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SUPPORTING DERBY'S WORKFORCE OVERVIEW AND SCRUTINY BOARD 

EMPLOYMENT PRACTICES SURVEY 2016-17 

Introduction 

A survey of Derby's largest employers has been carried out as part of the Supporting Derby's 

Workforce Overview and Scrutiny Board's topic review of Employment Practices in Derby. 

The survey contacted Derby's largest employers and was carried out online between Monday 7 

November and Friday 16 December 2016. The Chair of the Board also wrote directly to members of 

the Derby Renaissance Board in February 2017 encouraging them to complete the survey. 

Twenty-four responses have been received in total. These have included businesses from a 

manufacturing and engineering background, commercial services companies, the voluntary sector, 

education, health and care providers, leisure and arts organisations, and information technology 

businesses. 

Respondents to the survey provided detailed information regarding their policies and practices in 

relation to the Living Wage, volunteering, flexible working and employee incentives. 

Timeline 

18 July 2016 The Board agreed to undertake a topic review of volunteering opportunities 

across Derby, combined with an investigation into which employers pay the 

Living Wage, as recognised by the Living Wage Foundation. 

19 September 2016 The Board agreed to carry out a survey of the top 200 companies in Derby to 

establish their policies and practices with regards to the Living Wage and 

volunteering within their organisation. 

17 October 2016 The Board agreed a draft version of the Employment Practices Survey. 

7 November to 16 

December 2016 

Details of the largest employers registered in Derby by headcount were 

provided by the Economic Development Team. The companies were 

contacted initially via both email and post by the Chair of the Board, with two 

follow-up email requests sent during the six week duration of the survey. 

16 January 2017 Initial findings of the survey were tabled at a meeting of the Board. The Chair 

agreed to extend the survey and contact senior representatives of Derby's 

largest employers. 

24 February and 3 

March 2017 

The Chair approached members of the Derby Renaissance Board via email to 

encourage further responses to the survey. 

10 April 2017 The Board to consider results and recommendations from the Employment 

Practices Survey. 
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EMPLOYMENT PRACTICES SURVEY – QUANTITIVE FINDINGS 

Living Wage 

 96 per cent of respondents agreed that the Living Wage should reflect the cost of living 

 92 per cent of respondents agreed that paying the Living Wage was good for business, good 

for the individual and good for society 

 84 per cent of respondents disagreed that the Living Wage was an unnecessary burden on 

businesses 

  46 per cent of respondents agreed that it was the Government's responsibility to ensure 

wages reflect the cost of living, while 17 per cent disagreed 

 Eleven respondents were interested in becoming accredited Living Wage Foundation 

employers in the next five years 

Volunteering 

 63 per cent of respondents currently encourage employees to participate in volunteering 

activities 

 50 per cent of respondents permit volunteering as part of an employee's contracted hours 

 46 per cent of respondents had recently participated in successful volunteering initiatives 

 38 per cent of respondents encourage external volunteers to work within their organisation 

Flexible Working 

 The most popular flexible working arrangements used by respondents are as follows: part-

time working (96%), working from home (63%) and Flexi-Time (50%) 

Benefits and Incentives 

 79 per cent of respondents offer some form of employee benefit or incentive 

 The most popular employee benefits and incentives used by respondents are as follows: free 

parking (84%), private healthcare or insurance (74%) and childcare vouchers (68%) 

Employment Charter 

 71 per cent of respondents were interested in supporting Derby City Council's Employment 

Charter 
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EMPLOYMENT PRACTICES SURVEY – QUALITATIVE FINDINGS 

Living Wage 

 Respondents cited recruitment and retention of staff as key benefits of becoming an 

accredited Living Wage Employer.  

 The majority of respondents also cited a moral requirement to pay above the Living Wage, 

citing respect for staff and the desire to demonstrate they were an ethical employer. 

 A number of employers noted that while they were not accredited, they already paid staff 

above the Living Wage Foundation rate and felt that this led to greater productivity and 

lower sickness absence rates. 

 Respondents cited additional payroll costs and the long-term sustainability of accreditation 

as possible drawbacks of becoming an accredited Living Wage Employer. 

