
Agenda item approval 0 noting

From: Fiona Whittaker − Head of Business Organisational & People Solutions

Telephone: Heather Liddle, Employee Relations Manager Tel 01698 520629
Email: liddlehnorthlan.gov.uk

Executive Summary

In August 2017, the Enterprise and Housing Committee considered an initial report on
the proposed introduction of a Reward and Recognition (R&R) Framework and gave
approval to the commencement of work to develop such a framework based on an initial
recommendation of discounted gym membership, employee discounts, the development
of a health and wellbeing programme and exploration of a range of social activities.

This report details the outcome of this work, presents a proposed R&R Framework, and
outlines plans for ongoing development in the context of overall business plans and
Council ambition.

It is anticipated that the R&R Framework will strategically position the Council in line with
its' stated ambition of being an attractive, employer of choice. It will help to attract and
retain key talent and improve employee engagement. It also has the added benefit of
further supporting the council's ASPIRE philosophy and commitment to its employees.

Recommendations

It is recommended that the Committee:

1) Agree Xexec as the Council's recommended Employee Discount Scheme
provider of choice, and approves the negotiated discount rates with our preferred
Employee Discount Scheme provider.

2) Note the approach outlined to establish the NL Rewards and Recognition
programme, incorporating Work Well NL.

Supporting Documents

Appendix I Example of Employee Discount Website

North Lanarkshire Council Report



1. Background

1.1 When considering a Reward and Recognition framework for the Council, it is
essential that it is aligned to the Council's principles of ASPIRE, embeds a culture
of increased employee productivity, engagement and retention in the current
financial climate and continues to improve outcomes for the organisation. With
the Council continuing to face significant budgetary and resourcing challenges, it
is essential that employees are motivated to perform at maximum capacity,
achieve key targets and ensure front line service delivery. Ultimately, the
Council's business performance is directly related to the performance and ability
of the workforce.

1.2 This approach was reinforced through the results of the Investors in People audit
of Enterprise and Housing Resources and Health and Social Care in November
2017 which found that a more widespread and flexible approach to reward and
recognition would support the development of a culture of appreciation.

1.3 The new framework, NIL Rewards and Recognition, was developed by a
working group which consisted of HR professionals, communications experts and
managers who met on a number of occasions to discuss and review the Council's
current offering with a view to;

• Attracting talent by being an employer of choice
• Increasing employee retention
• Reducing employee turnover
• Improving morale
• Recognising employee contribution towards the councils growth, principles,

strategic priorities, ambitions and values
Increasing employee engagement, motivation and innovation.

1.4 On the 29 August 2017, a survey was sent out to all Council employees via online
and paper with a closing date of 15 September 2017. The main purpose of the
survey was to gauge employee's attitude towards NL Leisure with a view towards
a potential gym membership discount, and to consider employee's interest in an
Employee Discount Scheme.

1.5 1601 employees responded to the survey (response rate of 10.3%). Of the total
respondents, 60% (960) expressed an interest in joining NL Leisure if the Council
was able to secure a significantly discounted membership rate. The option of a
general employee discount scheme was a more popular option, with 91% of
respondents keen to see the Council establish an appropriate discount scheme.

1.6 This report sets out the development of these and other options, building on the
results received during the employee survey.

2. Report

NL Rewards and Recognition is a framework which seeks to engage employees
through a dual approach which seeks to offer practical and financial support to



staff by emphasising the benefits provided to employees of North Lanarkshire
Council. While reward is often more tangible, of equal importance in building
engagement is a clear approach to how employees are recognised. Employees
respond to appreciation expressed through recognition of their good work
because it confirms their work is valued by others. When employees and their
work are valued, their satisfaction and productivity rises, and they are motivated
to maintain or improve their good work.

This report sets out a range of valuable benefits and support planned for
employees to emphasise the value that is placed on them and form the basis of
the forthcoming Employee Engagement Strategy.

