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Evolution and transformation
Just like it says on the cover, payroll 
is changing – all the time. You don’t 
have to spend long in the industry 
to realise that a key requirement of 
the job is the capacity to adjust in 
response to perpetual changes in 
technology, process and legislation. 
What’s more, the overall role of the 

function itself has transformed. As Philip Whiteley discusses 
on page 24, what was once a back-office operation has 
evolved into a key strategic area for the organisation, holding 

essential data and ensuring compliance with a growing list of 
regulations handed down by government. 

“It’s not just payroll any more” is an increasingly 
common refrain within the industry, reflecting the fact that 
professionals in the sector now have pensions and employee 
benefits within their remit and operate in the wider reward 
space, growing ever closer to HR. In recognition of this, there 
will be some exciting changes to Payroll World in spring 2017. 
All will be revealed – so watch this space!
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Survey reveals line managers lack 
long-term illness support skills
Four in five (87%) line managers are not given any 
training on how to support people with long-term 
conditions including cancer, according to research.

A YouGov survey of 1,010 line managers, 
commissioned by Macmillan Cancer Support, 

also revealed a quarter (26%) thought making reasonable 
adjustments to allow someone with cancer to keep working 
would be difficult. 

However, over two thirds (69%) of those who have had to 
make reasonable adjustments said it was easy to do.

Approximately one in three people living with cancer in the 
UK are of working age. 

The number of people with cancer in the workplace is 
predicted to reach 1.7 million by 2030.

Apprenticeship levy ‘could kill off umbrella firms’
The apprenticeship levy could force umbrella firms out of business,  
according to two trade associations.

The Freelancer & Contractor Services Association (FCSA) and All Umbrella 
Companies Are Equal (AUCAE) believe that umbrella firms should be exempted 
from the levy, due to come into force in April 2017, because the majority of their 
payroll comprises contractors and freelancers.

The two trade bodies joined forces to voice their concerns in response  
to the government’s consultation on the levy. Julia Kermode (pictured), chief executive of the 
FCSA, said: “It is very disappointing that government policy makers have not listened so far  
and are pressing ahead regardless of the concerns voiced by many different parties.”

a brief look at the latest
payroll compliance news

Concerns raised over tax avoidance plans
Tax experts are warning that proposals to penalise “enablers” of tax 
avoidance schemes could result in taxpayers and businesses being  
unable to get expert advice on complicated areas. The Chartered Institute 
of Taxation (CIOT) says the penalties should be better targeted at those 

who deliberately seek to profit from tax avoidance.
HMRC is proposing a significant new penalty for those who “enable” tax 

avoidance and profit from doing so, and also a change to the existing penalty 
legislation which applies to those who use avoidance that is exposed and defeated 
by the tax authority. The CIOT fears the proposals and definition of enablers is so 
widely drawn that it will catch many ordinary business services. The organisation is 
also concerned that reputable businesspeople could be deterred from advising on 
complex matters on the grounds they may be seen as “enabling avoidance” and this 
would severely tarnish their reputation, irrespective of penalties.

ll The apprenticeship levy as it stands is 
not fit for purpose and does not consider 
that some businesses have artificially high 
payrolls, like umbrella companies and 
recruitment firms ll  
Julia Kermode, FCSA chief executive

Over a third of 
employees now 
auto-enrolled
More than one in 

three British employees now 
has a pension set up via the 
government’s auto-enrolment 
initiative, a survey of British 
employees has found.

The poll, conducted by 
YouGov on behalf of workplace 
pension provider Smart 
Pension, found that 36% of all 
employees questioned said 
their pensions were created 
under auto-enrolment, 28% 
said they had non-auto-enrolled 
workplace pensions, 17% had 
a standard personal pension 
(SPP), 8% had a self-invested 
personal pension (SIPP) and 
7% had a stakeholder pension.

However, 6% had no idea 
what sort of pension they had 
and 17% said they didn’t have a 
pension at all.

Almost one in five (19%) of 
the British workforce said they 
either had opted out or would 
be opting out of their workplace 
scheme, exceeding the 
government’s overall forecast 
of 15%. 

The government’s own 
current figures suggest opt-outs 
are significantly lower at the 
moment, at around 10%.

Regulator wants powers to protect 
pensions in company sales
The Pensions Regulator (TPR) wants new powers to 
stop final-salary pension schemes being dumped when 
companies are sold.

At the present, companies do not have to inform TPR 
before a sale but the regulator’s CEO, Lesley Titcomb, 

wants this to change. She believes firms with large pension deficits 
should be required to inform TPR if a sale is imminent, and wants 
the regulator to have powers to intervene if necessary.

The issue has come under the spotlight following the collapse of 
BHS. The retail group went into administration after former owner 
Sir Philip Green sold it for £1. The pension scheme has a deficit of 
almost £600m and is now likely to go into the Pension Protection 
Fund, with workers who have not yet retired getting 90% of the 
pension they expected.
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workers outside the UK. A 
minimum wage set at a high 
enough level leaves everybody 
unemployable. Set it too low and 
it has no impact. 

“In the face of global 
competition and continuing 
technological development that 
spurs automation and o� shoring 
across a range of lower-paid 
jobs, we are increasing the 
cost of employing lower-paid 
workers, providing further 
incentives for automation 
and o� shoring. As low skilled, 
low earners continue to bear 
the brunt of globalisation and 
the ongoing technological 
revolution, one thing remains 
clear – raising minimum wages 
is not the answer.” 

Meanwhile, a leading economics 
professor says increasing NMW 
rates won’t solve the problems 
faced by those on lower pay.

According to Peter Urwin, 
professor of applied economics 
at Westminster Business School 
and director of the Centre 
for Employment Research, 
increasing the cost of employing 
lower-paid workers can result in 
automation and o� shoring.

Urwin said: “Whether you 
work in a car factory or call 
centre, as a lorry driver or 
labourer, your job is being 
‘squeezed’. If your employer has 
the option of getting the same 
job done in another country, 
you are directly competing 
with – usually cheaper – 

●● There is no
justification for
paying people in
their early 20s 25p
an hour less than
other adults ●●

NEWS&VIEWS

but economics expert insists higher nmw rates ‘won’t help lower-paid workers’

Young workers should receive 
the full adult minimum wage 
rate, says Frances O’Grady, TUC 
general secretary.

National Minimum Wage 
(NMW) rates increased in 
October but O’Grady believes 
the di� erence in pay between 
age groups is unfair.

She said: “There is no 
justification for paying people 
in their early 20s 25p an hour 
less than other adults. Their 
employment rate is rising and 
they work just as hard as older 
workers, yet are entitled to less 
at the end of the week. That’s 
simply not right.

“It’s time for the government 
to bump them up to the full 
minimum wage.” Frances O’Grady, TUC general secretary
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READ MORE FROM IAN HOLLOWAY  
AT WWW.PAYROLLWORLD.COM/BLOG NEWS&VIEWS

Ian Holloway, head of legislation  
and compliance at Cintra HR  
& Payroll Services

AE minimum contributions delay now in legislation

It’s LISA with an S, not LIZA with a Z

Pay Window

their first home or as retirement 
income. She can be opened 
up to the age of 40 and the 
information on Gov.uk says she 
will allow up to £4,000 of savings 
per year up to the individual’s 
50th birthday. Investments will 
be topped up by a government 
‘bonus’ of 25% up to a 
maximum of £1,000 per annum 
– that is, £4,000 at 25%. Interest
will also be added.

Funds can be withdrawn at 
any time. 

However, if the monies are 
not being used as a deposit or 
pension, the government will 
withdraw the bonus, withdraw 
the interest and apply a 5% 
withdrawal fee. 

If the purchase price of a first 
property is less than £450,000, 
LISA funds can be withdrawn 
towards the deposit without 
penalty to the government bonus 
or the interest that has accrued. 
Withdrawals will be free of tax.

Help-to-Buy ISAs will remain 
up until November 2019, at 
which time they will be closed to 
new savers.

Alternatively, the funds can 
be withdrawn from the age of 
60, again without penalty to the 
government bonus or the interest 

that has accrued. Withdrawals 
will also be free of tax.

This is the trouble with LISA. 
Will workers see LISA as a 
better option than a workplace 
pension? A survey by Fidelity 
International in July 2016 and 
reported by Payroll World 
suggested that LISA would not 
be a threat – although, 7% of 
18- to 40-year-olds surveyed
indicated that LISA would
encourage them to opt out, with
37% saying they would use LISA
and a workplace pension.

Maybe it’s me, but it is not 
so much the worker I am 
concerned about; it is more the 
employer trying to avoid their 
auto-enrolment duties by luring 
young employees towards the 
tempting LISA (let’s be honest 
– on the surface, she does look
alluring). With both worker and
employer in mind, it leads me
to ask:
•  Are workers educated enough

to be able to make the choice
between LISA, the workplace
pension or both?

•  Are employers educated
enough to realise they have
workplace pensions obligations
and teasing workers with the
LISA’s wiles is totally against

The Savings Government 
Contributions Bill was recently 
introduced to parliament. 
It applies UK-wide and 
introduces two things:
1. The Lifetime ISA (LISA), and
2. The Help-to-Save account.

The lowdown
Both were announced at the 
budget in March 2016 and, as 
the legislation and information 
is in the public domain, it is 
worthwhile covering both. 
Indeed, with LISA, it is especially 
important that she is covered.

LISA
LISA is a vehicle designed to 
encourage young people to 
save, either for a deposit on 

these? The answer to both 
questions is “probably not” – 
at the moment.

Help-to-Save
Not so imminent is the Help-
to-Save account. While this is 
covered in the above bill, the 
government has only made 
the commitment that it will be 
introduced “no later than 2018”.

Briefly, Help-to-Save is another 
savings vehicle, this time for 
people in receipt of Universal 
Credit or Working Tax Credits. 
Claimants will be able to save up 
to £50 per month and receive a 
bonus of 50% if the account is 
still open after two years.

We should all be saving for 
our retirement – that is the 
message that has come from 
government after government. 
In contrast to this message 
seems to be the fact that two 
pieces of legislation will delay 
the auto-enrolment increases 
to minimum contributions:
1.  The Employers’ Duties

(Implementation) (Amendment)
Regulations 2016 (in Great
Britain), and

2.  The Employers’ Duties
(Implementation) (Amendment)
Regulations (Northern Ireland)
2016 (in Northern Ireland).

These amend the previously 
legislated increases to  

auto-enrolment minimum 
contribution rates by six months, 
as per the announcement at 
the 2015 spending review and 
autumn statement. 

As a result, the statutory 
phasing position is now as 
follows:
Phase 1: Up to 5 April 2018, 
total minimum contributions via  
auto-enrolment are 2% of 
qualifying earnings, with the 
employer’s minimum of 1%.
Phase 2: Between 6 April 2018 
and 5 April 2019, the minimums 
are 5% and 2%.
Phase 3: From 6 April 2019 and 
onwards, the minimums are 8% 
and 3%.

The question is: what will 
employers have to do to prepare 
for this phasing?

The first thought is about 
how software will facilitate this, 
given that the phasing date may 
not be at the start of the pay 
reference period. Do we do pro-
rata calculations, can software 
do pro-rata calculations and 

does this conflict or complement 
pension scheme rules?

I understand that The Pensions 
Regulator (TPR) is aware of such 
issues – indeed, I have raised 
them myself. Therefore, only one 
thing seems certain – UK payroll, 
HR, pension and software 
professionals are going to need 
some guidance on this so keep 
your eyes peeled.

Maybe it’s me but the 
government’s continued 
message about the importance 
of saving for retirement seems 
to be inconsistent with them 
passing legislation that actually 
delays more money going into 
our pension pots.

ll The government 
message about the 
importance of saving 
for retirement is 
inconsistent with the 
legislation ll
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Are we 
heading 
for a 
crisis?
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The year 2016 has been a strange 
one. Much has been thrown at the 
payroll industry and software and 
service providers. With a change of 

government and direction, the affected public 
departments are covering a whole plethora of 
change proposals. 

Ruth Owen, director general of customer 
services at HMRC, faced some questions 
from the parliamentary committee in relation 
to the lateness of information. HMRC assured 
everyone that information was provided on 
time; the industry disagrees. 

At the HMRC annual stakeholder meeting, 
questions were raised by attendees on the 
knowledge drain within the organisation as a 
result of the slimming down of departments 
and personnel moving on or retiring. 
Assurances were given that all was well and 
adequately covered. 

BCS (the chartered institute for IT), IReeN 
(the electronic exchange with government) 
and BASDA (the Business Applications 
Software Development Association) – the 

constituent parts of what is termed BIB 
– have over previous years had a strong and
productive consultation grouping with various
government departments, but much of that
appears to have shrunk, with the government
leads gone.