 It was noted that pay was only one element of motivating employees. One respondent felt 

that Investors in People (Gold Standard) was a more comprehensive form of accreditation. 

Volunteering 

 Respondents engaged in a range of formal and informal arrangements, with the majority 

encouraging their employees to participate in volunteering activities. 

 Some respondents routinely encourage employees to participate in volunteering 

opportunities as part of their contracted hours. Others offer opportunities for involvement 

on an ad-hoc basis. 

 Applications to participate in volunteering are administered in a variety of ways, including by 

human resources, via line managers or by senior management teams. 

 Successful volunteering initiatives cited included working with community groups, sports 

clubs and voluntary sector organisations. 

 A number of organisations cited their reliance on volunteers to carry out their core activities, 

noting varied expertise and increased capacity as key benefits. 

 Comments regarding volunteering referenced declining support for the voluntary sector and 

the need to encourage high-level volunteering from senior management teams. 

Flexible Working 

 Respondents cited retention and recruitment of staff as key benefits of flexible working. It 

was noted that providing employees with flexibility improved morale and productivity. 

 Flexible working was cited as a means of attracting candidates from a range of backgrounds.  
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 A number of employers cited that compromise was necessary from both employers and 

employees to balance flexible working with operational requirements. Respondents cited 

effective rota planning and ensuring employees are trained in multiple roles as a means of 

achieving this. 

 Evidence suggests balancing flexible working with operational requirements was more 

challenging for smaller organisations. 

Benefits and Incentives 

 Additional employee benefits and incentives offered by respondents include exclusive social 

events, flexible holiday schemes, eye-care vouchers and complimentary tea and coffee. 

 The majority of employee benefits and incentives are administered by human resources 

departments, rather than third party organisations. 
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EMPLOYMENT PRACTICES SURVEY – RECOMMENDATIONS 

 

1. To note the findings of the Employment Practices Survey 

2. To note interest from eleven organisations in becoming accredited Living Wage Employers 

within the next five years 

3. To refer evidence collated in relation to volunteering to the Community Development Officer 

to support engagement with the voluntary sector 

4. To commend the commitment of respondents to a wide variety of flexible working practices 

5. To conduct an internal review of Derby City Council employee benefits and incentives to 

ensure they remain competitive with other leading employers 

6. To recommend to Council Cabinet that the Council works with the seventeen employers 

interested in supporting Derby City Council Employment Charter to promote fair 

employment and working practices. 
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EMPLOYMENT PRACTICES SURVEY - RESULTS 

COMPANY DETAILS 

How many people does your organisation directly employ? 
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LIVING WAGE 

To what extent do you agree with the following statements: 

 Strongly 
Agree 

Agree Disagree Strongly 
Disagree 

No 
Opinion 

The minimum wage should reflect the cost 
of living 

8 15 0 0 1 

Paying the living wage is good for business, 
good for the individual and good for 
society 

6 16 1 0 1 

The living wage is an unnecessary burden 
on businesses 

0 3 12 8 1 

It's the Government's responsibility to 
ensure wages reflect the cost of living 

2 9 4 0 7 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Are you currently accredited by the Living Wage Foundation? 
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Are you interested in becoming an accredited Living Wage Foundation employer in the next five years? 

 

 
 

What do you consider the benefits of becoming an accredited Living Wage employer? 

Morally - as a business we are 'doing the right thing' by ensuring compliance so do not consider any 
further benefit with being accredited. 
 

Easier to attract new employees. Happier and more content workforce. 
 

Stable and motivated workforce 
 

Having a team which feels rewarded, valued, appreciated and happy in their work and employment. But 
we must recognise this does not just come down to pay, although it does of course play an extremely 
important part. This in turn helps to engage our employees, increase commitment of employees, and 
this has a direct impact on the service we are able to offer our customers.   It does of course also help in 
the recruitment of excellent candidates, and the retention of staff - individuals applying for roles would 
know these issues are taken seriously and that employee reward is important. Could help in tender 
processes for potential new business. 
 

Not applicable - we pay staff more than the minimum or living wage. 
 

Recruitment and retention advantages. Staff motivation. Reflects responsible employer 
 

Depending on the value that people place on the NLW and the Living Wage, will give people different 
views.  Clearly, as an employer in a competitive market, we wish to be seen as paying a good level of 
remuneration in the eyes of current employees and future employees as well as the local community. 
 

