideration will differ 

depending on the skill level of your workforce and how 

specific their job roles are, some employees will be able 

to transfer from one industry to another more easily 

than others. Location should be taken into consideration, 

especially if your company is based in one place. 

Reward and benefit-specific events will provide a 

good insight into what’s new in that space specifically, 

but you can also look out for more refined webinars, 

seminars and talks that will discuss a particular topic or 

industry issue in depth. 

Speaking to peers who work in similar roles within 

different companies can also provide a good idea of 

the challenges they’re facing and how they overcome 

them. As well as hosting industry-specific events, 

Benefex also host events throughout the year at London 

locations such as Kensington Roof Gardens, where 

clients and prospects can network and share insights 

with other reward and benefit professionals. 

As well as introducing you to other industry 

professionals and providing their own insight, your 

reward and benefit provider will also be able to tell you 

about trends either within your industry, or from other 

industries that can be applied to your organisation. Of 

course, they can’t give specific scheme information, 

but picking a provider with an impressive list of existing 

clients can give you a real advantage. 

There are also things you can do yourself, such as 

looking at other organisations employer brands and 

vacancies as they’ll often list some (or all) of the benefits 

they offer. You can also refer to The Times’ ‘100 best 

companies to work for’ list and review what those 

organisations offer their employees.

Top tip: 
Keep an eye on 
www.benefex.co.uk/events 
to find events relevant to you.

Reviewing your organisation: 

• What are your HR goals? 

•  What are the wider business objectives? 

•  Which of the following do you offer 

employees, and what are the take-up rates?

[  ]  Online employee benefits 

[  ]  Flexible benefits 

[  ]  A flex fund

[  ]  Voluntary benefits 

[  ]  Discounts and cashback

[  ]  Auto-enrolment 

[  ]  Total reward statements 

Considering the options 
you selected above:

• When was the last time this was reviewed?

•  If recently, what was the outcome of 

the review?

•  Is there currently a lot of manual processing 

and administration?

•  Has the technology your scheme is run on 

been updated in the last year?

• Does the portal work on mobile devices?

•  Do employees know what’s on offer 

and understand the value?

Part three

How to: Identify 
the Problem
Create an impact by highlighting key issues within 
your organisation, and use data to back them up.

http://www.benefex.co.uk/events
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This is where you need to be clear about exactly what 

you’re putting forward – define it accurately, explain 

how it will work, and outline everything you need to 

put it in place. You should also demonstrate forward-

thinking with a roadmap which will develop with 

the scheme, but initially outline how it will adapt to 

changing trends and stay competitive and relevant 

to employees. 

Start with a clear and concise definition of what it is 

you’re proposing. This ensures everyone is on the same 

page. It’s also a good idea to be clear about how you’re 

using the terminology, we’ve included a handy guide 

on page 16.

Once you’ve provided a broad overview of the solution, 

it’s fundamental that you explore each component in 

detail. Start with a breakdown and clarify each section. 

For example, when looking at employee benefits 
there is a lot to consider, such as: 

•  The reward and benefits supplier 

selection/review process

• The specific benefits and benefit providers

• The software the scheme will run on

• Single Sign-On

•  Data security (for example Benefex reach 

the security standards of ISO 27001)

• Branding 

• Communications 

•  Plus, how this fits in with everything 

you currently offer

Other elements that 
could be included:

Auto-enrolment

Employee discounts 
and cashback

Share modelling

Financial education

Total reward 
statements

Bonus modelling

Part four

The Proposal
How to articulate the solution persuasively. You’ve set the scene, 
introduced the issues, and it’s time to propose a solution.

What are employee benefits?

Employee benefits offer employees the choice 

and flexibility to exchange their salary for the 

things that are important to them. Employer-

funded benefits can also be offered on top of 

an employee’s salary.

One great thing about flexible benefits is 

the possible tax and National Insurance 

savings to be made using salary sacrifice. A 

salary sacrifice exchange happens when an 

employee gives up the right to part of their 

salary due under their contract of employment.

Usually, the exchange is made in return for the 

employer’s agreement to provide the employee 

with some form of non-cash benefit. In most 

cases, discounted purchase prices can also be 

achieved as well as the ability to spread any 

payment terms over a 12-month period.