The pleading from software and service 
development is for adequate notice of change 
– normally 18 months, but at least notification
of technical specification for July prior to the
tax year of application. For many years this
has been met, enabling compliant-ready
software to be developed, tested and
delivered in time for the new tax year payrolls.
However, this is now under serious threat and
software developers are concerned. A
number of government initiatives and
obligations applying from next April are
proposed, there is some technical definition of
some file format fields, but little to no precise
detail to enable an accurate judgment of
requirements and obligations on software,
service or business operations and impact.
HMRC was heavily criticised in 2016 for the

very late notification on guidance in relation to 
voluntary payrolling, with information finally 
being published in February 2016 for an April 
2016 tax year start. Is the same tardiness of 
detail being repeated? Are there serious risks 
to payroll service development as a result? 
Are we nearly there yet with the production of 
any meaningful guidance? 

So 2017-18 is shaping up to be a very 
difficult change year. A plethora of major 
software development groups are getting very 
nervous. As the chair of BCS Payroll I have 
made my pleas; Alex Rowson of BASDA has 
also made representation to HMRC to receive 
adequate information to enable good 
planning of software change. And then, of 
course, there are considerations for change in 
business process. So what exactly are we 
talking of that is late? 

The apprenticeship levy – the information 
on the basis of allocation of the offset 
allowance and calculation is late. Employers 
are confused on the separation between levy 
and funding. There is much debate around 

NOVEMBER / 2016

April 2017 is just round the corner but apprenticeship levy confusion reigns,
salary sacrifice is changing, mandatory pay gap reporting requirements are
confused and Simon Parsons is worried – very worried



ll In my 30-year history of payroll software service 

and delivery, never has so little been known with 

so much to do. We are able and willing to support 

change, yet discussions are not taking place ll
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devolved nations and how funding is shared 
between Scotland, Wales and Northern 
Ireland – to the extent that the Scottish 
Parliament consultation is critical of its 
non-inclusion by the London Parliament in 
development of the legislation. The levy is 
assessed on Secondary NI earnings. 
However, those are not reported to HMRC 
on the RTI FPS submissions, so how the 
allocation to devolved nations occurs is 
confused and not based on anything the 
employer would expect it to be. So attempts 
by some employers to match levy to funding 
are potentially pointless. However, the 
funding allocated to an employer has up to 
two years to be spent. But equally, funding 
allocated at the start may well find itself being 
withdrawn if earnings on the cumulative 
principle end up reducing the levy overall.

Payrolling benefits in kind (PBiK) – although 
the expansion to credit vouchers is welcome 
(there is little to no change to accommodate 
– why was it not there this year?), the
guidance on the new company car reporting
is different, and scant at best. How will
software, service or the employer business
process be changed in time for April 2017
with the tardy delivery of information?
Although HMRC committed to having this
information for software for July 2016, this
target has been significantly missed. A bunch
of fields on a file is not sufficient – there
needs to be explicit information of what,
when and why in relation to company car
reporting requirements.

Mandatory pay gap reporting – there are 
hints that the defined requirements will not be 
known until maybe even March next year. 
The definition of earnings is so wide in 
interpretation as being the ONS value used 
for the ASHE survey – so not taxable or 
NI-able earnings then – and the timing point 
confused in definition from being pay in the 
month of April to potentially just the pay 
period that includes 5 April annually. What 
involvement will payroll have in creating the 
base data for the employer to meets its new 
legal obligations? Has the horse already 
bolted, as accumulation of bonus would 
already need to be taking place? Are the 
employers (those with over 250 employees or 
in the public sector) considering their 
obligations? And then there’s the 
consideration of devolved administration.

And what of the autumn statement and the 
recent plethora of HMRC consultations? 
What will be announced about salary 
sacrifice changes and how will these impact 
business process for employers, their service 
and software, and also the PBiK operation if 
the employer already undertakes it? Is it the 
end of flexible benefit schemes? If the 
proposals proceed as stated, then company 
car schemes will be majorly impacted where 
there is a choice of car or cash.

And then there is Class 1A assessment on 
redundancy payments – will this require 
change to payroll? Is there a new NI category 
for Class 1A (letter Y has already been 
taken)? Although the format of RTI report 

may well take the information, no notification 
of change has yet been given.

And then, of course, we need to await the 
Scottish Budget to see if the calculation of 
the Scottish Rate of Income Tax (SRIT) will 
drastically change. Has software been 
readied for the potential change in tax bands 
and tax rates?

Software still laments the demise of what 
was called HMRC Notes for Software 
Developers; what is now the trickle of 
information following the autumn statement 
all used to be provided in one concise 
document for process development. 

Although the SDS team does a 
tremendous job, we have a drip-drip of 
information during a time-critical development 
stage. Will HMRC, DWP et al cooperate with 
each other so that changes to tax, NICs, 
statutory payments, and so on, will all be 
announced appropriately?

In my 30-year history of payroll software 
and service delivery, never has so little been 
known with so much to do. The industry, 
through groups such as BIB, is able and 
willing to support change, yet the discussions 
are evidently not taking place. The planning 
and appropriate, proper, meaningful 
consultations need to return to the former 
days of exploring how these things can work, 
else much of this government change is 
under serious threat of failure and, especially, 
late delivery. u
Simon Parsons, director, tax and 
compliance strategies, SD Worx UK



Expert View / TALENT MANAGEMENT

The world of work is changing. 
Technological, environmental, 
political and legal developments are 

challenging many business strategies and 
presenting employers with a myriad of 
threats and opportunities. 

Such issues as driverless cars, 
terrorism, workplace robots, Brexit, 
ultra-low interest rates and global warming 
are all making organisations pause to think 
about whether they are doing the right 
things in the right way at the right time 
with the right people.

But who are the right people? To help 
answer this question, many employers are 
focusing on talent management – a 
process that helps them define, discover, 
develop and deploy the skills they need for 
business success. Given that talent 
requirements are constantly changing in 
this new business environment, rather 
than offering long-term employment, 
employers are offering individuals 
long-term employability. If employees 
create value for the organisation then the 
organisation will invest in the employee’s 
development so they have the skills that 
will allow them to remain in employment 
for as long as they are able to and wish.

Of course, this new deal throws up a 
number of questions. Are employers 
upholding their end of the bargain by 
developing these skilled individuals? 
Similarly, what happens to those workers 
who didn’t have the opportunity to 
develop the skills that are now in demand 
– what are they supposed to do in this
brave new world?

And HR isn’t helping the situation by 
saying one thing but doing another. For 
instance, while virtually all HR practitioners 
in a recent CIPD survey said they believed 
everyone should be considered a talent 
and supported to reach their potential, 
three in ten actually admitted that in the 
organisation for whom they work, 
opportunities for career development are 

available only to those who create the 
most value for the business. Furthermore, 
most employers preferred to develop 
those skills that are valuable to the 
organisation, rather than investing in 
employees’ external employability. 

Of course, in a world where tomorrow 
happened yesterday, defining talent needs 
and talented people is akin to nailing 
blancmange to a wall. There is the danger 
that just as the organisation has worked 
out what skills it needs, the business 
context changes, as do the alternatives 
and consequences. 

In such a situation, many employers 
would be better off looking for someone 
with the right attitudes and behaviours to 
nurture rather than focusing on simply 
trying to get people with the right skills. 
After all, with sufficient investment, skills 
can always be developed.

Falling short
While our research indicates that 
employers are struggling both with 

defining and developing talent, they may 
not be doing a good job at discovering 
and deploying it either. 

When it comes to acquiring talent, a 
recent study found that elite British firms 
offer 70% of their jobs to applicants from 
private or selective schools, interpreting 
characteristics including accent and 
mannerisms as talent proxies.

The CIPD’s survey finds HR displaying 
both positive and negative prejudices 
towards many groups of workers. For 
instance, older workers are rated as 
having a more positive attitude to work 
than other employees, but having less 
potential to develop skills. But it is almost 
the opposite for younger workers. Migrant 
workers are seen as having a positive 
work attitude and a good work ethic but 
were also perceived as having less of a fit 
with the organisation’s culture (whatever 
culture or fit actually mean). While 
returning parents are seen as having a 
great fit with the organisation’s culture, 
they are also perceived as having 
commitments that could affect the ability 
to do their job (namely, their kids). 

What role should payroll and reward 
professionals play in talent management? 
An important part is in defining the 
employer deal. CIPD research shows that 
while tangible aspects of rewards such as 
pay and benefits are important, so too are 
the intangible aspects, such as being 
rewarded fairly for your contributions and 
being offered development opportunities. 
If you don’t pay people enough or fairly or 
fail to develop them then this will have an 
impact on the bottom line. We need to get 
all aspects of reward right, as well as 
highlighting the business benefits of having 
a broader definition of talent and being 
prepared to give employees the 
opportunity to fulfil their potential. u
Charles Cotton, performance and 
reward adviser, Chartered Institute  
of Personnel and Development

Employability matters
The world of work is evolving rapidly. So, asks
Charles Cotton, in today’s fast-paced, changing
workplace, do employers have a talent strategy
that supports business needs effectively?

Keypoints

Technological and political developments 
are challenging business strategies and 
presenting threats and opportunities

Research shows employers are struggling 
with defining and developing talent, as well 
as discovering and deploying it

Payroll and reward professionals have  
a role in helping the organisation develop 
its talent strategy and the employee deal
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ll Employers are 
not doing a good job 
at discovering and 
deploying talent ll



The trend towards a gig economy 
has begun. The consultancy 
McKinsey reckons that some 162 

million people in Europe and America work 
independently. That’s up to 30% of our 
working-age population. Official UK figures 
bear this out, with almost five million 
people in the UK employed in this way.

The British gig economy is powered 
by firms like Deliveroo and Hermes. But it 
includes all kinds of start-ups, my own firm 
included, looking to contract workers in 
the way that suits the labour market. The 
next time you nearly run over a student 
crossing the road while fiddling with his 
phone, remember he could be web-
chatting for Pension PlayPen as easily as 
chasing Pokemon!

We rely on energetic youngsters to 
deliver web solutions and to deliver 
everyday items like parcels and meals. 
McKinsey reckons about 70% of these 
independent workers are choosing this 
work style either as their main job or to 
top-up earnings. The other 30% are either 
“reluctant”, working this way faute de 
mieux, or so cash-strapped that this is all 
they can do to scratch a living.

Worker worries
Frank Field MP is concerned about 
the 30% who are in the gig economy 
because they have no other choice. He’s 
concerned because they are potentially 
exploitable and – as chair of the work and 
pensions select committee – he feels in 
the front line.

Field is a Labour MP but he has taken 
his concerns to Theresa May and she 
has set up an enquiry – to be headed 
by another Labour stalwart, Matthew 
Taylor, who heads the Royal Society of 
the Arts. The Taylor enquiry is going to 
look into the way we work and will have 
important messages for payroll, pensions 
and auto-enrolment. Anyone who has 
been involved in auto-enrolment – whether 

WORKPLACE PENSIONS / Expert View

in-house or as a service provider – knows 
the difficulties surrounding personal 
service workers. They are the independent 
workers who contract with employers to 
deliver services on an “occasional basis”. 
The point at which “occasional” tips them 
into being “workers for auto-enrolment” is 
debatable. The Pensions Regulator asks 
you to test whether they look, feel and 
smell like an employee.

Protection
Among other things, the Taylor enquiry will 
be trying to establish a better definition for 
these workers. 

But just as important, it needs to report 
on how these workers are served for the 
kind of benefits and protections that those 
in regular employment take for granted.

The answers the Taylor enquiry come 
up with may not make pleasant reading. 
Most personal service workers do not 
benefit from a proper payroll system and 
most are missed from auto-enrolment 

altogether. Many are self-employed but no 
one knows how many are registered with 
HMRC for tax and National Insurance. The 
concern is that a large number, especially 
the 30% of independent workers working 
this way out of desperation, are barely 
getting by on gross earnings.

The worry for employers who regularly 
pay these workers either through payroll 
or under invoice is that the income 
tax, National Insurance and pension 
contributions that may be avoided today 
could become payable tomorrow, and 
very possibly retrospectively.

I have written to Matthew Taylor as a 
member of the RSA, volunteering to help 
with the enquiry and I’m pleased to have 
had a very positive reply! 

I want government to understand the 
problems not just for independent workers 
(of which my son is one) but also for 
employers (of which I am one), for payroll 
and for pension providers. u
Henry Tapper, director, First Actuarial

Lost in the system?
The ‘gig economy’ is growing – organisations
are contracting with independent workers for
short-term engagements. Henry Tapper wonders
how all this fits in with AE and workplace pensions

Keypoints

30% of workers in the so-called gig 
economy have no other options available  
to them and are potentially exploitable

There is a worry that the 30% working this 
way out of desperation are barely getting 
by on gross earnings

An enquiry has been set up to look into 
the way we work and will have important 
messages for payroll, pensions and AE
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ll Most personal service workers do not benefit 
from a proper payroll system and most are missed 
from auto-enrolment altogether ll
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Feature

Having taken us through the
journey of changing jobs or
promotion, right through to
implementing your new strategy,
Karen Thomson completes
her series of articles by asking:
did your plans work?

Measuring 
success

So you’ve implemented your
strategy. But how successful was
it? Before you can determine
whether your changes worked, you

need to decide on what you will benchmark. 
This can vary depending on what you 
decided to implement. 

One way of measuring that I have found 
very effective is creating a scorecard. It is 
particularly useful when you haven’t had a 
starting point previously. 