Sharing best practice with other organisations and being a responsible employee providing employers 
with a wage they can live on. 
 

Confirmation that Living Wage paid to all employees. 
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In December 2015 we opted to pay Living Wage Foundation plus 5% as a minimum to all of our 
employees, including casual staff such as match day stewards.  Aside from believing that this is the 
correct thing to do both from an economic and employee perspective, we hope that in the long run, it 
will promote a more motivated and productive work force and reduce staff absence. 
 

As a company we already pay well above the living wage and encourage our supply chain to do the 
same.  We therefore see limited benefit in becoming an accredited employer. 
 

We want to pay our staff a fair and reasonable wage to ensure a reasonable quality of life. 
 

Our funders, suppliers and beneficiaries will recognise that we are treating workers appropriately. 
 

It offers Staff a decent living wage, it helps with recruitment and retention and keeps us in line with 
other forward thinking companies in our locality. 
 

It is public declaration confirming that the employer are taking responsibility for ensuring that their 
employees are paid a rate that meets the basic costs of living in the UK.  Ethics & Compliance is one of 
our core values that we take very seriously and is part of culture and present in all practices.   
Paying employees at a rate that meets their basic costs of living in the UK is simply the right thing to do 
and should be a basic expectation as opposed to a public accolade. 
 

To demonstrate our commitment to the principle. 
 

Changes in the national minimum wage potentially result in higher charges for indirect services such 
as catering and cleaning and there is some research that suggests paying perceived “fairer” rates of 
pay to these workers can result in higher productivity and improved retention rates. 
 

We demonstrate that we respect the people we employ. 
 

Unsure at this moment as there seems to be a lot of discussion and counter discussion about 
calculations, also there has been no discussion about the impact on the third sector. 
 

What do you consider the drawbacks of becoming an accredited Living Wage employer? 

Would not consider accreditation. 
 

Overall payroll cost would need closer scrutiny. 
 

Additional costs of compliance / admin need to keep abreast of changes. 
 

Would individuals potentially only apply for roles because of pay?  We offer much more than just pay, 
these elements could become shadowed.  Could current team members become overly focussed on this 
area? Increased wage costs, which have a knock on effect on NI and Pensions increases. 
 

For smaller companies may be unaffordable. 
 

Increased costs to the business which may be difficult to pass onto customers. 
 

Cost implications on the business. 
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Not many drawbacks I can think of, possible reflection that wages are lower. 
 

Does not add to what we already do. 
 

Principally the cost! In the future, the level set by the foundation may grow disproportionately to 
funding and so we may not be able to sustain accreditation. 
 

As a third party supplier to the NHS wage costs impact on our bid for contracts. 
 

Accreditation processes are time consuming processes.  We are Investors in People (Gold Standard) 
accredited which is a better accreditation worthy of the investment of time and commitment as it does 
not only focus on one area.  The Living Wage claims that it contributes to reducing turnover and 
absenteeism and increases productivity but in isolation this is not possible.  Such incentives cannot be 
implemented in isolation as pay is only a very small element of what motivates employees. 
 

None. 
 

Changes in the national minimum wage potentially result in higher charges for indirect services such 
as catering and cleaning and there is some research that suggests paying perceived “fairer” rates of 
pay to these workers can result in higher productivity and improved retention rates. 
 

As above, greater clarification and discussion needed about the impact on not for profit organisations. 
 

Do you have any other comments regarding the Living Wage? 

Businesses need to be able to thrive to continue operating and employing people maybe tax credits 
should be more available to 'top up' lower wages 
 

It isn't widely communicated 
 

We pay the living wage of £8.25 and will ensure we keep in step with this to be able to attract and retain 
staff 
 

It does not make sense to have a national minimum wage and then a living wage also. 
 

The company position is that we pay all of our employees in excess of the rates recommended by the 
Living Wage Foundation, with the exception of some trainees within their first two years, but we do not 
place this obligation on our suppliers who are required in any event to comply with all legislation 
including the national minimum wage. 
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VOLUNTEERING OPPORTUNITIES 

Do you currently encourage your employees to participate in volunteering activities? 