Top tip: Use research to back up your points.  
The consultants at Benefex can provide statistics  
from across the industry, plus our own findings.

Organisational requirements for implementation  

Outline how implementing this solution will affect other 

teams within your organisation – IT, HR, Security etc. 

What is needed in order to achieve this?

You’ll need budget, but are there any other requirements? 

Potential challenges 

This could be at employee level, relating to Minimum 

Wage or Living Wage restrictions or something more 

functional, for example, employees without internet 

access having difficulty accessing the site. 

Clearly state the end goal. What will the outcomes 
of the scheme be? 

What results can your organisation expect? 

Reiterate what you’re working towards. 

Roadmap for the future 

How can the return on investment be invested back into 

the scheme? Outline how this scheme will keep in line with 

future trends. Show innovation and forward thinking.

What would happen if the scheme did not go ahead?

Answering this question is a great chance to highlight 

the importance of the proposal achieving signoff. 

Leave no room for doubt that this cannot go ahead.

11
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A well-structured business case 
will help you present a convincing 
argument and gain the support you 
need to implement the solution, gain 
financial backing and achieve sign-off.

The following structure, which you can interpret to 
suit your proposal, will give you an overview of what 
needs to be included: 

Title. The title of your business case should summarise 

your argument in a few words. E.g. “Implementing 

employee benefits at Benefex”

Front cover. This could include the title of your proposal 

or a statement or rhetorical question. Include an eye-

catching image if it’s relevant.  

Contents page. Include a contents and number sections 

so it’s easy to navigate around the document.

Executive summary. Include an executive summary; 

especially if you know that the intended audience are 

short on time. Make it easy for them to understand 

what you’re discussing straight away.

Outline of the current situation. Presume your reader 

is completely unfamiliar with the current situation and 

set the scene. 

Review of the market. What are competitors and 

other organisations doing? What positive impacts have 

they seen from implementing employee benefits? 

Outline of the issue. What is happening that needs 

addressing at your organisation? 

Recommendation summary. Briefly outline what 

you’re suggesting within this business case.  

The full proposal. Explain in detail what you’re 

suggesting. How will this achieve the goals and 

overcome the issues with the current situation? 

Demonstrate business considerations.

• Strategic: How this fits within your organisation. 

• Economic: Development of options for 

implementation, assesses costs and benefits, 

compares options. 

• Commercial: Outlines suppliers, identifies the impact 

on existing cases. Demonstrate approval of a 

procurement strategy by your organisation. 

• Financial: Present cash flows, funding requirements, 

available budgets, show net cash cost of the project, 

sum of all cash costs against cash savings or revenue 

generated. 

Technology migration. What are the technological 

requirements and how will this impact your IT teams 

and infrastructure?

State clear project goals and objectives. Ensure these 

are measurable and realistic 

Scheme requirements. What do you need to make 

this happen?

Project Assumptions. Is there anything you’ve assumed 

when putting together this document that may change 

further down the line?

Potential challenges and constraints. How will you 

prepare for issues that are likely to arise? 

Organizational impact. What will this mean for the 

wider organisation? 

Projections, expected results and anticipated 
outcomes. Outline the expected results of your project 

going ahead.

Major Project Milestones. Include a timeline of dates 

and check with any prospective providers to ensure 

your delivery times are achievable and realistic. 

Justification. Anything to add that will justify why 

this project should go ahead.

Conclusion. Provide an overview of the business 

case, including the current issue, solution and 

projected outcome. 

Structuring the  
document visually
Once the document is starting to take shape, you’ll 

need to consider the visual presentation. We would 

suggest a more visually pleasing layout than plain 

text where possible. This will make your proposal 

stand out, look professional and cement your point. 

The ideal scenario would be to have a graphic 

designer professionally produce the document, but 

if you don’t have access to that resource there are 

still things you can do to improve the look and feel. 

• Use a front cover to introduce your business 

case and build interest from the start.  

• Pull out key messages using larger fonts or 

breakout boxes, but don’t do this so often that 

nothing stands out. 

• Use other visual representations such as graphs, 

diagrams and icons to illustrate your point and 

keep your reader engaged throughout. 

• Include stats and figures which are easier to 

digest than large bodies of text. 