For example, if you want to measure 
accuracy rates, but haven’t measured them 
before, how will you know whether your 
changes have actually made a difference?

Using the example of accuracy: week one 
you would record the number of errors made 
in the payroll(s). Do be mindful about what 
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constitutes an error; is it a payroll-only error 
or does it involve other departments/clients? 
If recording payroll only, then I would also 
suggest you do keep a record of client/
department/employee errors too, as this 
could help you educate those concerned to 
reduce the error rate. 

Benchmarking isn’t necessarily about the 
numbers, but the trend. If measuring 
accuracy, whatever the number at the start 
– albeit, of course, we want it to be zero – it
is more about whether the numbers are
increasing or decreasing.

Reviewing each week with your team will 
help them to stay on the same page as you 
and hopefully encourage them to come up 
with ideas as to how you can improve the 
numbers further.

Another way might be using a survey. For 
example, if your strategy and plan aim was to 
improve customer service, then ask them! 
Again, if you don’t have a starting point 
(although ideally you should have had some 
evidence of areas that needed to improve 
before implementing your operational plan), 
advise your customers this is the first of 
however many surveys you intend to run. It is 
important you consider what questions you 
want to ask and stick to them. It is never a 

good idea to change the questions when 
conducting more than one survey to the 
same audience, as then you will not be 
measuring apples with apples.

Productivity
Your strategy and operational plan might 
have been in relation to productivity within 
your department. 

There are various options when deciding 
how to measure this. For example: 
•  Do you include everyone involved in the

payroll department?
•  Do you only include those who have direct

input into the payroll process?
• Do you take account of part-time hours?
• Do you take account of holidays?
• Do you measure your figures in percentage
terms or hours?

You should, of course, already have 
identified what constitutes your acceptable 
productivity level; please don’t fall into the 
trap of expecting 100% because it will never 

ll Your strategy and 
operational plan might 
have been in relation 
to productivity within 
your department. You 
should already have 
identified your acceptable 
productivity level but 
please don’t fall into the 
trap of expecting 100% 
because it will never 
happen! ll

happen! From research I have conducted 
and have set for my payroll team, it should 
be somewhere between 80% and 85%. You 
do need to allow for comfort breaks and 
lunches, after all. On the other hand, you 
might only include the actual hours minus 
the lunch break. But be careful if doing this, 
as not everyone takes their full entitlement 
and if you have a flexi-system in place, this 
could also distort your figures.

Financials
If you are a service provider then financial 
benchmarking is almost definitely going to 
be used for measurement. This is normally 
straightforward, involving the top-line and 
bottom-line figures. Most finance 
departments report figures monthly, 
however, so be mindful of this when looking 
at your scorecard each week. The numbers 
in this instance will be more important than 
the trend (obviously, it should be going up) 
as you may have targets to reach. 

If the numbers are not what you were 
expecting, it is critical that you ask why. For 
a service provider it might be that the fees 
are not set correctly, or perhaps the sales 
team is not bringing in new business. When 
comparing financials with productivity and 
then looking at accuracy, it might be you 
have clients that are using more resource 
than you bill for, or perhaps your team is not 
working fast enough or making too many 
errors. It is critical that whatever measuring 
you do and by whatever method you 
choose, you identify what is working and 
why, and what is not working and why. 
There is no point in creating an admin 
burden (for that is what it will be) if you are 
not going to do anything with the data! 

That’s it for this series of articles – I do 
hope you have enjoyed them.

The next series is going to look at people 
management – including managing yourself! 
I’ll be looking at topics such as staff 
motivation, leadership skills and styles, and 
personal development. u
Karen Thomson MSc FCIPP FHEA, 
director, Armstrong Watson Payroll 
Services

•  Creating a scorecard is one way of 
measuring the implementation of your 
strategy and its success

•  A scorecard should be completed and 
evaluated each week where possible. 
This can be an effective way of 
assessing and improving accuracy

•  Reviewing each week with your team 
will help them to stay on the same page 
as you and hopefully encourage them 
to come up with ideas

•  It is critical that whatever measuring 
you do and by whatever method you 
choose, you identify what is working 
and what is not working – and why

Points to remember
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Technical Expert / OFF-PAYROLL WORKING

Turn of the screw
Tax rule changes are on their way, aimed at those who
o� er their services to the public sector via a personal
service company. Outlining the plans, tax expert
Alastair Kendrick thinks it won’t stop there

government wants the public sector to 
be whiter than white when it comes to 
the engagement of workers. In February 
2012 the government was embarrassed 
at revelations that the CEO of the Student 
Loans Company had been engaged 
via a personal service company. That 
story resulted in disclosures of others 
being engaged off -payroll. In fact, a 
subsequent HM Treasury review led to an 
announcement in May 2012 that 2,400 
workers had been engaged off -payroll in 
the public sector, and 85% of that number 
had been engaged for a period in excess 
of six months.

What are the proposed changes?
The changes will aff ect various public 
sector organisations including:
•  Government departments, executive

agencies and non-departmental
public bodies

• NHS
• Police and fi re authorities
• Local authorities
• Devolved administrations
•  Educational establishments including

universities
• BBC, Channel 4
• The Bank of England
When engaging a worker via a personal

service company, these organisations 
will need to consider whether 20% or 
more of the contract value relates to 
the cost of materials to be used in the 
assignment. If the answer is yes then that 
particular company falls outside of the 
new proposals and the worker can be 
paid gross. If, however, the value of the 
materials is below 20% then the engager 
will need to consider the employment 
status of the individual and specifi cally 
whether they:
•  are required to carry out the work

themselves, and;
•  can decide or have the right to decide

how the work should be done.
If the answer to both questions is “yes” 
then the public sector body will need to 
account for tax and National Insurance on 
their payments to that worker’s personal 
service company. In other cases, the 
engager will need to work through a new 
digital tool to determine whether payments 
can still be paid gross.

If the worker is provided by a UK 
intermediary then the responsibility to 
undertake these tests will sit with them 
and they will be required to account for 
the tax and National Insurance.

If a worker disagrees with the decision 
arising from the new digital tool then they 
have the right of appeal to HMRC.

It is proposed that any tax or National 
Insurance deducted will be off set against 
the liability of the personal service 
company. How this will work in practice 
is yet to be explained.

Concerns
The comments arising out of the 
consultation process expressed concern 
that the new digital tool was still to be 
produced and therefore there is no real 
evidence of how it will work in practice. ◆
Alastair Kendrick, tax director, 
MacIntyre Hudson

The government announced its 
intention to tighten up the use of 
off -payroll workers within the public 

sector and issued a detailed consultation 
document on 26 May 2016. The proposals 
are aimed at those who off er their services 
to the public sector via a personal service 
company. The consultation period ended 
on 18 August 2016 and we are expecting 
an announcement in the autumn 
statement of changes to the rules which 
will come into force in April 2017. It is likely 
that following this introduction we can 
expect to see similar rules introduced for 
the private sector.

Over recent years we have seen a 
number of changes to the tax rules 
relating to the engagement of workers and 
it is clear that the government wishes to 
act to avoid any practices which do not fall 
into line with its overall tax strategy:
•  In 2014 we saw the introduction of the

intermediary tax rules that require tax
and National Insurance to be applied
on payments made to workers. The
responsibility sits with the intermediary
unless they are not resident for tax
purposes in the UK, in which case the
responsibility sits with the end client.
These rules apply when there
is “supervision, direction or control”
within the contract.

•  In 2016 we saw the tightening of the
tax rules to travel and subsistence to
limit the expenses that could be claimed
by those engaged via an umbrella
company. The rules really limit the
expenses for tax purposes to what could
be claimed if that worker was directly
engaged via the end client.

•  In addition, the Offi  ce of Tax
Simplifi cation was engaged in writing
a report with recommendations over
“false self-employment”.

So why start with the public sector 
for the latest changes? It is clear the 

 Keypoints

Over recent years we have seen a number 
of changes to the tax rules relating to the 
engagement of workers

The government announced its intention to 
tighten up the use of o� -payroll workers within 
the public sector

There is some speculation that we will see a 
mirroring of these rules for the private sector 
at a later date
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Get ready for the levy

APPRENTICESHIP LEVY / Technical Expert

The apprenticeship levy will come into force in the
spring. HMRC recently provided some details on how
payroll departments will be involved in its calculation
and reporting. Norman Green explains

employer to pay £750 levy for the first six 
months and then recover it (by offsetting 
against the tax and NICs due) month by 
month until it is all square in January. 

HMRC now requires employers to report 
the cumulative apprenticeship levy (after the 
allowance) every month if the employer 
knows the current year’s paybill will exceed 
£3m or the previous tax year’s paybill was 
in excess of £2.8m. So in the example, the 
employer would not need to make any 
returns (unless the paybill increases and the 
£3m is going to be exceeded).

The return has to be made on an 
Employer Payment Summary (EPS). While 
this reports at PAYE scheme level, any 
reporting of the apprenticeship levy has to 
be at employer level so this creates the 
same issues that beset the employment 
allowance. HMRC has stated that its Basic 
PAYE Tools will provide for reporting the 
levy. The amount that has to be reported is 
the cumulative value of the levy. It is for this 
reason that once an employer starts 
reporting it must continue for the remainder 
of the tax year. That applies even if the levy 
due eventually becomes zero (as in the 
example above).

Good procedures will need to be in place 
for April 2017 to ensure the correct 
reporting and paying over of the 
apprenticeship levy. Look at the employer 
structure (especially in group and 
connected companies) to determine if 
reporting may be required and get 
agreement as to who will be responsible. u
Norman Green, payroll consultant

The apprenticeship levy will be 
introduced in April 2017, set at half a 
percent of the employer’s paybill. 

Smaller employers are excluded from 
payment by way of an apprenticeship levy 
allowance. This is currently set at £15,000, 
so any employer with a paybill of less than 
£3,000,000 in a tax year will not pay the 
levy for that tax year.

Payroll departments must identify the 
employer’s paybill. This is defined as 
earnings liable to secondary (employer) 
Class 1 National Insurance contributions 
(NICs) including earnings that would be 
liable to secondary NICs if the secondary 
threshold (the point at which employers 
start paying NICs) were zero. So all the 
earnings of every employee liable to Class 
1 NICs have to be included in the paybill 
calculation even if an individual’s earnings 
are below the secondary threshold and 
thus not liable to any secondary NICs.

For the vast majority of employers, it will 
be obvious if the paybill will be above or 
below the £3m mark but for a few, it will be 
difficult to know during the tax year if the 
£3m will be reached. It must be noted that 
the apprenticeship levy and the 
corresponding allowance apply to 
employers in the widest sense, as it 
includes groups of companies and 
connected companies. The allowance will 
be available only for the group or 
connected companies as a whole and not 

available for each legal entity in a group, let 
alone each PAYE scheme. The employer 
can choose how the allowance is 
apportioned between multiple companies 
in the group. That can be done in reporting 
to HMRC or the allowance could be given 
to just one PAYE scheme, with the 
apportioning being carried out internally 
through the group accounts. Employers 
may have their choice determined by their 
payroll software.

In order to promote a uniform payment 
of the apprenticeship levy, the allowance is 
only available on a cumulative basis of 
£1,250 a month. So it operates like free 
pay, with one twelfth becoming available 
each month. As with the £3m limit, this will 
be straightforward for the large and small 
employers and only those employers with a 
paybill close to the limit will have to be 
mindful of its operation. 

It would easy for an employer with a 
seasonal nature to its business to have a 
paybill below £3m but in some months 
have a paybill for which some 
apprenticeship levy has to be paid. For 
example, a UK holiday business could have 
a full complement of staff during April to 
September and only maintenance and 
administrative staff engaged between 
October and March, with monthly paybills 
of £400,000 in season and £20,000 out of 
season. The paybill is £2,520,000 for the 
year so no levy is due, but in the first six 
months the apprenticeship levy due (0.5% 
of £400,000 = £2,000) exceeds the 
monthly allowance. This would cause the 

•  The apprenticeship levy becomes due 
from April 2017.

•  Employers with a paybill below £3m 
will not have to pay because of the 
allowance of £15,000 per year.

•  Employers with a paybill known to 
exceed £3m in the current tax year or 
£2.8m in the previous tax year must 
report (even if no levy is due).

•  Employers within a group are treated 
as a single employer (as are connected 
companies) – only one allowance is 
available.

•  The allowance has to be applied in 
12 equal instalments and cannot be 
applied to offset the levy as quickly as 
possible.
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Four years later

The Pensions Regulator / AUTO-ENROLMENT

As auto-enrolment marked its fourth anniversary
in October, huge numbers of small and micro
employers were completing their AE duties. 
Neil Esslemont of TPR assesses the state of play

Looking ahead, there is another significant 
number that must not be overlooked: we 
estimate that more than 900,000 
employers yet to stage will have full 
auto-enrolment duties. This means the 
challenge posed by the initial rollout is not 
over. We are continually assessing and 
revising our communications to meet the 

We are seeing just how much 
auto-enrolment is changing  
the pensions landscape, with  

the number of eligible staff in workplace 
pensions hitting 75%.

The fears of a capacity crunch which 
were raised during the first years of the 
rollout have faded. 