 

 
 

Please provide further details of your volunteering policy? 

Relatively informal - but when a member of the team applies / requests support or an event to 
support - we consider it and if we feel we can assist - will support. 
 

We encourage a lot of fundraising/support activity - either directly ourselves, or by encouraging 
individuals and teams. We support organisations such as Schools, Universities, initiatives, 
programmes and local events and campaigns. 
 

We support all of our staff to work voluntarily if they can and want to we accept volunteers. 
 

We would consider all employees' requests to volunteer on their own merits and are happy to 
approve time if relevant and worthwhile. 
 

Supporting a local soup kitchen.  Giving blood.  Supporting a local charity each year with fund raising 
activities aligned. Part of our management development programme is to engage in one community 
volunteering activity in the year. 
 

Just being considered. First project to refurbish homes is under review. 
 

We support East Midlands Rail Forum and NSAR in encouraging technology careers in the rail 
industry.  We may also provide company facilities and time for other volunteering activities, e.g. 
school governor, kids in care support, Special Constable, Magistrates, etc.  Support for volunteering 
activities also forms part of our Integrity at Work policy. 
 

As an organisation we encourage volunteering, offer volunteering opportunities. 
 

We are a charity and so there is a broad expectation that the staff will engage in the wider activities 
of the organisation. 
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Our employees support local schools and universities with STEM activities.  We are very keen to 
ensure that everyone is aware of the opportunities available in the Engineering industry.  We have 
an ageing population which we are keen to address and wish to encourage more female employees 
into the industry.  Additionally, our employees are very charitable and will often support community 
initiatives and involvement. 
 

As a small local charity we rely on volunteers for two of our charitable services, for fundraising and 
as Trustees. 
 

Supporting volunteers helps us build relationships with the local community and improve how our 
business is perceived within it. Employees who do volunteer work can use skills that they have 
developed at work to help the community or learn new skills. The types of volunteer activities which 
could be supported include: Community Care work Environment work and conservation projects 
Fundraising for community projects or charities The administration of public events Paid time off 
from work is provided to support this activity. 
 

All employees are encouraged to volunteer where appropriate, however our situation is somewhat 
different in that our overall aims and objectives are not for profit/public benefit. We conduct a lot of 
activity outside of core work that is no financial benefit to individuals or the organisation. 
 

Are employees permitted to carry out volunteering activities as part of their contracted hours? 

 

 
 

How is your volunteering strategy managed within your organisation? 

Human Resources consider applications which are then reviewed by the Senior Management Team. 
 

We don't have a formal policy/strategy, however we enable activities within working hours when 
needed and support wherever possible. 
 

We can’t afford to do this on an ongoing basis but would look favourably at one-off volunteer 
project requests. 
 

This may be the case, but please see above. 
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This is not currently contracted for employees but there are opportunities to get involved.  we have 
a number of initiatives driven by the senior team to engage employees (see above on charity 
support and management development programme). 
 

Informal at present. As above more formality being considered. 
 

By agreement. 
 

All policies are reviewed annually at board level. 
 

Every department or area that uses volunteers is responsible for recruitment and management. We 
aim to work to common standards and policy but many volunteer activities are volunteer led which 
makes it challenging to ensure consistency across the board. The leadership of the organisation are 
responsible for all volunteers. 
 

On an ad hoc basis. 
 

Employees are encouraged to undertake STEM activities with their local educational establishments 
which is supported by the company with (paid time during the working day, company paid resources 
and expenses).  Local charity work is supported by making use of company resources to support 
initiatives.  The company sponsored charity is Railway Children and employees will undertake 
activities such as back sales, washing cars, etc to raise funds, etc. 
 

Various policies and procedures are in place. 
 

Volunteering is part of our Community Relations and Corporate Social Responsibility policies. 
Employees who want to get involved with volunteering seek permission from their Manager and 
then undertake the activity and record it on the time recording system. It is not co-ordinated 
centrally other than if the volunteering activity is linked to the company's STEM work and activities. 
 

Through HR and line managers. 
 

Has your organisation recently participated in any successful volunteering initiatives? 
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Please provide further details: 

Working with the Cricket Derbyshire Foundation on a project to transform the old changing rooms at 
the 3aaa County Ground into a centre to support suicide awareness, mental health and education.  
Providing desks and chairs to go in the facility, delivering and helping to set up. 
 