• Lists and bullet points are an effective way to 

convey many points, and are much more likely 

to be read and understood. 

• Use clear legible fonts, sticking to one heading 

and one body font so the document feels neat 

and consistent 

• Include images of people that represent your 

workforce, but be wary of stock images that 

can appear cheesy. 

• Colour code sections. This helps to break up 

information, keeps it eye catching and makes 

it easy for your reader to return to sections. 

Part five

Adding Structure
How can I structure a business case so it’s compelling?
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Employee benefits can change this, but you’re going 

to need a compelling business case to prove it. Having 

prepared business cases for prospects and clients 

alike, we’ve seen first-hand the difference that a 

great business case can make in implementing the 

right solution and seeing results further down the line. 

Without one it’s impossible to generate positive change!

When writing the conclusion for your business case, you 

should focus on the results. So, what are the results of 

implementing employee benefits? Well, aside from the 

ROI, increased employee engagement, and a handful 

of other great organisations perks, there’s also industry 

recognition in the shape of awards, press coverage, 

and being cited as an industry expert yourself. But, most 

importantly, you’ll be providing an excellent experience 

for your employees, every day.

If you remember one thing, remember this: Don’t get 

complacent. This applies to the business case itself, but 

also the reasoning behind creating one in the first place. 

Review what you’re currently doing. Is your scheme 

the best it can be? If not, why not? Always use data to 

back up your decisions and if you don’t have access 

to this, ask an industry expert or provider.

Once you’re finished, take a step back and review 

your business case with a fresh mind. Don’t be afraid 

to ask for help if you need it, whether it’s from your 

team, your current provider, or a prospective provider; 

they should be happy to help!

The team at Benefex would like to wish you the best  

of luck with your proposal. This is an exciting time,  

and a great position to be in.

About Benefex
We know that people work at their best when they can 

be themselves. Sometimes, we put up barriers between 

our work and home selves, but if we take them down, 

we can bring our own passion, personality, and pride 

to our everyday work. At Benefex, we think work is a 

continual assortment of loops – each one being a great 

experience. We provide those experiences.

Benefex is the business behind OneHub, the award-

winning global employee benefits platform. We tailor 

smart and measurable packages built specifically to 

engage employees.  It’s the perfect home for your 

reward and benefits scheme, and is a powerful and 

secure portal for everything from employee data to 

the benefits themselves.

With an average 22% of payroll worldwide being 

spent on employee benefits, we’re helping HR drive 

untapped value from this spend. Using real-time data, 

we enable organisations to truly personalise their 

benefits, delivering more choice than ever before to 

employees around the globe, anytime, anywhere, 

on any device. As an accredited Living Wage Employer, 

we are as passionate about employee engagement 

as our clients are.

Launched in 2011, OneHub enables over 200 of 

the world’s largest employers to run, manage and 

engage their employees in reward and benefit 

programmes. Our clients include Autotrader, Barclays, 

Boots, BT, E.ON, Experian, London Stock Exchange 

and Worldpay. Experience the one platform you 

need to drive employee engagement in benefits; 

find us at www.benefex.co.uk.

Part six

Conclusion
According to research by Gallup, only 13% of employees 
around the world are actively engaged at work, and 
more than twice that number are so disengaged that 
they are likely to spread negativity to others.

Other useful sources  
of information 
www.cipd.co.uk/hr-resources/factsheets/
employee-benefits.aspx  
CIPD Employee Benefits factsheet documents 

the history of employee benefits and any recent 

legislation changes you need to be aware of. 

www.engageforsuccess.org/  
Engage for Success is a movement growing 

awareness about the power and potential of 

employee engagement. 

www.hrzone.com/resources/your-ultimate-
wellbeing-toolkit  
Your Ultimate Wellbeing Toolkit, brought to you 

by HR Zone and Unum, contains six digestible 

modules to help you put employees at the heart 

of your company. 

www.positiveageing.co.uk/calculator/  

This Sleeping Tiger calculator works out the 

negative financial impacts that your  

employee’s family ageing issues are having  

on your bottom line. 

www.raconteur.net/employee-engagement-
and-benefits  
In this report, Raconteur looks to business  

pioneers directly for their top tips, whilst  

exploring staff development, creative benefits 

and talent retention.

www.wealth.barclays.com/employer-
solutions/en_gb/home/research-centre.html  
Barclays Corporate and Employer Solutions have 

researched crucial topics that employers need 

to be aware of to look after their employees and 

ultimately their businesses, which includes helpful 

facts and figures.