The minister for pensions has called  
AE the cornerstone of the government’s 
private pensions reforms. So let’s crunch 
some positive numbers:
•  Payroll professionals, business advisers

and providers have done their bit to help
more than a quarter of a million
employers meet their duties.

•  More than 156,000 small and micro
employers had complied by the end of 
the summer, more than three times the
number of all large and medium
employers put together.

•  By September this year, more than
960,000 employees of small and
micro employers had been enrolled.

•  Around half a million employers have
used the Duties Checker on the 
regulator’s website to understand
what they need to do and when.

Your questions answered

Q: My client only has one member of 
staff and he doesn’t want to be in a 
pension scheme. Does a declaration 
still need to be completed? 
A: Yes – every employer with at least one 
member of staff will need to complete 
a declaration of compliance. If only 
one member of staff needs to be put 
into a scheme, they’ll still need to be 
automatically enrolled before they can 
ask to opt out. 

Q: What happens if the declaration  
is not completed by the deadline?  
Can it still be completed if it’s late? 
A: It is the employer’s legal duty to 
complete its declaration of compliance 
correctly and on time. If it is not 
completed on time, then action is likely 
to be taken by TPR, which could lead to 
a fine. If you or your client are having 
difficulties implementing auto-enrolment 

or gathering the information to complete 
the declaration by your deadline, please 
contact TPR immediately.

Q: I’ve signed up for a Government 
Gateway ID on behalf of my client 
and it says I’ve enrolled, but I haven’t 
had to provide any information apart 
from a letter code and PAYE reference 
number – does this mean I’ve 
completed the declaration?
A: No, it doesn’t. When you successfully 
sign up for a Government Gateway 
account, you’ll receive a message 
confirming this. But that doesn’t 
mean that the declaration has been 
completed; all that it means is that you’ve 
successfully created a Government 
Gateway account. Once you have an 
account, you can then go ahead and 
complete your client’s declaration of 
compliance online.

needs of small and micro employers. Not 
forgetting too that increasing numbers of 
employers are approaching their three-
year anniversary of auto-enrolment. They 
need to ensure that they are ready for 
cyclical re-enrolment.

Completing the declaration  
of compliance
All employers with one or more staff  
have a legal requirement to complete 
a declaration of compliance. 

Even if an employer does not have  
any staff to put into a pension, it must 
complete the declaration to confirm it  
has met its duties.

Although employers have five months to 
complete their declaration, we recommend 
they start completing it as soon as 
possible after their staging date – but, 
remember, they will need to wait until all 
postponements applied at staging have 
come to an end before completing the 
declaration. Filling in the relevant details  
as they go through the auto-enrolment 
process will help employers avoid missing 
their deadline. 

If your client has asked you to complete 
the declaration on its behalf, it remains the 
employer’s responsibility to ensure the 
declaration is completed on time and the 
information provided to us is correct. If not, 
they risk a fine. So, make sure there is 
agreement about who is completing the 
declaration of compliance and that the 
information is correct.

Latest on TPR’s enforcement work
We recently published our latest quarterly 
compliance and enforcement bulletin.  
It aims to help employers, their advisers 
and the pensions industry as a whole 
understand the type of compliance and 
enforcement interventions that follow our 
educative and enabling communications 
and support.

It’s an interesting read with useful 
information that may help you ensure 
clients meet their duties and avoid a fine.  
I will look at the learnings in the latest 
report in my column next month. u
Neil Esslemont, head of industry 
liaison, The Pensions Regulator
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Keep on top 
of the changes 
in payroll

In association with

Payroll best practice and legislation can be a challenge to keep 
on top of. Book a date in your diary for the leading update 
course in the country. The Payroll & HR Update course is 
your essential programme covering the latest legislation, case 
law and proposals for change, leaving you confident that your 
business remains compliant.

Find out more visit
 payrollworld.com/content/training

Get 12 months’ training in just 1 day

The Payroll & HR Update course includes:

•  An annual subscription to in-depth training
videos with detailed course notes covering
key issues in payroll throughout the year

•  Silver Level subscription to Payroll World
magazine to give you high-quality,
independent and perceptive insights

•  Priority helpdesk access with our
expert tutors

This course is also available as an in-house 
option or as a day course only – visit the 
website for more details.
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Feature

Lighting 
the way 
ahead
In part two of his exploration into the industry’s cutting-edge technologies,
Scott Beagrie talks to the experts about the latest developments in
automation, big data, the cloud, system integration and global payroll

While payroll departments 
tend to go at their own 
pace, there are a number of 
overarching trends, many 
fuelled by technology, that 

cannot be ignored. Some have been the 
subject of huge hype – such as big data – but 
all have the potential to bring more efficiency 
and accuracy to the payroll process, as well 
as potential savings in time and costs. 

Even where there is hype, though, it is 
important to cut through it and evaluate what 
such developments can do for both the 
payroll profession and the wider organisation. 
In the case of big data, for instance, there is 
no doubt that it can help to position payroll as 
a more strategic operation. As the function is 
always at pains to point out, payroll sits on 
some of the most valuable data that the 
organisation holds and in most organisations 
it deserves more exposure. 

Although less glamorous, topics such as 
automation and integration also deserve 
equal attention because of the potential 
positive impact they could have on payroll 
professionals’ daily lives. When implemented 
properly, automation has the power to 
drastically reduce admin and frees the payroll 
department up to add more value. 

Meanwhile, integration, once equivalent to a 
black art but now much easier to achieve, 
can help break down silos and promote 
cross-functional working and initiatives.

In part two of our exploration of payroll 
trends, the focus is on the areas of 
automation, big data, the cloud and 
integration, as well as the increasingly 
analytical world of global payroll. Some of 
these are already key areas of focus for many 
payroll professionals while others still lag 
behind. Here we ask major players from the 
technology world to explain why payroll 
departments need to investigate what each 
area can do for them.

Automation
Howard Lancaster, senior national  
account manager, Capita Workforce 
Management Solutions
With workforce management software 
producing critical business data, the need to 
link the solutions into third-party software to 
provide an automated offering is becoming a 
core requirement. While ‘best of breed’ still 
outweighs ‘one system fits all’, there is a 
focus within business to link the core systems 
together. This automated approach can 
provide huge business gains while also saving 

considerable system administration and data 
duplication time. 

Vendors have recognised these business 
requirements, with many solutions offering 
data exports as part of their standard product 
set. This approach works two ways as it 
allows the business to continue to maintain its 
best-of-breed approach while also providing 
the client with the automated software 
solution that best fits their business. 

Andre Robberts, division vice president, 
sales and marketing, UK & Ireland, ADP
By automating payroll processes, HR and 
payroll departments can ensure consistency 
and full alignment. Automation also reduces 
the costs and time required for daily tasks 
and gives comparable information to 
decision-makers across different 
departments. Technology plays a key part in 
facilitating this strategic move. With a 
comprehensive human capital management 
system, organisations can make processes 
more strategic for executives, more 
empowering for managers, more engaging for 
employees and more efficient for HR. 

Automation can provide in-house payroll 
professionals with easier access to relevant 
information. It also reduces the number of 
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manual processes involved in their role and 
frees them up so they can focus on other 
tasks that require their full attention. This 
mitigates the risk of making critical payroll 
mistakes and also alleviates the pressure of 
having to carry out payroll processes among 
their many other responsibilities. 
Professionals can rest assured this is being 
taken care of by a capable and reliable 
automation process.

Big data
Ian Dowd, director,  
NGA Human Resources
Payroll professionals are increasingly trying to 
make sense of the vast amount of data that 
sits dormant on their system to provide 
insights into wider business trends. Payroll 
teams are looking to offer authoritative and 
fact-based advice that feeds into key 
decision-making processes. However, while 
most people talk about ‘big data’ in this 
context, ‘payroll analytics’ is a much more 
accurate term to use. Analysing existing 
strings of data in order to create additional 
business value doesn’t necessarily require 
large complex computer systems. Most 
modern payroll solutions already provide this 
additional layer of analytical reporting that 

ll Cloud is a convenient 
way to streamline payroll, 
as it means workers can 
access their personal 
details and payslips 
wherever they are ll

payroll professionals desire. This kind of 
analysis will be particularly important as new 
employment legislation such as gender pay 
gap reporting comes into force. Some new 
regulations are open to interpretation and 
may clash with existing company policies. In 
these cases, data held by payroll teams will 
be vital to identify the best way of 
implementing new rules and providing 
additional value to a business.

Cloud / software-as-a-service
David Woodward, chief product and 
marketing officer, SD Worx
Due to the sensitive nature of the data held 
within payroll, the move of these tools to the 
cloud has been much more cautious than 
other areas of business. However, cloud is 
becoming a more mainstream term and is 
now used in almost all walks of life. In turn, 
people are also starting to understand the 
benefits that cloud payroll can bring. This 
includes automatic legislation updates, zero 
hardware maintenance, plus security and 
compliance being managed to the same 
standards as online banking.
We estimate that less than 20 per cent of UK 
businesses currently use a cloud platform for 
payroll. However, due to the benefits 
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outlined we fully expect this to grow 
significantly over the next five years. As this 
trend grows we will see forward-thinking 
software vendors investing more of their R&D 
budget into the cloud, thus allowing them to 
harness the power this brings. This will see a 
move away from legacy concepts such as 
batch processing to areas such as true 
real-time payroll, fully mobile enabled 
platforms and, as stated earlier, insightful 
payroll analytics.

Andre Robberts, division vice president, 
sales and marketing, UK & Ireland, ADP
The rise of multinational companies and 
increasing globalisation of organisations has 
made cloud payroll and SaaS the norm for 
many. Cloud is a convenient way to 
streamline payroll, as it means workers can 
access their personal details, payslips and 
company information through these systems 
from wherever they happen to be, while 
managers can do the same for their workers. 

Organisations are concentrating their 
attention on distinguishing between SaaS 
providers, weighing up which provider can 
host their solutions in the safest 
environments. The benefits of SaaS are 
commonly known: it minimises risks and 
costs that are often attached to using internal 
software, and can host efficient solutions for 
organisations. What’s more, people have 
become far more receptive to integrating 
payroll onto cloud systems, especially since 
online banking and transactions are more 
commonplace, and people have become 
trusting of leaving their personal data in the 
hands of their employer. 

Integration
Ian Dowd, director,  
NGA Human Resources
Integration is the key to smooth-running 

payroll operations. By having all processes 
consolidated into one platform, payroll teams 
benefit from efficiency and flexibility as well as 
a reduction of the administrative burden that 
comes from operating several platforms for 
different purposes. Payroll professionals have 
many plates to juggle but can ensure 
processes, such as back pay or expenses, 
run smoothly by working off an integrated 
platform. This, in turn, enables payroll 
professionals to spend more time deriving 
value from payroll data and focus on matters 
of strategic importance. 

Not only does integration streamline 
services and free up payroll time, but it also 
supports other business functions, such as 
HR. Integrating both HR and payroll functions 
into one single platform provides a much 
better employee experience, particularly as 
many HR enquiries are actually payroll-
related. Payroll professionals should therefore 
think beyond just their own remit and strive 
towards greater integration with other 
business functions.

Global
David Woodward, chief product and 
marketing officer, SD Worx
The past five years has seen a rise in the 
adoption of analytical tools in the world of HR. 
Companies have started to see the strategic 
advantages that can be gained by using 
these tools to make data-driven decisions. 
Many companies are now planning their entire 
HR transformation strategies around this 

concept. However, if you look at the current 
market, very little of this focuses on payroll 
and even less on global payroll.

Global payroll is a hugely complicated area 
that has to deal with the challenges that 
managing employees and varying legislation 
across multiple countries brings. 

Analytical tools are designed to take large 
volumes of complex data, sometimes from 
disparate systems, and intuitively present this 
back to the user. 

This allows them to form accurate insights 
and make informed decisions. 

Over the next few years we will see this 
analytical trend taking more of a foothold in 
the world of payroll.

Ian Dowd, director,  
NGA Human Resources
Global payroll systems can have a substantial 
effect on a business’s bottom line. Typical 
cost savings are between 20 and 40 per cent, 
depending on size and scope of engagement, 
driven by automation and economies of 
scale. Global payroll also provides payroll 
professionals with the opportunity to analyse 
the vast amount of centralised pay 
information across a business. 

Today, very few organisations understand 
how salaries compare across countries or 
how other payroll elements are affected 
(deductions, taxes, benefits, and so on). 
Global payroll allows organisations to have a 
single point of access to understand and 
analyse all this information and use it to make 
informed business decisions. 

In addition, global payroll ensures that all 
employees in an organisation benefit from a 
consistent level of payroll quality. 

This includes ensuring individuals can  
view their payment schedule whenever they 
need to access it and have any queries dealt 
with quickly. u

ll Integrating both HR 
and payroll functions 
into one single platform 
provides a much better 
employee experience ll
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Major legislative upheaval, a growing list of compliance concerns and
revolutionary changes in the use and handling of employee data are
transforming the role of the payroll professional. Philip Whiteley reports

ll To be a senior payroll 
professional now requires 
knowledge of the business 
and an ability to think 
strategically as a member 
of a senior team llWhere there is a 

challenge, there 
is usually an 
opportunity. For 
the payroll 
profession, both 
have been 
plentiful in recent 

years. The payroll manager role, especially at 
senior levels, is becoming more exacting and 
demanding. But it is also growing in status, 
with salary opportunities to match. This is an 
exciting time for the profession, as it can 
move confidently out of the back office and 
become a fully fledged business partner.