Soup kitchen. 
 

Resource Managers and HR agree support from the company on a case-by-case basis. 
 

We offer corporate and individual volunteering opportunities to others. While we encourage 
volunteering we do not make it mandatory. 
 

Not sure what this question means. 
 

Too many to mention all. 
 

We support and are involved in: Guides and Scouts, [COMPANY NAME] Science Prize, The Big Bang 
UK, Young Scientists’ and Engineers’ Fair, Tomorrow’s Engineers, employability skills, curriculum 
support for University Technical Colleges, Teach First, Evolution Project, Royal School for Deaf Derby, 
supporting Primary School children to read. 
 

Do you encourage external volunteers to work within your organisation? 

 

 
 

What benefits do external volunteers provide to your organisation? 

There are Health and Safety issues attached to doing this. 
 

Not at present.  However, I can see a number of benefits of this, and this is something which we are 
looking into. 
 

Lots of benefits e.g. increase in communication skills opportunity to learn how to work effectively 
with people with learning disabilities chance to make new friends etc. 
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Not explored this currently. 
 

No experience. 
 

Increased capacity, knowledge and experience and improved learning culture. 
 

I am working on the basis of that external volunteers are 'non-staff'. Much of our activity, therefore, 
is resourced by external volunteers. 
 

We offer work experience and university placements.  We are working with WorkWell regarding 
Employee Wellbeing. 
 

Varied experience, commitment and expertise.  We couldn't operate without them. 
 

Unique perspectives, insights and input. 
 

Please provide further details of external volunteers working successfully within your 
organisation: 

A number of our volunteers have gone on to become employees and make significant changes for 
the better in their lives. 
 

We have different volunteers leading initiatives, projects, community groups and others in a range of 
areas. 
 

As mentors, family support volunteers, Trustees and fundraisers. 
 

Significant volunteer opportunities most notably in recent times around the FORMAT festival where 
30+ volunteers will work with us to deliver the festival. 
 

Do you have any other comments regarding volunteering? 

There used to be so much support for volunteers by various organisations - now their funds have 
gone there is less support available which has impacted on smaller organisations like ours. 
 

This is part of our strategy to do more year on year.  We recently published our first CSR report 
which supports this claim. 
 

As a charity, it is our main resource and we are continually working on how to engage, motivate and 
manage volunteers. 
 

Volunteering at a high level (i.e. CEO, SMT) should be encouraged more. 
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FLEXIBLE WORKING 

Which of the following flexible working arrangements do you offer within your organisation? 
Please select all that apply. 

 

 
 

Please provide further details: 

Working from home in exceptional circumstances i.e. unable to drive for a period of time etc. 
 

We try to offer parents hours that fit around school times etc.  We would do the same for other 
caring responsibilities we offer overtime when we have staffing gaps to fill. 
 

We allow paid time off on a compassionate basis for domestic requirements such as emergency 
childcare, dependent care, bereavement etc. 
 

Flexible working, i.e. discretion on attendance time within certain core parameters. 
 

Any flexible working arrangement that an employee proposes will be considered to see if the 
business can accommodate it. 
 

How does your organisation benefit from flexible working arrangements? 

'Give and take' understanding from the team; good ratio of male / female workers; allows work-life 
balance. 
 

It means we retain staff and ensure we get the calibre of staff we require. 
 

Cost effective management of non-full time functions. 
 

Flexible working enables us to attract and retain employees who may otherwise not be able to work.  
Bringing new skills and experience into the organisation, and enabling us to keep sometimes years of 
experience and vital knowledge.  Flexible working also enables us to meet business needs, whilst 
also offering work to individuals who may only be able to work limited hours, such as students on 
Zero Hours contracts.  Enables us to meet the needs of our employees, again helping to engage our 
team members, and increase commitment, which in hand increase our service provision.  Low 
sickness / absence levels due to our ability to be flexible and employee satisfaction at work. 
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Happy staff. 
 

Staff are motivated to give their best to the company on the basis that we will be flexible with them 
when they have a need.  Encourages retention of staff and gives us access to a larger pool of skilled 
employees, i.e. parents and those who require different hours to fit in with their domestic situation. 
 