Speak to an expert  
We’ve helped many organisations 

put together successful business 

cases. Employee benefits is what we 

do best and we’re more than happy 

to help! Get in touch by calling us 

on 0844 963 0023 or emailing 

hello@benefex.co.uk, one of our 

consultants will be happy to help.

http://www.benefex.co.uk
http://www.cipd.co.uk/hr-resources/factsheets/employee-benefits.aspx
http://www.cipd.co.uk/hr-resources/factsheets/employee-benefits.aspx
http://www.engageforsuccess.org/
http://www.hrzone.com/resources/your-ultimate-wellbeing-toolkit
http://www.hrzone.com/resources/your-ultimate-wellbeing-toolkit
http://www.positiveageing.co.uk/calculator/
http://www.raconteur.net/employee-engagement-and-benefits
http://www.raconteur.net/employee-engagement-and-benefits
http://www.wealth.barclays.com/employer-solutions/en_gb/home/research-centre.html
http://www.wealth.barclays.com/employer-solutions/en_gb/home/research-centre.html
mailto:hello@benefex.co.uk
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Frequently used terms 
Annual enrolment – The annual period in which 

employees may choose to make changes to their 

benefits package for the next scheme year.

Auto-enrolment – In 2008 the Pensions Act stated 

that between October 2012 and February 2018 all 

employers will have to automatically enrol eligible 

employees into a qualifying pension scheme. As a 

company you’ll get a ‘staging date’ which explains 

when you have to start auto-enrolling employees.

Benefit cover level – Many benefits offer coverage 

for Employee Only, Employee and partner or 

Employee and Family. 

Data security – is about keeping personal and 

financial employee data safe. It is an important 

consideration when choosing a provider. 

Dependent – A person or persons who rely on you 

financially. This could include your legal spouse and 

children (up to the specific age limit set by your plan). 

Dependents may be be eligible for certain benefits. 

Eligibility – The rules under a specific benefit program 

that determine who is eligible for coverage (employees 

and dependents) and when qualified participants can 

enroll in the options available to them.

Employee benefits – An employee benefit scheme 

allows employees to pick the benefits they want or 

need for the scheme year from a range of options 

offered by their employer. Also known as flexible 

benefits in some cases.    

Life event – Significant events (such as marriage, 

birth, adoption, divorce, and death) that create major 

changes in a person’s life.  A qualifying life event 

change triggers a non-annual enrolment. When one 

of these events occurs, employees can review and 

make appropriate changes to their benefits package, 

subject to the individual benefit rules.

Online benefits – Online benefits are a convenient way 

to provide your employees with access to everything 

you might want to offer in your online reward and 

benefits programme (like health and wellbeing tools or 

more ways to save) so that they’re at your employees 

fingertips 24/7. 

Return On Investment (ROI) – A performance measure 

used to evaluate the efficiency of an investment or 

to compare the efficiency of a number of different 

investments. For example how a particular benefit is 

performing, or the scheme as a whole.

Salary sacrifice – Benefits that are bought using gross 

salary can be salary sacrificed, enabling the employer 

to save the value of their NI contributions and the 

employees can benefit from Tax and NI savings, as well 

as a discounted purchase price.

Single Sign On (SSO) – allows employees to access 

multiple applications using one set of logon details.  

Take-up – This refers to the amount of employees that 

select a benefit, or can be used to describe how your 

benefit offering if performing overall.

Total Reward Statements – A Total Reward 

Statement (TRS), brings together an employee’s 

complete cash remuneration with their benefits and 

details the overall value of their total reward package. 

It highlights all the extras that employees are receiving 

that they don’t necessarily see in their bank account 

at the end of a pay period.

Voluntary benefits – Optional employee benefits, 

discounts or cashbacks set up by the employer, 

but fully paid for by employees. These benefits are 

generally available at a special group rates or 

discount, making them cost-effective. 