External factors – technological, legislative 
and economic – are driving many of the 
changes, while internally, the modern 
employer requires a different type of 
management: there is a move away from 
separate departments towards closer 

working in partnerships. The changes can 
even be difficult to categorise neatly, as they 
overlap: increased sophistication of IT gives 
governments new options for automating 
services through the payroll. 

The same advances mean that payroll 
data informs reward design and people 
management, bringing payroll managers 
closer to HR and more into the strategic 
space. Globalisation of much trade means 
there are more international payrolls.

Information
David Robertson, executive director of  
EMEA payroll at Morgan Stanley, the 
investment bank, says the senior role now 
involves data analysis to inform colleagues 
on workforce planning:

“In the past the focus was all on 
compliance, making sure people are paid 
correctly, on time, with the correct taxes 

paid. That’s your base requirement. The 
added value aspect that the senior payroll 
community can bring now is more in the 
strategic space. 

“A lot of what we’re doing is trend analysis, 
looking at where the pressure points are – 
things like overtime peaks, overtime in 
certain points of the year, using that 
information with reward and resourcing.”

The pay-run is often a company’s single 
biggest expense, and payroll data is typically 
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ll Individuals who 
don’t keep an eye on 
developing their skills 
are at risk of finding 
themselves replaced by 
software programs ll

the most accurate – not least because it’s 
checked by potentially everyone, throughout 
the organisation on a regular basis. So payroll 
managers who are able to analyse the data 
on their systems and map it against 
measures on, for example, employee 
engagement or productivity can build 
powerful organisational intelligence.

As Robertson says: “If your people are 
being paid time and a half or double time [on 
overtime], are you not better changing the 
working model for that time of year? 

“We’re probably better placed [in payroll] 
than anyone else, in a proactive role, helping 
the business.”

His team also monitors enquiries to the 
payroll office. “There are peaks in January 
and February, the annual bonus season… 
[we monitor] the number and nature of the 
calls. We’ve done a modelling piece of the 
last two or three years: what are the types 
of enquiries, trying to get information.”

Analysis
The challenge to gather such data centrally, 
presented in a form that is manageable in 
terms of trend analysis, can be formidable. 
It is far more straightforward in a one- or 
two-country operation, but for a 
multinational firm like Morgan Stanley, 
operating in 41 countries across all regions 
of the world, the logistics are considerable.

“We will go out looking for a global 
provider. The likelihood is that we won’t find 
one. ADP is stronger in Americas, NGA in 
Europe. It’s likely that the solution is 
something regional, that would allow us to 
consolidate data; be a data repository.
Payroll strategy then becomes [about] 
getting payroll data, people data, to the firm 
as a whole, in terms of the company’s 
compensation strategy.”

Andy Agathangelou, chair of the 
Technology Task Force, and a co-founder 
of Pensions BIB with the Chartered Institute 
of Payroll Professionals, says: “There is a 
big gap between what could be happening 
and what is happening. This means 

Andy Agathangelou, 
Technology Taskforce
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there is an opportunity for payroll 
professionals who can see this and be part of 
the pack leading the change.”

The way in which organisations are 
handling and analysing data is undergoing a 
revolutionary change, he says (see ‘Join the 
revolution’ below).

Specialist knowledge
Payroll managers can enhance their career 
options considerably by learning about data 
analysis and human capital, while their 
specialist knowledge on tax systems can 
assist the design of reward. Jeanette Hibbert, 
an experienced payroll consultant who has 
held senior roles at Kerry Foods and P&O 
Ferries, gives an example: 

“I worked with one organisation on their 
rewards package and they didn’t have 
funding for a full flexible benefits package, so 
they did flexible benefits-lite. I looked at their 
pensions and turned that into salary sacrifice. 
The savings from that funded the enhanced 
benefits. They would never have got it 
through, as they didn’t know the advantages 

The ways in which businesses use data are going through a profound change. In the 
past, payroll data related only to the immediate task in hand: recording when someone 
joined, what they received in pay, when they left.

The new approach involves detailed reports on the behaviour, performance and 
cost of the workforce, mapped against organisational objectives. An advanced HR and 
payroll system will report on how someone was recruited, what the engagement scores 
of their team were, which rewards and benefits were most likely to attract and retain 
staff, and so on. These can be compared with organisational results to fine-tune  
people-management strategies.

Andy Agathangelou, chair of the Technology Task Force, says: “[Payroll] is going to 
be powerfully impacted by developments in technology, particularly in relation to data 
– how data is collected, managed, transferred and used, to drive operating functions. 
There will be a much greater degree of automation of data, and integration. There are 
going to be developments around cognitive finance and data manipulation.”

The increased need for transferability and security of data means that the age of 
the spreadsheet is well and truly over. Auto-enrolment has accelerated this trend, says 
Agathangelou. This means a sharply different prospect and skillset for the modern 
payroll professional.

“It’s going to be possible for technology to do much of the data-processing work 
that human beings currently do. People will see this as a threat or an opportunity. 
Individuals who don’t keep an eye on developing their skills are at risk of finding 
themselves replaced by software programs. If you see it as an opportunity, there will 
be the payroll professionals who want to take a more strategic role, and are very happy 
with that.” (Read more about data, automation and integration on page 20.)

Join the revolution

Watson, says that payroll managers will 
typically be monitoring tax-related legislation 
more closely than colleagues. Recently a 
client was considering offering all manner of 
benefits, including company car, via salary 
sacrifice: “I advised them: have you seen the 
[Treasury] proposals that are out? I’m not 
going to consider anything until we know 
which way they’re going to go.”

On people strategy, she will take part in 
discussions on recruitment and training 
– whether to hire graduates, or go down the
apprenticeship route, for example. “Payroll is
absolutely in the thick of it, and rightly so.”

Changing roles
The payroll managerial role is changing 
considerably. What does this mean in terms 
of personal and professional development? 
Jeanette Hibbert finds there is a cultural 
switch in moving from a back-office role 
focusing on finance and legislation only: 
“Working within the HR environment is a 
completely different culture to finance. There 
are benefits but there are real challenges 
around that. Payroll managers more and 
more have to become better at relationship 
management and better at communications, 
and at the political level within the business.”

David Robertson adds: “A couple of years 
ago my role was changed from being in 
finance to HR. It was a fantastic decision. Not 
a position that would always work – it 
depends on the firm. But we have the best of 
both worlds – we’re co-located with payroll 
accountants but report to HR. My line 
manager heads up the benefits section.”

of salary sacrifice, or how much money they 
would save.” The result was an enhanced 
package for the employees that didn’t cost 
the company anything extra. 

Invaluable advice
Karen Thomson, director of group payroll 
services at accounting firm Armstrong 

ll Technological 
advances mean payroll 
data informs reward design 
and people management, 
bringing payroll managers 
closer to HR ll

ll The added value 
aspect that the senior 
payroll community can 
bring now is more in the 
strategic space ll
David Robertson, 
Morgan Stanley
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Security
There is also a need for payroll managers to 
be aware of business risk, says Hibbert. “One 
thing that’s still underestimated is business 
continuity,” she says. “We’re operating in a 
risky world, with terrorism and natural 
disasters. I don’t know if that many 
companies have thought about disaster 
recovery. Most companies have a general 
business continuity plan, but no specific 
payroll and HR plan.”

Security breaches are relatively common 
and hacking attempts on major payroll and 
HR IT systems are likely to be daily, some of 
them sophisticated. Data protection 
breaches are serious in themselves, in terms 
of the security risk and breach of trust, but 
they also incur fines. What’s more, these are 
set to increase considerably from May 2018, 
when the EU General Data Protection 
Regulation comes into force. “It [the fine] can 
be up to 4% of the global company’s 
turnover,” says Hibbert. “The caps on 
insurance currently in place are not sufficient 
for a fine of that magnitude.”

This change relates to EU citizens 
generally, so it is something all employers will 
have to be aware of, irrespective of the 
degree to which the UK seeks to exempt 
itself from EU law under the terms of Brexit.

Guidance
The compliance side at the UK level has 
tended to become more complex in recent 
years, reports Richard George, director of 
education at payroll training specialist the 
Learn Centre. Guidance for legislation is 
moving from ‘how-to’ information towards 

ll There has to be a 
much closer relationship 
between payroll and HR, 
particularly because of the 
changes in legislation ll
Helen Hargreaves, 
CIPP

general guidance, requiring interpretation. 
This is the case even with holiday pay, he 
notes: “It’s about interpretation, rather than 
being specific on the number of areas 
[covered].” This calls for a higher level of 
maturity and skill, he adds. 

“You need to have a much more strategic 
mentality towards delivery, and be able to 
work with other stakeholders within the 
business. HR and finance have become far 
bigger partners.”

The point is reinforced by Helen Hargreaves, 
associate director policy and research at the 
CIPP. Payroll managers need to understand 
not just the design of reward and 
compliance, but the effect on employee 
engagement: “It’s hugely important in terms 
of staff engagement and probably more on 
staff retention, especially when having gone 
through these times of austerity, rewarding 
individuals in more creative ways.

“There has to be a much closer 
relationship between payroll and HR, 
particularly because of the changes in 
legislation. They have to work so closely 
together anyway.” 

She mentions auto-enrolment, legislation 
on intermediaries and employment status, 
and arranging shared parental leave as areas 
where payroll and HR specialists simply have 
to work closely together.

To be a senior payroll professional 
nowadays requires knowledge of the 
business, as well as of the payroll system, 
and an ability to think strategically as a 
member of a senior team. 

For those capable of stepping up, the 
opportunities are considerable. u
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The end of the road?
Has the holiday pay saga ended? The Court of
Appeal has agreed with the EAT’s ruling on
including results-based commission in calculating
holiday pay. Sarah Peacock considers the facts

BLAKE MORGAN

calculation of “normal pay” should be 
made. Where pay for “normal working 
hours” varies with the amount of work 
done or working times vary from week to 
week, this is already averaged over a  
12-week period. Interestingly, the
judgment confirms our view that in Mr
Lock’s case (namely, an individual with
normal working hours and receiving
results-based commission) the words
“added” by the ET to the WTR have the
effect of making the reference period 12
weeks. The Court of Appeal approved
the ET’s wording (only amending
“commission” to the narrower “results-
based commission”). The Court was keen
to point out that it was not determining
the reference period for other cases – only
Mr Lock’s – but it is hard to escape the
conclusion that a commission scheme on
very similar terms to Mr Lock’s is likely to
be treated in the same way.

Other schemes
What of a scheme where commission only 
becomes due at a certain level of profit/
turnover and none is payable before then? 
Or where a results-based contractual 
annual bonus is paid? 

Employers with other types of schemes 
will need to come to a conclusion about 
a suitable reference period or consider 
whether there are any fact-specific 
arguments suggesting that commission/
bonus does not form part of “normal” pay. 
All employers should review their schemes 
if they have not already. 

Another case, an appeal to the 
Supreme Court, or the UK’s withdrawal 
from the EU could bring changes, but all 
are a long way off. u
Sarah Peacock, partner, Blake Morgan

Mr Lock’s claim 
for underpaid 
holiday pay 

has been running since 
2012. He worked in 
sales for British Gas 
Trading Ltd, and was 

paid a basic salary of £1,222.50 per 
month. A large proportion of his pay, 
however, was commission (£1,912.67 
per month) based on sales achieved. He 
claimed he was underpaid holiday pay 
from 19 December 2011 until 3 January 
2012, because, relatively typically for those 
on commission, holiday pay included 
basic salary only. 

In 2014 the European Court of Justice 
(ECJ) agreed with Mr Lock. The case 
was referred back to the Employment 
Tribunal (ET) in Leicester, which ruled that 
the “week’s pay” rules in the Employment 
Rights Act 1996 – which the Working 
Time Regulations 1998 (WTR) use for 
calculating holiday pay – could be given 
an interpretation in line with the ECJ ruling 
(see Payroll World, May 2015).

In the Employment Appeal Tribunal 
(EAT) in February, British Gas argued that 
no such interpretation of UK legislation 
was possible, and also called into 
question the 2014 EAT ruling on holiday 
pay for non-guaranteed overtime. The 
EAT, however, upheld the ET’s ruling, 
commenting that it and the EAT ruling 
should only be overturned by the Court of 
Appeal (or Supreme Court). The appeal 
was fast-tracked and the Court of Appeal 
judgment was delivered on 7 October.

Legal arguments
The arguments for British Gas centred 
around how far the courts can go in giving 

an interpretation of UK law to bring it 
into line with an ECJ ruling, particularly 
because a 2003 Court of Appeal case 
(Evans v The Malley Organisation Ltd) had 
held that results-based commission like 
Mr Lock’s was not included in holiday pay 
for workers with “normal working hours”. It 
was argued that the ET, and the EAT in the 
non-guaranteed overtime case, had gone 
too far. If British Gas had succeeded, it 
would have had a far-reaching impact on 
including overtime in holiday pay as well 
as commission.