2.1 NIL Leisure Membership Discount

2.1.1 The Council engaged in discussions with NLL to consider the potential to offer
employees of the Council full membership to all of NL Leisure's facilities for a
discounted rate. Council employees currently pay £28.99 per month. Following
discussions, NLL made a final offer of £21.99 for full membership. Single site
membership (only applicable at Shotts Leisure Centre, Keir Hardie Sports Centre,
Ian Nicholson Sports Centre and John Smith Pool, Airdrie) was offered for a
further reduced rate of £17.99 per month.

2.1.2 This compares with ther local gyms offering membership from £8.99−1 7.99 per
month. In the medium−term it was assumed that the loss of income for NLL would
be offset by anticipated increases in overall membership, ensuring that the
scheme would be revenue neutral for NLL. However, to offset the loss of income
over the first three years of the programme, NLL proposed a three year contract
agreement for the Council to provide 'bridging finance' of £184,400 on anon−recurring

basis.

2.1.3 The figure of £184,400 was based on a 25% increase in employees from North
Lanarkshire Council joining NLL and sustaining their membership. If less than
25% of employees join or if they join and then choose to leave within three years,
the amount payable by North Lanarkshire Council would increase. With research
from the Fitness Industry Association showing 22% of new members will leave
within the first 24 weeks of membership and a further 20% by the end of the first
12 months, it should reasonably be expected that North Lanarkshire Council will
be liable for additional finance to bridge the shortfall.

2.1.4 Taking all factors into account, including the uncertainty over future financial
liability, it is not recommended that the Council proceeds with this particular
option. An alternative approach to promoting health is outlined within this report,
including an option to continue to work with NLL through the Active Health
Programme.

3.1 Employee Discount Scheme

3.1.1 Currently the Council has a small amount of corporate discounts that employees
can access, however these are not well known or promoted. Furthermore, there
is not a consistent or coordinated approach to the maintenance of these



discounts. Any in−house approach would have significant time, quality and cost
pressures.

3.1.2 As an alternative, a procurement exercise was undertaken to find a provider to
manage a flexible and tailored discount scheme on behalf of the Council.

3.1.3 Three companies were invited to participate in the tender process, with the
decision based on a number of factors, including price, quality, ability to
incorporate local businesses, technical capability and ease of use.

3.1.4 Further consideration was given towards employees being able to access the
discount portal easily (inside and outside of work) and take advantage of leading
purchasing technology (apps, e−vouchers, etc). The group also considered the
ability to create a bespoke portal (including branding, news, colours, log−in page,
images), include local retailers/suppliers, an on−site launch/marketing campaign
(including posters, banners, emails, FAQs), employee telephone and email
helpdesk, review meetings with suppliers, Management Information reports and
ease of doing changes to branding throughout the lifetime.

3.1.5 From the comparison of features on offer from the three available providers, the
working group concluded that Xexec demonstrated a wider variety of benefits
available to employees and represented the best option for employees. Xexec
currently work with a range of large employers including Department for Work
and Pensions, Prudential, EE and HMRC.

3.1.6 The rewards scheme will provide over 3000 online and instore deals with a range
of benefits for employees including deals with:

• Tesco
• M&S
• Sainsburys
• Morrisons
• Vue
• Cineworld
• Debenhams
• House of Fraser
• Offers on flights
• Local companies will also be engaged in the programme as a means

offering reward on a day to day basis, and promoting local businesses.

3.1.7 This service will be provided at a flat rate cost to the Council of £1 for every
employee who signs up for the scheme. An initial 10,000 licenses will be acquired
for employees in the first instance. The total contract will be for a one year period
with an option to extend for a second year. The number of licenses can be
increased over the year should demand exceed our projection. This would be at
a cost of £1 for every additional employee license. It should be noted that in the
event that there are less than 10,000 licenses taken up by employees during the
year, the Council would still be liable to pay £10,000. Should the Council choose
to extend usage beyond one year, the cost will continue to be £10,000 per
annum, with no additional costs anticipated.

3.1.8 Xexec will work with North Lanarkshire Council to develop a bespoke and
branded online portal to provide details of all offers available. An example of the
website which could be developed in attached at Appendix 1.



4.1 Other Employee Benefits

4.1.2 In addition to the discounted rewards available through our new contract with
Xexec, the Council has established salary sacrifice schemes.