Part seven

Your guide to employee 
benefits jargon
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Understanding Benefits 

Breakdown cover – This provides a level of cover for 

an employee which they can use in the event of their 

car breaking down. 

Car Salary Sacrifice – Eligible employees may sacrifice 

part of their salary in return for an energy-efficient car.

Childcare Vouchers – Childcare vouchers form part 

of a family friendly initiative allowing working parents 

to manage the cost of childcare while making tax and 

National Insurance savings.

Critical Illness Insurance – Critical Illness Insurance 

(CII) provides a lump sum payment on diagnosis of 

one of the serious conditions covered by the policy. 

It gives financial back up at what may be a difficult 

time. Employees can also elect to purchase cover for 

their partner. 

Cycle to work – This benefit provides employees 

with the opportunity to have use of a bicycle and 

accessories where the primary use will be to cycle 

to work.

Dental Insurance – Dental insurance provides 

reimbursement for employees and their families 

for dental costs are up to scheme limits and rules. 

Employees can also elect to purchase cover for 

their partner.

Employee Assistance Programme – Employee 

Assistance Programmes (EAP) are designed to help 

employees deal with personal problems that might 

impact their work performance, health and well-being.

Experience Days – Allow employees to select from a 

range of experiences available at a discounted rate.

Financial education – An online portal or training 

sessions designed to help employees gain a better 

understanding of their financial options and make more 

informed choices.

Gadget Insurance – Gadget insurance provides annual 

cover for technology products. The terms of the cover 

will depend on the provider.

Gym membership – Provides employees with the 

chance to select a gym membership at a discounted 

rate for them and their partner.  The discount rates 

vary according to individual gym, location and type of 

membership selected by the employee.

Health Assessment – The once a year assessment 

ensures that employees stay on top of their health and 

if any potential issues are identified then it can lead to 

early intervention. Employees can also elect to purchase 

cover for their partner.

Healthcare Cash Plan – This option reimburses 

employees for everyday healthcare treatments. 

The types and level of reimbursement depends on 

the type of Cash Plan selected.

Health Screening – Health Screening provides 

employees with an assessment of their health, 

taking into account their age, and current level of 

fitness. Employees can also elect to purchase cover 

for their partner.

Holiday Trading – This benefit allows employees to 

buy holiday to increase their annual leave entitlement 

or sell leave to receive more pay.

Income Protection – Income Protection is an insurance 

benefit which provides employees with a taxable 

income in the event that they are off work ill for a 

prolonged period, subject to the terms and conditions 

of the provider.

Life Insurance – Provides the employee’s beneficiary 

with a tax-free lump sum in the event of their death. 

Magazine Subscription – Employees can sign up for 

a 12 month subscription to their favourite magazine/s, 

at a discounted price.

Mobile Phones – This benefit provides a phone and 

contract to employees and allows them to spread the 

cost over a set amount of months.

Payroll Giving – This option provides a tax efficient 

means for employees to donate money to a charity 

of their choice.

Pension – A tax efficient way to save for retirement. 

The type of pension an employee can select with 

depend on their eligibility. 

Personal Accident Insurance – This benefit provides 

a lump sum payment in the event of an accident, 

including permanent and total disability and 

accidental death.  

Private Medical Insurance – Private Medical Insurance 

(PMI) is offered as a benefit to give employees peace 

of mind should they, or any family member they choose 

to include in the cover, require medical treatment.

Retail Vouchers – Retail vouchers allow employees to 

make savings by giving discount on the face value of 

vouchers.  The discount received varies according to 

the retailer selected.  

Sharesave – Sharesave schemes give employees an 

opportunity to purchase shares in the company from 

their net pay at a fixed price after saving for three or 

five years.

Share Incentive Plan – Employees choose a monthly 

amount to contribute from gross pay to purchase 

shares in the company. Some employers choose to 

give away free shares for every share an employee 

purchases. Shares become tax free after being held for 

5 years from purchase/award date.

Technology Purchase – This benefit provides the 

opportunity for an employee to access a laptop or 

tablet, whilst spreading the cost of the product over  

a set period of time.

Travel Insurance – For personal, non-business travel 

outside the UK and within the UK (must involve a flight 

or overnight stay). Employees can also elect to purchase 

cover for family members.
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