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WHAT CAN
I GET YOU?

Our research shows
companies that apply
the Cafeteria Model
have a significantly
lower staff turnover…
9.6% as opposed to
12.6% in companies
that don’t offer a menu
of benefits.

With budgets continuing to remain tight in 2013 - on the
back of last year’s below inflation pay awards - the
limited primary benefits most organisations are able to
offer will do little to satisfy staff for the foreseeable future.

Á la carte

Limited scope to entice employees through basic remuneration
means the pressure is on for employers to make the secondary
benefits they provide more attractive. In most cases, benefits
such as holiday entitlement, flexible working and well-being
programmes will come second to basic pay. But even
“recognition” and “innovation” can persuade good people
to join or stay with you.

In other words, the Cafeteria Model gives staff the freedom
to select the benefits they need now and skip those which
are unnecessary. With the generational gap featuring heavily
in the news today, there are obvious reasons why your Gen X
employees would have different priorities to your older staff
with different needs and responsibilities.

This leaves HR in a quandary: as line managers try to deal with
the individual needs of their staff on an almost daily basis, when
it comes to secondary benefits each employee has their own
wishes and desires.
So how do organisations looking to attract and retain the best
possible talent decide which benefits to include when there’s
only so much investment going around?
Britain’s Top Employers thinks it has the answer.
The leading body which measures, audits and certifies
employers based on the conditions they create for their
employees, says that one effective way of offering secondary
benefits is to follow the Cafeteria Model.

HR

BOOK

CLUB
insideHR
4551 Inside HR 12.indd 6-7

The best practice derived from the latest research conducted
by Britain’s Top Employers is to offer a menu of benefits that
allows employees to choose their preferred options.

Not only does this solution provide a cost-effective way to offer
employees a range of benefits that suit what they really want, it
has other advantages as well.
Eleanor Nickerson, Manager of UK Operations at Britain’s Top
Employers comments:
“Our research shows companies that apply the Cafeteria Model
have a significantly lower staff turnover… 9.6% as opposed to
12.6% in companies that don’t offer a menu of benefits.”
“The advantages are clear. Freedom of choice can improve
employee satisfaction and engagement. Best of all, offering
the Cafeteria Model has a beneficial effect on staff turnover
for both managers and professionals.”

See more at www.britainstopemployers.co.uk,
part of the CRF Institute

Diversity Mosaic

Tina Rasmussan (Wiley)
Diversity Mosaic is designed to help people
who manage others and set policy at all levels
(executives, middle managers, supervisors, group
leaders, and board members). Following a workshop
format, it can help you to develop the knowledge,
awareness, and skills needed to create a personal
action plan for leading diversity and creating true
inclusion in the workplace.

LINKING
SICKNESS
TO ROI
Feeling under the weather?
Your sniffles may soon be
turned into data.

TOTAL

TRANSPARENCY

The idea is to correlate information when each member
of staff phones in sick and takes time off. The next step
is to look at the bigger picture to identify any health
trends. Finally, firms can then offer health and wellbeing
initiatives that are beneficial for staff while providing a
return on investment for employers.
Simon Macpherson, agrees employers can’t manage
what they don’t measure: “It starts with capturing that
data, then mining it to see how to address potential
issues, whether these are occupational health needs
or particular working practices that cause people issues.”
Kevin Hollick at Screenetics, added: “We ask a lot of
questions, such as: do employees work shifts and
how old are they? Employers can then determine, for
example, how many staff over the age of 45 work shifts
and have high blood pressure, cholesterol or stress
levels. They can then target their money in the right
place, so there can be a better return on investment.”

Diversity: new
realities in a
changing world

Game on! How to
keep diversity
progress on track

Edited by Professor Kurt April and
Dr Marylou Shockley (Palgrave)

CIPD

This collection of essays and papers from authors,
who themselves are diverse in experience and
nationalities, offer unique perspectives into diversity
beyond the compliance parameters of gender,
ethnicity and physical ability. With examples from
around the world, “leading” rather than “managing”
diversity is the common theme in countries and
institutions experiencing transformation.

Free to download from the CIPD website, Game On!
serves up the diversity theme from several different
angles. From the right leadership skills, to using
deadlines in order to deliver diversity and inclusion
most effectively, it’s a fascinating read and includes
examples from LOCOG’s “Everyone’s 2012” project
as part of the London Olympics.
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Collaboration and
transparency will
make all the difference
in the digital era.
The fact is, social media still presents a generational split
where many senior leaders lack the skills and awareness to
understand its business critical role. This can stifle their view of
tangible organisational benefits, prevent them from embracing
change and make them dismissive and distrusting on the subject.
Today’s need for total transparency may seem scary,
unpredictable and risky to senior management. But in the
age of social media, not being open is even more risky.