The British Gas appeal failed. The Court 
of Appeal held that the wording “added” 
by the ET into the WTR to include results-
based commission in holiday pay was 
a permissible interpretation of the WTR. 
Importantly, Evans and another case like 
it concerning non-guaranteed overtime 
were decided before it was known that 
workers must receive “normal” pay for 
their minimum four weeks’ holiday under 
the Working Time Directive. The WTR 
were specifically drafted to implement the 
Directive, and parliament would not have 
overlooked results-based commission or 
non-guaranteed overtime had the position 
on holiday pay been clear when the WTR 
were introduced. 

Practical implications
Where does this leave us? Results-based 
commission for employees with normal 
working hours does need to be included 
in the calculation of pay for the minimum 
four weeks’ holiday derived from EU law 
(not necessarily the additional 1.6 weeks’ 
holiday under the WTR or any additional 
contractual entitlement).

The main concern for many employers 
will be over what reference period the 
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The Court of Appeal confirmed results-based 
commission should be included in holiday pay 
for the four weeks’ minimum WTD holiday

In Mr Lock’s case the wording “added” to the 
WTR by the Employment Tribunal gave a 
reference period of 12 weeks

Tribunals may decide reference periods for 
other schemes differently but those similar  
to Mr Lock’s are likely to be 12 weeks
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It’s all about the brand
Poor candidate experience during the recruitment
process could damage your image. Recruitment
expert Richard Ashley explains the importance 
of the employer brand and how you can get it right

An established 
name, well-
known brand or 

professional image will 
undoubtedly be more 
appealing to future 
employees. Irrespective 

of size or sector, having a recognised 
identity and a first-rate reputation will be a 
hook when attracting and hiring the best 
candidates, and be a significant benefit in 
retaining employees.

However, regardless of the employer’s 
standing, at times the importance of the 
recruitment process can be overlooked. 
This may result in creating an image that 
could harm a hirer’s reputation, risk loyalty 
or damage the chances of attracting and 
landing the best talent. 

What is an employer brand?
Similar to a corporate brand identifying 
a service or product, an employer brand 
is used to characterise a company’s 
employment proposition. The branding will 
normally be monitored and maintained by 
human resources, and overseen by the 
senior management at the firm.

Simply put, employer branding is how 
the employment offering of the workplace 
or business looks to existing or potential 
stakeholders. These could include the 
existing workforce, new and prospective 
customers, investors and shareholders, 
and – crucially – potential employees.

Attention to employer branding should 
be considered throughout the recruitment 
process – including everything from the 
wording of a job advert through to the 
treatment of candidates who applied 
for a position, were shortlisted and 
subsequently interviewed.

The benefits
A robust employer brand should connect 
the organisation’s values and people 
strategy and be linked to the corporate 
brand. When attracting future employees, 
the positioning of the employer brand 
will determine whether candidates want 
to apply and, ultimately, work for the 
company, so a well-constructed employer 
brand strategy will increase the likelihood 
of building an effective workforce. 

Getting it right
In the current challenging candidate 
market, a robust brand will pay dividends 
in attracting applicants to apply for jobs. 
Communication is key in getting employer 
branding right. Employers need to 
communicate their values and culture to 
ensure they attract employees who share 
their principles.

Feedback (positive or negative) is 
increasingly being shared online, with 
no control by the employer featured. 
Examples include websites such as 
Glassdoor, where current and former 
employees anonymously review 
companies and their management, and 
candidates assess their treatment during 
the recruitment process. Such exposure 
will have an impact on your ability to 
attract the best candidates. 

To guarantee an attractive employer 
brand message during the recruitment 
process, employers should pay attention 
to their online presence – in particular their 
website career pages, where they can 
emphasise their company culture through 
employee stories, highlighting strengths 
and communicating an engaging employer 
reputation (or brand). This could give 
examples of contented employees, or 

showcase career progression. In fact, all 
kinds of social media – including company 
blogs – can be used by management and 
current employees to build the employer 
brand and show the firm in a positive light. 

Staying on-message
Employers are occasionally guilty of not 
directing their internal recruiters effectively. 
Similarly, external recruitment agencies 
might not have been fully briefed in, 
say, the right candidate specification. 
Internal recruiters should be aware of the 
corporate employer brand and create an 
“elevator pitch” for potential candidates 
which reflects the hirer in the correct light. 
This should be delivered in the job advert 
and verbally by the recruiter – in particular, 
outlining the company culture and the 
career potential.

It is becoming increasingly frustrating 
for candidates applying directly for job 
vacancies to be called in for interview 
but then receive either no response or an 
“unsuccessful” one-line response. Think of 
the time and cost that marketing and PR 
have taken in building your brand – only 
to be eroded through a poor recruitment 
experience for candidates.

Where possible, you need to monitor 
the recruitment process to ensure your 
approach is working and you are achieving 
and maintaining satisfaction. Success can 
be tracked by asking for direct feedback 
or anonymous comment from candidates.

By continuously evaluating the 
recruitment process you can counter the 
destructive and negative threats to your 
employer brand. u
Richard Ashley, recruitment 
sales manager, Chase Moulande, 
richardashley@chasemoulande.com

In the current challenging candidate 
market, a robust brand will pay dividends in 
attracting applicants to apply for jobs

A robust employer brand should connect the 
organisation’s values and people strategy 
and be linked to the corporate brand

You should monitor the recruitment process 
to ensure your approach is working and you 
are achieving and maintaining satisfaction
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Keeping the flame alive

Before acquiring a burning passion for payroll, Lawrence Shafier
manufactured decorative candles in his family’s garden shed and 
sold them to friends. Here he waxes lyrical about his career

Payroll World: Tell us about the 
company you work for.
Lawrence Shafier: Haslers is a 
12-partner firm of chartered accountants
and business advisers providing
accountancy, taxation and business
advisory services to a wide range of
businesses and private individuals.

PW: Tell us a little about your team.
LS: The payroll team is made up of me, 
as the partner, Tom McGuigan, manager, 
and Jenny Monk and Farzana Nazir who 
deal with the payroll processing, liaison 
with clients, providers of payroll and auto-
enrolment support. Jenny has been with 
Haslers for over 25 years.

PW: Tell us something that not a lot of 
people would know about you.
LS: I have a medal from the British School 
of Ballroom Dancing, which I achieved at 
the age of eight for dancing the waltz.

PW: What’s the first job you ever did?
LS: I used to make and sell decorative 
candles from the age of 12. I made them 
in our garden shed and sold them to 
friends and neighbours.

PW: How did you get into payroll?
LS: I worked on payroll for clients at  
my first accountancy practice job and 
have had an interest in it ever since. On 
joining Haslers, I became involved in the 
payroll department.

PW: What’s the strangest thing you’ve 
had happen to you at work?
LS: I carried out my further education 
studies at the City of London Polytechnic 
(as it was in those days). I had been at 
Haslers for just over a year when we 
employed a manager (who is now one of 
my partners). We discussed our education 
and it turned out that she was at the same 
poly. That evening, she went home and 
looked at the graduation programme – it 
turns out we actually graduated on the 
same day at the same establishment.

PW: What do you enjoy most about 
your job?
LS: There is lots of variety in the work 

and we meet many clients dealing with 
a multitude of businesses. It is satisfying 
when a client really values the work you do 
for them.

PW: What do you find most 
challenging about your job?
LS: Compliance! The RTI online filing and 
auto-enrolment requirements add a large 
amount of time to our work.

PW: What’s been your career highlight 
so far?
LS: Starting my own practice when I was 
31. Building up the business and merging
with a West End firm, which later merged
with Haslers.

PW: Who would you like to have on 
your payroll and why?
LS: Boris Johnson. I think he would be 
an interesting character and I would hope 
that with his connections, he would prove 
to be an asset to my business. I would 
also like to know how much he earns!

PW: Do you think payroll gets the 
respect it deserves?
LS: I think that it does now because of 
the regulatory requirements. This was not 
always the case pre-RTI.

PW: Imagine you could change one 
thing about HMRC – what would it be?
LS: Take less tax from the taxpayer! 
Joking aside, they need to employ more 
staff to give a better service.

PW: Who or what makes you laugh?
LS: Peter Kay.

PW: What can you see from your 
window at work?
LS: Sainsbury’s loading bay.

PW: What do you think payroll will be 
like in 50 years’ time?
LS: I expect it will be very different. With 
the advancement of technology, the 
systems will be much more sophisticated 
and interactive. HMRC will have portals 
for all taxpayers to continually assess their 
income to ensure all pay is properly taxed 
at source. u

Name: Lawrence Shafier

Title:  Partner

Company: Haslers

Chartered Accountants

Quick

Qs
What’s your favourite song?

Bohemian Rhapsody – Queen

What star sign are you? 

Gemini

What’s your favourite film? 

Funny Girl

Least favourite food?

Goat’s cheese

If you want to take part in ‘If I paid the 
world’, contact the editor at Payroll World 
on 020 7940 4814, or send an email to: 
editor@payrollworld.com
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 QuickQuiz

Crossword

Good luck! Last month’s answers below.

ACROSS
1   Total; arrive at the sum 

(3,2)
4  Get payment (7)
8  Ensure compliance (7)
9  Discuss, debate, row (5)
10   Protective overgarment 

when cooking (5)
11  Check, review (7)
12   Checking of accounts by 

outside fi rm (8,5)
16   How far a vehicle has 

travelled (7)
18    Imprecise, not specifi c 

(5)
20   Forced to pay a penalty 

(5)
21   Lists of duties (7)
22   Person who knows an 

organisation from within; 
illegal form of share 
trading (7)

23  Continue, carry on (3,2)

DOWN
1   It can be mean, mode or 

median (7)
2  Put off  to a later date (5)
3   Husband, wife or business 

associate (7)
4   Mistake made by a clerk 

(8,5)
5  Sums of money lent out (5)
6   Colloquialism for a clever, 

intellectual person (7)
7   Dishonest appropriation of 

property (5)
13   Abilities, skills (7)
14   Person who suggests how 

others can do their job (7)
15   Crime of trying to overthrow 

lawful government (7)
16   Informal clothing, casual 

dress (5)
17  Totalled, summed (5)
19  Environmentally friendly (5)

Payroll Quiz

Last month’s crossword solution

 How did you do?

 Score: 5. You have clearly benefi ted from 
reading Payroll World and so you must be 
sure to renew your  subscription

Score: 3-4. A brush-up is needed – we 
suggest you join a discussion with our 
LinkedIn group at http://linkd.in/1SC8nfw

Score: 2 or less. You need to learn a lot more! 
Make sure you have a daily catch-up with the 
latest news at www.payrollworld.com

1 (b)  Guidance on tax avoidance schemes 
that do not work

2 (a)  Benefi ts in kind
3 (b)  20p a mile
4 (b)  The coin will be a dodecagon
5 (b)  To deal with complaints about poor 

service from HMRC

ACROSS  1 board. 4 classic. 8 evaders. 9 skive. 10 dress. 11 put upon. 12 reception area. 16 bad debt. 18 temps. 20 owing. 21 arrange. 22 elected. 23 large. 
DOWN  1 breeder. 2 awake. 3 dress up. 4 cashpoint card. 5 asset. 6 skipper. 7 clean. 13 CD drive. 14 natural. 15 austere. 16 booze. 17 eight. 19 minor. 

3 What is the mileage allowance for 
an employee using a bicycle for the 
employer’s business?
a. 5p a mile
b. 20p a mile
c. 45p a mile

4 A new £1 coin will be introduced in 
2017. How many sides will it have?
a. 7
b. 12
c. 14

5 What is the function of the Revenue 
Adjudicator?
a.  To settle disputes on how much

tax is owed
b.  To deal with complaints about poor

service from HMRC
c.  To determine the allocation of

tax collected

1 In tax terms, what is a spotlight?
a.  An in-depth investigation into a

taxpayer’s aff airs
b.  Guidance on tax avoidance

schemes that do not work
c.  An award for being taxpayer

of the month

2 On what is Class 1A National 
Insurance payable?
a. Benefi ts in kind
b. PAYE settlement agreements
c. Payments of pension



BUREAUX

Contact Max on 020 7940 4801 for more details 
or email him at max@payrollworld.com

Cintra offers a uniquely customer focused approach combined with a robust, 
flexible and evolving mix of software and services tailored to meet your 
organisational requirements. With its broad customer portfolio covering both 
public and private sectors along with highly trained, experienced and motivated 
staff, Cintra offers the natural choice for Payroll and HR solutions in the UK. If 
you are looking for a long-term partnership where solutions, in-sourced or out-
sourced, are tailored to your individual needs with no hidden costs, why not call 
Cintra, the friendly face of Payroll and HR.