Supporting individuals that require flexibility. 
 

A lot of employees are remote based managing a caseload and therefore in the main can dictate 
their own hours accordingly.  This allows us to employ a wider selection of employees who do not 
necessarily wish to work 9 to 5 due to family/school restraints. 
 

Not widespread but considered based on individual employee circumstances. 
 

Better engaged workforce. 
 

We offer flexibility and expect flexibility back from staff which in the main we do get. 
 

Staff morale is improved; We get good engagement from most employees. There is a good culture of 
'give and take' i.e. flexibility in one direction affords flexibility in the other. 
 

We work 365 days per year, 7 days per week 24 hours per day. By offering flexible working it enables 
us to cover in-hours and out-of-hours shifts to fit in with people work life balance. 
 

Our employees are able to achieve a greater work/life balance which increases engagement, 
productivity and reduces absenteeism. 
 

Happier staff, more effective organisation. 
 

The company believes that its employees are its most valuable asset and is committed to attracting 
and retaining the very best, and to utilising all the employee capability and experience available 
within the organisation. [COMPANY NAME] is committed to being an “employer of choice” across 
the range of jobs and careers that it offers. Having a flexible approach allows the company to recruit 
employees from a wider pool of employee capability to meet business needs. The company 
appreciates that traditional working patterns do not always accommodate an individuals’ personal 
commitments and work-life balance. More flexible working arrangements can assist individuals to 
balance their working life with personal factors whilst recognising the demands of the business. The 
policy aims to identify ways in which flexible working can benefit the company through increased 
employee motivation, building better relationships between the company and its employees, 
increasing the rate of retention of employees, reducing potential absence, attracting new employee 
capability, promoting work-life balance and reducing employee stress. Flexible working can improve 
the company’s efficiency, productivity and competitiveness. 
 

Attract mothers with experience of our sector. 
 

It allows us to be flexible on both sides and has worked particularly well in encouraging and retaining 
parents in the organisation. 
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How are flexible working arrangements balanced with the operational requirements of your 
organisation? 

This is a time-consuming challenge - with a balance being required for the needs of the business - 
compromise and working together is vital. 
 

Easy in Admin roles but more difficult in sales roles where we have to ensure adequate cover in our 
customers standard working hours. 
 

Effective workload management and handovers multi skilled / disciplined employees to manage 
issues remote access to company servers. 
 

We consider all requests for flexible working, including informal requests, and look at all needs of 
our employees or potential employees.  We will look at ways in which we can meet flexible working 
needs – such as job share and par time working, through the structure of roles, teams and where we 
can support these practices.  If the needs of the business fluctuate, or our ability to meet our needs 
fluctuates - i.e. during holiday season, zero hours contracts enable us to maintain service levels.  It is 
always a mutually agreed process, considering the needs of the individuals alongside those of the 
business. 
 

We spend a lot of time working out a staffing rota that best meets the organisation and all staff 
members needs we offer uncovered shifts as overtime to other staff. Usually this system works a 
treat, occasionally it is hard when something unplanned occurs – e.g. a staff member falling ill and 
no one able to cover the shift. 

Everything is considered on a case by case basis and we try to ensure that our departments have 
multi skilled employees in order to provide cover when necessary. 
 

It is allowed on a case by case basis which is bought into by both parties to ensure customer service 
and production is not compromised. To balance this, very few applications are turned down. The 
business does everything it can to support flexibility. 
 

A high number of our clients require support due to shift working and this enables us to meet their 
needs. 
 

Always difficult in smaller organisations. Compromises/cooperation found wherever possible. 
 

As best we can as operational requirements must come first. 
 

Our need for flexibility is driven by the sickness of staff. When such a small organisation sickness can 
cause problems. 
 

We recognise that our pay levels are perhaps lower than national averages and so we see flexible 
working as a benefit to the employee. On the other hand, given the diversity of activity, it is 
important that we can use the workforce in a flexible way. 
 

We have fixed and flexible rotas which cover all of our operational requirements. 
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The arrangements are very flexible and we work with our clients to ensure that client commitments 
are managed well.  Remote working from home is very popular with our employees which allows 
them to balance their home life with work as opposed to have to compromise either. 
 