“Wellness does not have to be fluffy. It can be data-driven
and return-on-investment-oriented.”
This is the view of Dr Wolfgang Seidl at Mercer’s health
management consulting group.The idea is to correlate
information when each member of staff phones in sick
and takes time off.
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How the new age of social networks is
driving through increasing levels of openness
and transparency in organisations
In a world of work that has become increasingly social,
organisations are finding themselves under increasing
pressure to become more open with their people. You could
call it the rise of mass transparency and, to a large extent,
a reflection of the state of wider society.
We know, for example, from glassdoor.com that 94% of
Google employees approve of their CEO Larry Page, and 90%
of employees would recommend the company to a friend.
In other words, company vagueness and organisational
secrets will soon be a thing of the past.
As instant feedback is given by consumers and customers
through social media, organisations are also being forced into
becoming more transparent. The result is an increased
expectation of how employees want to be heard inside their
organisations, in the same way that they are able to voice
their opinions rapidly and vociferously externally.

WHAT’S ON
IN HR?

To save you time leafing through the conference schedules, we’ve
done it for you. For more information visit the conference websites below. So, get out there and network to find new ideas
and develop your skills!

CIPD REWARD CONFERENCE AND WORKSHOP
23-24 May, Cavendish Conference Centre, London

This conference and workshop will provide practical solutions to
ensure your reward strategy is contributing to business growth.
One and two-day tickets are available for you to gain vital
knowledge, benefit from case studies and leave with new
ideas you can implement right away.
www.cipd.co.uk

The question for HR is how can an organisation become
transparent with its people and what should this look like?
On the one hand, there needs to be a free flow of information
within the organisation and between the organisation and the
public. To achieve this, organisations must adapt to keep up
with the evolution of social media interactions. Ultimately, social
and digital technologies need to be embraced if organisations
are to take advantage of the opportunities they afford, and
avoid the potential setbacks.

Top-down hierarchical organisations fuel secrecy, whereas
organisations that run on values are more likely to be
transparent due to the levels of open communication required.
Nevertheless, it appears that many organisations are yet to be
convinced of the potential value that openness and honesty
are able to provide.
The fact remains, we are entering an age of mass
transparency where the expectation is that information should
be accessible to all. Indeed, whether leaders like it or not,
information about their organisations is already available
through various discussion forums and review sites.
Within organisations, co-operation (as opposed to rivalry) will
be the main determinants of business success… and an
important mindset for HR to promote.
Michael Silverman is a
director at Silverman Research,
www.silvermanresearch.com

This is easier said than done because in many organisations
barriers exist that can inhibit the adoption of social media in
the workplace. For instance, there may be difficulties in creating
a robust business case and measuring return on investment.
A lack of knowledge and understanding of social media can
lead to a deficient overall strategy.

EMPLOYEE BENEFITS AWARDS 2013

TALENT 2013

Asda, BMW, Hewlett-Packard, GlaxoSmithKline and Virgin
Media are among the employers shortlisted for the Employee
Benefits Awards 2013. Book your table to see how the finalists
have all demonstrated creativity, innovation and careful tailoring
of strategies and schemes to suit their workforce demographics.
www.employeebenefitsawards.co.uk

Engage and network with over 100 senior practitioners in the
talent community and benchmark best practices from global
leading experts across all industry sectors. This year’s speakers
come from some of the biggest brands including, Diageo,
Novartis, Tesco, M&S and BP. www.osneyhr.com

CIPD RECRUITMENT CONFERENCE

LONDON HR SUMMIT

7 June, Royal Artillery Garden, London

19-20 June, London

Get advice on how to attract, select and retain the best people
for your organisation’s future success. As well as offering you
insights on successful recruitment, this conference will also
provide you with practical examples on how to develop your
resourcing strategy from leading organisations.
www.cipd.co.uk

Crossword answers
Across: 1. Pessimistic, 7. Eradication, 8. Cheerleader, 12. Interesting, 17. Intelliigent, 18. Generalised
Down: 1. Prescribing, 2. Space, 3. Icier, 4. Irate, 5. Tried, 6. Congregated, 9 Ewe, 10. Lie, 11. Ant, 13. Titan, 14. Ruler, 15. Swill, 16. Items

6

3- 4 July, De Vere Canary Wharf, London

10 July, Grange Tower Bridge Hotel, London
The London HR Summit is an event specifically for senior HR
executives and managers looking to find innovative, leading HR
service and product suppliers. Places are limited to 75
delegates to create a relaxed, ‘no hassle, no hard sell’
environment. In addition to finding new suppliers, the summit is
a great networking opportunity. www.forumevents.co.uk
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