(i) Cycle to Work

Since its introduction in 2017, approximately 75 employees have signed up to the
Cycle to Work scheme, operated through Halfords. The scheme allows
employees to spend up to £1000 on bikes and equipment, tax−free, making a
claimed saving of up to 42 per cent on the overall value. Fully operated by
Halfords, further promotion of the programme will take place when the purchase
window for cycles opens again in May 2018.

(ii) Childcare Vouchers/Tax Free Childcare

Around 600 employees currently receive childcare vouchers through the
Council's approved scheme in association with Edenred or participate in the
Government's Tax Free Childcare scheme. Such schemes are particularly
valuable to working parents and, where both parents are able to participate, can
save families up to £1800 per year in tax and national insurance contributions.

(iii) Shared Cost Additional Voluntary Contributions (SCAVC)

Many employees currently choose to add to their pension pots through the
payment of Additional Voluntary Contributions (AVC) administered through direct
payment to the Prudential. The Council is currently exploring an alternative
option through the provision of Shared Cost Additional Voluntary Contributions
(SCAVC). SCAVCs provide an opportunity for NLC employees who are
members of Strathclyde Pension Fund to pay additional contributions in order to
increase their pension benefits at retirement. SCAVCs are an efficient means of
doing so because employees will pay less tax and national insurance.

(iv) Car Benefit Scheme

The car benefit scheme is an additional salary sacrifice scheme which will be put
in place within the coming months. Eligible employees will benefit from the
savings on tax and national insurance with a fixed monthly amount coming out of
their salary. The cost will depend on the make/model of car chosen but will allow
an employee to drive away a brand new, all−inclusive car complete with
insurance, road tax, replacement tyres, servicing, MOT and breakdown
assistance.

(v) Microsoft Home Use Programme (HUP)

The Microsoft Home Use Programme (HUP) is one of the many benefits of our
subscription agreements providing individual employees with the latest edition of
Microsoft Office Professional Plus, currently Office 2013. This benefit comes at a
hugely discounted price, currently £9.95 for each users home PC or laptop as a
download. When employees can use the same (or similar) up−to−date Microsoft
Office software at home as they do in the office, it can only help boost productivity,
skills and enhance the job experience, helping maximise the return on the
council's software investment.



4.1.3 A NL Rewards and Recognition website will be developed on the Connect site to
provide details of all deals/discounts/offers available. Posters and leaflets will be
provided to raise awareness.

5.1 Health and Wellbeing − Work Well NIL

5.1 .1 The report to Enterprise and Housing Committee in August 2017 noted thewell−established
health and wellbeing initiatives in some areas of the Council. Most

notably, the EASi programme introduced in the former Housing & Social Work
Services in 2008. This programme sought to improve the quality of working life
for all employees within the Service as well as reducing absence statistics and
providing employees with information on maintaining their health and wellbeing.

5.1.2 However, it was noted that this support programme was only available to
approximately 29% of all employees. A commitment was made to develop a
Council wide programme which would reach all employees, in all locations.

5.1.3 Following the establishment of a working group comprising HR, managers and
trade union representatives, the Work Well NL programme was developed. A
staff survey (online and face to face) was undertaken to ask employees what they
would like to see in the new programme. As a result of the 2000 responses
received, Work Well NL will offer support in the following areas:

(i) Health Checks

One of the key benefits offered by the EASi programme was access to health
checks − blood pressure, weight, cholesterol etc through a partnership with NHS
Lanarkshire. The option to access health checks was the most popular option
identified by employees, and a timetable is under development to ensure the
wellbeing nurse visits locations across all Services from mid−April 2018. The
long−term capacity of NHS Lanarkshire to deliver this programme is currently
under discussion with alternative options to provide the service through the
Council's occupational health provider being considered.

(ii) Podiatry Services

There was a clear distinction between the preferred responses from employees
in different job roles, with many front−line service providers interested in
accessing podiatry support. As a way of engaging with local businesses, the
Council has been approached by three podiatry businesses across North
Lanarkshire who would be interested in supporting employees. The Council is
currently engaging with Services to consider suitable venues/locations.