CINTRA HR & PAYROLL SERVICES
Computer House, 353 High Street,
Gateshead, Tyne and Wear NE8 1ET
Tel: 0191 4787000
Email: sales@cintra.co.uk
Website: cintra.co.uk
Contact: Nham Lee
Target employee range: Up to 20,000

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

FRONTIER SOFTWARE
63 Guildford Road, Lightwater,
Surrey GU18 5SA
Tel: 0845 3703210
Email: sales@frontiersoftware.com
Website: frontiersoftware.com
Contact: Sales Department
Target employee range: 50+

Payroll Business Solutions are a BACS Approved Bureau and a leading UK 
developer of HMRC-recognised payroll software. As such we are able to 
maximise efficiencies and technological innovation for our outsourced services 
clients. Choose any level of provision, from payslip printing to fully managed 
payroll service. Friendly and experienced staff, integration with your HR and 
accounts systems, full compliance for RTI and optional services such as  
pensions auto-enrolment assessment and pension provider interface.  
Contact us today for detailed service information and pricing.

PAYROLL BUSINESS SOLUTIONS
Unit 6 Bourne Court, Southend Road,
Woodford Green, Essex IG8 8HD
Tel: 020 8550 7758
Email: sales@payrollbs.co.uk
Website: payrollbs.co.uk
Contact: Sales
Target employee range: Unlimited

In this market experience counts. There is no room for mistakes when delivering payroll 
to numerous prestigious UK companies. Established in 1983, we provide BACS and 
HMRC accredited fully managed and outsourced Payroll services, week in week out, 
efficiently, accurately and cost effectively. We are agile and flexible and by listening to our 
customers we provide a service governed to their needs, now and into the future. But, 
we don’t just stop at the traditional processing services, we often extend and go beyond 
to provide completely hosted services incorporating all our HR systems, online payslips, 
and other confidential documents that are easily accesible 24/7 by our customers’ 
employees. A powerful solution tailored to meet the needs of our customers ensuring 
they are in control of their critical information and business processes.

WEALDEN COMPUTING SERVICES LTD
Unit 6 Sovereign Business Centre, 
33 Stockingswater Lane, 
Enfield, Middlesex EN3 7XJ
Tel: 020 8364 7177
Email: sales@wealden.net 
Website: wealden.net 
Contact: George Williams
Target employee range: Unlimited

GLOBAL PAYROLL / HR SOLUTIONS

Cintra offers a uniquely customer focused approach combined with a robust,  
flexible and evolving mix of software and services tailored to meet your organisational 
requirements. With its broad customer portfolio covering both public and private 
sectors along with highly trained, experienced and motivated staff, Cintra offers the 
natural choice for Payroll and HR solutions in the UK. If you are looking for a long-term 
partnership where solutions, in-sourced or out-sourced, are tailored to your individual 
needs with no hidden costs, why not call Cintra, the friendly face of Payroll and HR.

CINTRA HR & PAYROLL SERVICES
Computer House, 353 High Street, 
Gateshead, Tyne and Wear NE8 1ET 
Tel: 0191 4787000
Email: sales@cintra.co.uk 
Website: cintra.co.uk 
Contact: Nham Lee
Target employee range: Up to 20,000
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FRONTIER SOFTWARE
63 Guildford Road, Lightwater,  
Surrey GU18 5SA
Tel: 0845 3703210
Email: sales@frontiersoftware.com
Website: frontiersoftware.com
Contact: Sales department

Frontier Software, established in 1983, is a leading provider of HR Solutions with 
over 16000 customers in 13 countries worldwide. Our payroll solution is available 
in each country of operation. chris21 is a secure multi language HR database for all 
organisations around the world.
• Internet/intranet 24/7 access • Employee & manager self service
• Complete audit capabilities • End- user customisation



IMPLEMENTATION SUPPORT

INTEGRATED PAYROLL & HR SOLUTIONS

i-Realise bridges the gap between the needs of the business and the payroll system 
provider to ensure a successful implementation, regardless of whether the payroll 
system is managed in-house or outsourced. By adding experience, resources and 
skills in project management, business analysis and change management, i-Realise 
bolsters your team to provide the right skill sets. i-Realise ensures that any payroll 
system is implemented smoothly and effectively, delivering real value to the business.

i-REALISE
6-9 The Square, Stockley Park, 
Uxbridge UB11 1FW
Tel: 020 3008 6359
E-mail: info@i-realise.co.uk
Website: i-realise.co.uk
Contact: Claudette Lovett 

Cintra offers a uniquely customer focused approach combined with a robust, 
flexible and evolving mix of software and services tailored to meet your 
organisational requirements. With its broad customer portfolio covering both  
public and private sectors along with highly trained, experienced and motivated 
staff, Cintra offers the natural choice for Payroll and HR solutions in the UK. If you 
are looking for a long term partnership where solutions, in-sourced or out-sourced, 
are tailored to your individual needs with no hidden costs why not give Cintra a 
call, the friendly face of Payroll and HR.

CINTRA HR & PAYROLL SERVICES
Computer House, 353 High Street, 
Gateshead, Tyne and Wear NE8 1ET 
Tel: +44 (0) 191 4787000
Email: sales@cintra.co.uk 
Website: cintra.co.uk 
Contact: Nham Lee
Target employee range: Up to 20,000

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

FRONTIER SOFTWARE
63 Guildford Road, Lightwater, 
Surrey GU18 5SA
Tel: 0845 3703210
Email: sales@frontiersoftware.com 
Website: frontiersoftware.com 
Contact: Sales Department
Target employee range: Unlimited

Carval provides uniquely integrated HR, Payroll, Time and Attendance systems 
and outsourced payroll services. Our market-leading HR Unity software, which 
includes employee self-service technology and mobile apps, is used by over 300 
organisations throughout the UK in virtually every sector.
• Improve policy adherence and efficiency with automated processes
• Simple yet detailed reporting and analytics
• Communicate effectively with your employees
•  Stay in line with the latest legislation and technologies with our free

upgrade programme.

CARVAL COMPUTING LIMITED
Interchange Business Centre,
Howard Way, Interchange Park,
Newport Pagnell MK16 9PY
Tel: 01908 787700
Email: sales@carval.co.uk
Website: carval.co.uk
Contact: Emma Clare
Target employee range: Unlimited

Intelligo is a leading provider of corporate Human Resource and Payroll Software 
and Services in the UK and Ireland with clients ranging in size from 300 to 20,000+ 
employees. Megapay, Intelligo’s owned and developed flagship payroll system 
integrates seamlessly with MegaHR, a web-based enterprise level Human Resource 
solution. Built on a shared database this allows for accurate sharing of information 
such as job history, salary history, holiday leave, etc between Payroll and Personnel, 
ensuring key employee data is entered only once. Megapay and MegaHR are 
available to purchase as either an On Premises installed solution or on a Software  
as a Service (SaaS) basis.

Additional modules include Employee/Line Manager Self Service, Training, 
Recruitment, Consultancy, plus much more.

INTELLIGO
78 York Street, London W1H 1DP
Tel: 0800 0390116
Email: sales@intelligosoftware.co.uk
Website: intelligosoftware.co.uk
Contact: Fiona Cullinane
Target employee range: Unlimited

To be included in this directory or online advertising, please contact us on 020 7940 4801
or email us at sales@payrollworld.com
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CAPITA
HR solutions
65 Gresham Street 
London EC2V 7NQ
Tel: 020 7960 7769
Email: hrsolutions@capita.co.uk
Website: capitahrsolutions.co.uk
Target employee range: Unlimited

Capita HR Solutions supports the complete employee lifecycle. As a trusted partner 
with more than 25 years’ experience in the delivery of outsourced payroll, HR, HR 
advisory and HR analytics, Capita has an excellent track record in implementation and 
delivery. We are the sole touchpoint for payslips, ad-hoc allowances and bonuses - 
and we commit to delivering a better service year-on-year. Our HR advisory service 
supports day to day processes as well as redeployment, outplacement, relocation and 
changes to business structure. Our analytics capabilities enable businesses to make 
informed data-driven HR decisions. We help organisations make cost savings, reduce 
risk, operate more efficiently. Find out more about Capita’s payroll and HR services:  
capitahrsolutions.co.uk/our-solutions 



OUTSOURCED / FULLY MANAGED

SUPPLIERDIRECTORY

Cintra offers a uniquely customer focused approach combined with a robust, 
flexible and evolving mix of software and services tailored to meet your 
organisational requirements. With its broad customer portfolio covering both public 
and private sectors along with highly trained, experienced and motivated staff, 
Cintra offers the natural choice for Payroll and HR solutions in the UK. If you are 
looking for a long-term partnership where solutions, in-sourced or out-sourced, 
are tailored to your individual needs with no hidden costs, why not call Cintra, the 
friendly face of Payroll and HR.

CINTRA HR & PAYROLL SERVICES
Computer House, 353 High Street,
Gateshead, Tyne and Wear NE8 1ET
Tel: 0191 4787000
Email: sales@cintra.co.uk
Website: cintra.co.uk
Contact: Nham Lee
Target employee range: Up to 20,000

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

FRONTIER SOFTWARE
63 Guildford Road, Lightwater, 
Surrey GU18 5SA
Tel: 0845 3703210
Email: sales@frontiersoftware.com 
Website: frontiersoftware.com 
Contact: Sales Department
Target employee range: 50+

Wealden Computing Services is a leading provider of integrated HR, Payroll and 
Time and Attendance systems with a long pedigree of creating functionally rich 
systems to meet organisation and employee requirements now and into the future. 
Working closely in partnership with our customers Wealden is able to deliver 
configurable, flexible and reliable solutions that meet the complex requirements of 
a modern payroll. Delivered as stand alone or an integrated solution that can be 
in-house, managed or hosted and accessible 24/7. Powerful solutions tailored to 
meet our customer’s needs ensuring they control critical information and business 
processes. Payroll: HR: Self-Service: Time and Attendance:
Payroll Bureau Services: Hosted Services: Training: Consultancy.

WEALDEN COMPUTING SERVICES LTD
Unit 6 Sovereign Business Centre,
33 Stockingswater Lane, 
Enfield, Middlesex EN3 7XJ
Tel: 020 8364 7177
Email: sales@wealden.net 
Website: wealden.net 
Contact: George Williams
Target employee range: Unlimited

Sage HR & Payroll has over 30 years of experience delivering integrated HR and 
payroll solutions, to many of the UK’s successful mid and large organisations. 
We offer a wide range of solutions, encompassing everything from recruitment, 
personnel and payroll, through to training & development performance management, 
self-service and payroll outsourcing.

To find out more about our HR & Payroll software visit sage-snowdropkcs.co.uk

SAGE
4 Witan Way, Witney, Oxon, OX28 6FF
Tel: 0800 694 0568
Email: SnowdropKCS@sage.com
Contact: Sales
Target employee range: 100+
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Pyramid is a complete HR and Payroll solution within a single database. Pyramid 
offers all the functionality to make life easier for even the busiest of HR and/or 
Payroll departments. Pyramid is best suited to organisations who want professional 
solutions with flexibility and on-going user friendly support. Our single database 
solution caters for payroll, personnel, recruitment, absence, training, expenses, time 
management and vehicle administration; all with built-in report writer for producing 
letters, reports and emails. Optionally available, employee and manager self service.

PYRAMID HR LTD
Holly Farm Business Park, Honiley, 
Kenilworth, Warwickshire CV8 1NP 
Tel: 01926 485085
Email: sales@pyramidhr.co.uk 
Website: pyramidhr.co.uk 
Contact: Mark Franklin
Target employee range: 100 to unlimited

INTEGRATED PAYROLL & HR SOLUTIONS



OUTSOURCED / FULLY MANAGED

PAYROLL MARKET INTELLIGENCE

P11D EXPENSES & BENEFITS

Sage Payroll Outsource Services off ers a range of fl exible payroll service options that 
are designed to ease the headache of payroll administration. Whether you want fully 
managed, part managed or bureau we can off er a service that matches your needs 
now and in the future. To fi nd out more about our Payroll Outsource solution visit 
sage-snowdropkcs.co.uk

SAGE
4 Witan Way, Witney, Oxon, OX28 6FF
Tel: 0800 694 0568
Email: SnowdropKCS@sage.com
Contact: Sales
Target employee range: 100+

The P11D Organiser is the most powerful, easy to use and comprehensive solution to 
completing P11D returns. Currently the UK’s market-leading P11D software package, 
acclaimed for it’s ability to deal with any number of returns, ease of use and customer 
support. Off ering multiple electronic reporting features as standard, such as P11D 
e.m ail delivery and Government Gateway facilities, the P11D Organiser is the most 
advanced and powerful system for managing and reporting benefi ts and expenses. 
The package’s intelligent data import routines off ers power with fl exibility. Cutting 
edge software backed up by a prestigious blue-chip client base makes the P11D 
Organiser the perfect solution for businesses of all sectors and sizes.

PERSONAL AUDIT SYSTEMS LTD
Unit 5, Enterprise House, 
Manchester Science Park, 
Manchester M15 6SE
Tel: 0161 820 7113
Email: sales@p11dorganiser.co.uk 
Website: p11dorganiser.co.uk 
Contact: Graham Whitehouse
Target employee range: 100 to 100,000+

SCC are a leading provider of Managed Payroll & HR solutions, with over 35 years of
experience and a wide range of clients across all sectors. We specialise in off ering a 
tailored service, delivered and hosted in the UK. Optimise Payroll & HR, our integrated 
cloud-based solution, provides fl exible online and on-device access. Optimise 
is a modular solution that also includes employee and management self-service, 
recruitment, training, T&A, HR analytics and more.