Our operation requires flexibility from all staff and this is made clear in all contracts. 
 

Before a new flexible working arrangement is agreed to following an employee's request the 
company will see if it can be accommodated in operational business working requirements and 
needs.  
 

We discuss their requirements and our requirements and balance them out. 
 

Assessed and managed by department on an on-going basis with support from HR. 
 

Do you have any other comments regarding flexible working? 

Working Part-Time myself, I fully understand and support the need for us to be flexible in our 
working arrangements in order to continue to attract and retain quality candidates and employees.   
In ever changing markets, we also need our team to be flexible, this is a 2-way process, and this must 
be recognised at all times. 
 

This is something we are working on for the new FY. Agile working practices are part of our agenda. 
 

Will probably need to address further. 
 

We do support it. 
 

As a reactive business we need staff to be flexible and to offer flexibility back to them. 
 

Crucial to any forward thinking organisation that wants to encourage the most diverse workforce 
possible. 
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EMPLOYEE INCENTIVES 

Does your organisation offer employee benefits and incentives? 

 

 
 

What employee benefits and incentives do you currently provide?  Please select all that apply. 

 

 
 

Please provide further details: 

Paid events - such as summer and Christmas socials, offers through various sponsorships - such as 
Quad Cinema tickets as raffles prizes in charity events etc. Increasing holiday entitlement. 
 

Flexi holiday scheme available where employees may purchase or sell up to 5 days annual leave each 
year. EAP available to all employees and anyone living at the same address. 
 

Purchase of additional holiday scheme. Work Well scheme (Simply Health), Pension. 
 

Life Insurance & Employee Assistance Programme. 
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Wellbeing initiatives and support, company stakeholder pension plan above the legal minimum 
threshold, life assurance, income protection etc. 
 

Mini Health checks, free tea and coffee, Eye Care Vouchers, Flu Vaccines, Cycle to Work, Free Tea & 
Coffee, GCC, Family Fun Day, Pantomime, Smoking Cessations, Limelight Award, CARE Team Award, 
Loyalty Award, Refer a Friend, 
 

Generous pension scheme and sick pay provisions (including Income Protection), enhanced 
maternity and paternity leave schemes etc. 
 

Some benefits do not apply to all employees i.e. private healthcare. 
 

Free entry to events, partner discounts, pension scheme, opportunities for work experience in other 
departments, input into overall strategic direction. 
 

How are your employee offers and benefits managed within your organisation? 

Private Healthcare is offered for Key Personnel/Managers within the group and is run by the 
Financial Director. 
 

Human Resources 
 

All employees have the same offers and the bonus is based on company performance with everyone 
having same percentage bonus. 
 

KPI Management 
 

Performance related bonus is managed through our quarterly 'appraisal' process. Free parking is 
provided on site to all employees. 
 

HR Department manages all. 
 

Through the HR department 
 

Through HR & Payroll 
 

HR Manager implements and monitored via FR department or through payroll 
 

By HR. 
 

Offers and benefits are managed through our HR and Payroll team. We share ideas about future 
benefits with our Communication and Engagement Forum. 
 

Employee benefits are managed by our Compensation and Benefits Team who manage our suppliers 
and ensure our benefits package are externally competitive.  The implementation and 
communication of the benefits are then managed by the local HR team. 
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If the benefit is an optional individual benefit the employee will self select to participate. This is then 
administered by the company on the employee's behalf. If the benefit forms part of terms and 
conditions of employment, this will be managed centrally by the company to applicable employee 
groups. 
 

Centrally through HR and via line managers. 
 

Do you have any other comments regarding employee incentives? 

I would like to introduce the tax free cycle scheme and childcare vouchers in the future. 
 

Wish we had enough money but if we did we would increase wages rather than give benefits as we 
believe employees should have control. 
 

As before, looking to expand range on offer. 
 

Something which should be considered and reviewed annually and considered outside the confines 
of simply monetary benefits. Think what things will make a material difference to peoples lives. 
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EMPLOYMENT CHARTER 

Would your organisation be interested in supporting Derby City Council’s Employment Charter? 

 

 
 

 