SCC PAYROLL, HR & DATA SERVICES
Lyndon Place, 2096 Coventry Road,
Sheldon, Birmingham B26 3YU
Tel: 0845 357 0111
Email: tim.markham@scc.com
Website: scsfm.com
Contact: Tim Markham
Target employee range: 250 to 30,000

From software to conference passes, the Payroll World Club covers your every payroll 
need. Join the club and receive an annual subscription to Payroll World magazine, 
exclusive subscriber access to payrollworld.com, Qtax Pro calculator, plus conference 
tickets and save over £250 in the process! Contact us today for more information.

NEW PAYROLL WORLD CLUB MEMBERSHIP
1st Floor, Axe & Bottle Court,
70 Newcomen Street, London SE1 1YT
Tel: 020 7940 4801
Email: payrollclub@payrollworld.com 
Website: payrollworld.com 
Contact: Lauren McWilliams

Intelligo’s tailored payroll service, Intellipay, encompasses everything from a 
basic bureau service to a fully managed payroll solution where we become 
your payroll department. For a fi xed monthly fee we process your payroll 
using our own renowned payroll software, Megapay. Our solution comprises:
• Full payroll processing including all statutory returns
• Extensive Suite of Payroll Reports
• Auto Enrolment and RTI compliant
• Allocated, Highly Experienced, Payroll Specialists
• Branded Employee Helpline 
• Employee Self Service web portal
Intelligo is a true Partner for your Payroll needs.

INTELLIGO
78 York Street, London W1H 1DP
Tel: 0800 0390116
Email: sales@intelligosoftware.co.uk
Website: intelligosoftware.co.uk
Contact: Frances McDonald
Target employee range: Unlimited

To be included in this directory or online advertising, please contact us on 020 7940 4801
or email us at sales@payrollworld.com
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SOFTWARE

SUPPLIERDIRECTORY

Accord Payroll simplifi es payroll processing through advanced features that include 
statutory and occupational sickness and maternity schemes, holiday entitlement, 
salary sacrifi ce, umbrella company calculations, expenses dispensation and user 
defi nable calculations. We off er hosted (SaaS) and in-house software solutions. Our 
software is HMRC-recognised for EOY and RTI e-fi ling and basic payroll values. 
Advanced accounting features with journal export, plus HMRC DPS Interface for 
outgoing documents and notifi cations from HMRC.

Optional, fully Integrated modules: Accord MyPay – online payslips and P60s, 
P11D and reports, pensions auto-enrolment –assessment and pension provider 
interface, recruitment modules – Accord timesheets, invoicing and credit control, 
Accord CIS.

PAYROLL BUSINESS SOLUTIONS
Unit 6 Bourne Court, Southend Road, 
Woodford Green, Essex IG8 8HD 
Tel: 020 8550 7758
Email: sales@payrollbs.co.uk 
Website: payrollbs.co.uk 
Contact: Sales
Target employee range: 25 to unlimited

Intelligo’s fl agship payroll product, Megapay is the Number 1 payroll system 
choice for corporate organisations and public sector. Megapay is used throughout 
every major industry from Manufacturing, Telecoms, Top 5 Accounting Firms, 
Government Departments, Retail Sector, etc., with clients ranging in size from 300 
to 20,000+ employees. As a Certifi ed Workday Partner, the system fully integrates 
with Workday. In addition Megapay also interfaces with leading T&A and Financial 
applications. Megapay is available to purchase as either an On Premises installed 
solution or on a Software as a Service (SaaS) basis.
RTI • Auto-Enrolment • HMRC Integration • Statutory Payment Processing 
• Employee Self Service • HR Integration

INTELLIGO
78 York Street, London W1H 1DP
Tel: 0800 0390116
Email: sales@intelligosoftware.co.uk
Website: intelligosoftware.co.uk
Contact: Fiona Cullinane
Target employee range: Unlimited

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

FRONTIER SOFTWARE
63 Guildford Road, Lightwater, 
Surrey GU18 5SA
Tel: 0845 3703210
Email: sales@frontiersoftware.com 
Website: frontiersoftware.com 
Contact: Sales department
Target employee range: Unlimited
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RECRUITMENT

Chase Moulande is one of the UK’s leading payroll/HR recruitment specialists. 
Covering the whole of the UK we provide the market with a wide range of experienced 
permanent, interim and temporary staff  within all of the following areas:
• Payroll professionals (all levels) • Sales (Pre / Post, Account management)
• Expatriate • Compensation & Benefi ts
• HRIS Consultant / Project Manager • EMEA
• Systems developers / Product • Shared Services (Payroll/HR)

CHASE MOULANDE
Unit 3 Wool House, 74 Back Church Lane, 
London E1 1LX
Tel: 0203 861 1222
Email: richardashley@chasemoulande.com 
Website: chasemoulande.com 
Contact: Richard Ashley
Target employee range: 50 to 100,000

Payroll World off ers online job advertising at payrollworld.com. The website 
receives over 8,000 unique visitors and the job section is the most popular area, 
making this a great opportunity for you to fi nd the perfect candidate for your job. 
Your entry will include your company logo and a description of the position being 
advertised. Whatever area of the payroll market you are targeting, there is no better 
place to advertise. Take advantage – call the sales team now.

PAYROLL WORLD
1st Floor, Axe & Bottle Court,
70 Newcomen Street, London SE1 1YT
Tel: 020 7940 4801
Email: sales@payrollworld.com 
Website: payrollworld.com 
Contact: Sales department
Target employee range:  All PAYE employers



WORKFORCE MANAGEMENT

TRAINING

SOFTWARE AS A SERVICE

SOFTWARE

To be included in this directory or online advertising, please contact us on 020 7940 4801
or email us at sales@payrollworld.com

Frontier Software PLC, a leading provider of integrated HR and Payroll software 
solutions, off ers chris21, a comprehensive HR integrated solution, for eff ective 
workforce management. Intuitive and easy to use, chris21 is continually enhanced 
and updated to keep abreast of business and government legislative changes. 
Additional modules include Time & Attendance, Employee/Manager self service, 
Learning and Development, Recruitment, expenses and health & safety. Frontier 
Software PLC is accredited to PAYE Recognition Scheme, ISO27001 and 
ISO9001:2000 and BACS approved.

FRONTIER SOFTWARE
63 Guildford Road, Lightwater, 
Surrey GU18 5SA
Tel: 0845 3703210
Email: sales@frontiersoftware.com 
Website: frontiersoftware.com 
Contact: Sales department
Target employee range: Unlimited

Founded in 1983, Frontier Software PLC is one of the most trusted global suppliers of 
HR and Payroll software and services to all areas of the public and private sectors.

Implementation of the fast growing technology platform of Software-as-a-Service 
(SaaS) has allowed Frontier Software PLC to meet their client’s needs and produce 
measurable business benefi ts both in the UK as well as around the World.

FRONTIER SOFTWARE
63 Guildford Road, Lightwater, 
Surrey GU18 5SA
Tel: 0845 3703210
Email: sales@frontiersoftware.com 
Website: frontiersoftware.com 
Contact: Sales Department
Target employee range: 1 to 50,000

Payroll World has been well respected by payroll, HR and fi nance professionals for 
over 11 years for incisive comment and practical advice. Now in association with 
Learn Payroll, we off er a select range of CPD certifi ed short courses to develop 
real skills in key areas of payroll and related organisational change. Courses range 
from the Payroll Introduction course to the Payroll & HR Update. You can fi nd the 
variety of courses available online and for more information call us today on 
01798 861111.

PAYROLL WORLD TRAINING IN ASSOCIATION WITH LEARN PAYROLL
The Learn Centre Ltd
3A Penns Road, Petersfi eld, 
Hampshire GU32 2EW
Tel: 01798 861111
Email: michaels@thelearncentre.co.uk 
Website: payrollworld.com/content/training 
Contact: Michael Short
Target employee range: All PAYE employers

With over 30 years’ experience, Pegasus Software is a market leading supplier 
of payroll & HR software with HMRC PAYE Recognition. Opera 3 Payroll & HR 
simplifi es complicated payroll procedures and caters for RTI, auto enrolment and 
salary sacrifi ce as standard. Integration is built to popular pension providers; NEST 
and NOW: Pensions is built in. It’s fl exible for your business needs, available as an 
integrated solution or stand alone. It’s functionally rich including e-mail payslips 
and P60s; Statutory Payments and AEOs; P11 & P32 processing, reporting and 
consolidation; Directors NI & Retrospective NI Calculations; Detailed history 
and payslip retention for 999 periods; user-defi nable payroll view with drilldown; 
integration with Document Management software, Business Intelligence and web 
based Payroll Self Service is also available.

PEGASUS SOFTWARE LTD
Address: Orion House, 
Orion Way, Kettering,
Northamptonshire NN15 6PE
Tel: 0800 919704
Email: info@pegasus.co.uk
Website: pegasus.co.uk
Contact: Enquiries department
Target employee range: 1 to unlimited

 PAYROLLWORLD.COM 37

CONTENTS ONLINENEWS

NEWS&VIEWS EDITORIAL

In association with



38 NOVEMBER / 2016

Payroll Stories

By Robert Leach

Payback
is sponsored by

Payback
is sponsored by

The government is cracking 
down on people who do not pay 
their fair share of tax.

Payback has learned of 
completely fi ctitious plans to 
crack down on people who do 
not pay tax simply because they 
earn no money.

A close contact of Payback 
said: “Why should people avoid 
paying income tax just because 
they have no income? Their fellow 

The number 142857 has 
some unusual properties.

If you multiply it by any 
of the numbers from 1 to 
6, the numbers appear in 
the same order but with 
a diff erent fi rst digit. So if 
you multiply it by 3, you 
start from the third highest 
number. This is 4, so 3 
times 142857 is 428571.

If you multiply by 7 you 
get 999999.

Payfact

citizens who earn money have to 
pay tax, and so should they.”

Jobseekers will be told they 
must pay income tax on a 
deemed income of £30,000 
a year, even if they cannot 
fi nd work. The man behind 
the scheme, Mad Hatter, told 
Payback: “This provides a 
powerful incentive to fi nd work 
and is in line with our policy of 
ensuring that work pays.”

Children will also be taxed on 
earnings they do not receive. 
Spokesperson Sally Forth 
explained: “Children gain a 
fi nancial advantage from being 
educated. Being able to read, 

Thinking of a change in career 
away from payroll? If so, the 
Payback Employment Agency 
has drawn up its own job 
specifi cations for the following 
positions, which may or may not 
become available:

England football manager
Candidate should understand 
the modern game of football. 
This includes a knowledge of 
how to make as much money as 
possible. A knowledge of football 
could also be an advantage.

Presenter of Top Gear
The job requires someone who 
has had at least ten minutes’ 
experience of working in television 
to front this multi-million-pound 
programme. The successful 
applicant must be exactly like 
Jeremy Clarkson while being 
completely diff erent. 

Dean of York Minster
The job is suitable for a godly 
person of either sex to foster 
Christian charity, understanding, 
human relations and brotherly 
love. A willingness to sack 
bell-ringers could also be an 
advantage.

UKIP chairman
Needs ensure that Britain 
leaves the European 
Union. A knowledge 
of wrestling and 
playground duty 
would be an 
advantage.

Shadow cabinet 
minister
Several positions 
could be available 
for members of the 
shadow cabinet. 
Open to all people 

Tax avoidance schemes

Situations vacant?

write and count up to ten places 
them at an advantage over the 
animal kingdom and lumps of 
concrete. It is only fair that they 
should contribute to the cost of 
their education.”

The third initiative is to ensure 
that the dead pay their fair share 
of tax. Spokesman Ned Dee 
explains: “We are determined to 
clamp down on the tax avoidance 
scheme commonly known as 
dying. In future, people who have 
died will be required to notify us 
online or face a penalty.”

The fi nal initiative clamps down 
on people who have already 
paid their tax and see no reason 
to pay it again. Spokesman 
Don Kee explains: “We are 
making clear what is meant 
by ‘reasonable excuse’ for not 
paying tax. In particular, we 

are keen to ensure that 
someone cannot avoid 
paying tax merely on the 
grounds that they have 
already paid it.”

fi rst name Owen?” and, “Is 
your last name Smith?” to 
ensure that only suitable 
candidates are selected. 
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Children will also be taxed on 
earnings they do not receive. 
Spokesperson Sally Forth 
explained: “Children gain a 
fi nancial advantage from being 
educated. Being able to read, 

regardless of political views, 
provided they are left-wing. There 
is a generous incentive scheme, 
including free membership of the 
Labour party. Applicants 
may be required to 
undertake a simple 
psychometric test 
such as, “Is your 



To find out more contact us on 0845 619 1743
or visit: www.moorepay.co.uk Payroll & HR Solutions

Our innovative cloud based payroll & HR solutions include software, 
consultancy, training and managed services which are quick to set 
up, with no need for installations, downloads or upgrades.

Making 
payroll and 
HR easy
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