(iii) Seasonal Flu Vaccinations

Linked to the Council's approach to managing sickness absence, seasonal flu
vaccinations have been offered to employees for around 10 years through the
delivery of the occupational health programme. The cost associated with the
Council's existing delivery model is prohibitive, with vaccinations carried out on
site by an occupational health nurse across a range of locations. In recent years,
most organisations have moved towards a model of providing employees with a
voucher to take to a local chemist or supermarket, where vaccinations can be
provided a time which suits them. The cost (and labour) savings associated with



moving to this approach are significant. For example, for the 2070 vaccines
provided during October and November 2017 the cost to the Council was
£44,891. An equivalent voucher scheme would have cost £13,455 − a saving of
£31,436. This money could be used by Services to pay for podiatry/additional
physiotherapy as outlined in this report.

(iv) Increased Access to Physiotherapy

Access to physiotherapy through the occupational health contract varies across
Services. A large majority of employees who responded to the survey were
positive about the quality of the physiotherapy service but expressed a view that
it could be easier to access. Through our existing relationship with Ace
Physiotherapy, the Council is exploring alternative options including self−referral
options, tool box talks for employees and improved access to information on
posture, back care and exercise.

(v) Active Health Programme

Although the Council was unable to secure an attractive discount for employees
on monthly membership with NLL, the Active Health Programme offers an
opportunity to allow employees to start exercising and start improving their health.
Anyone attending an appointment with the wellbeing nurse and who is identified
as someone who would benefit from being more physically active can be referred
to the Active Health programme. Employee Relations Advisors working with
managers to support absence or ill health cases will also be able to refer
employees to the Active Health Programme. Employees will get 8 weeks free
and unlimited use of NL gyms, swimming pools and fitness classes. If at the start
of the 8 week programme an employee signs up to an additional three months
membership, they will be given full membership benefits for the cost of £10 per
month.

(vi) NL Back Care Programme

Council employees can now benefit from a new Back Care programme offered
by NLL. This is a free programme offered on−site to groups of employees which
will incorporate both exercises and information on back care management.

(vii) Work Well NL App

Currently under development with colleagues in Education, Youth and
Communities, the Work Well NL app will be available for free download to
smartphones. The app will combine information on health and wellbeing with
details of support available or any discounted services which are on offer to NLC
employees.

6. Wider Engagement

6.1 The development of NL Rewards and Recognition and Work Well NIL are
fundamentally about how we support employee engagement. Employee
engagement is a workplace approach which seeks to have a positive influence
how people think, act and behave at work. Engaged staff are committed and act
as ambassadors for the Council, supporting our ambition to remain an employer
of choice. Evidence shows that higher levels of engagement in an organisation



contribute to better performance, quality of service and increased employee
wellbeing. We want our engaged employees to not only choose to work for North
Lanarkshire Council but to recommend us as an employer to others.

6.2 Being an employer of choice will also mean how we listen to our employees and
support their development. The development of an integrated learning and
development curriculum, Learning Academy portal and launch of the graduate
apprenticeship programmes are important factors in how the Council supports its
employees to learn. Of equal importance is the recognition that the Council
demonstrates when employees achieve. Some Services are already very good
at holding "celebration of learning events" − these should be actively encouraged.

6.3 Finally, employees must be able to express their views. We will continue to build
on methods of available for employees to become involved and will include the
re−launch of the suggestion scheme and introduction of short, sharp pulse
surveys. The Council's formal engagement mechanisms with stakeholders will
continue to be maintained and improved. Engagement activities around large
corporate themes such as change and transformation, as well as day to day
service delivery and improvement will continue. To ensure the Council's
approach is as inclusive as possible, engagement with the Employee Equality
Forum is underway to make certain that all employees are able to access the
opportunities available under NL Rewards and Recognition.

7. What Next?

7.1 It is recognised that there are many options to explore further rewards or means
of recognising employees in order to directly support the attraction of the highest
calibre staff, motivate staff to achieve success, and support the development of
a pipeline of talent to meet future challenges.

7.2 NL Rewards and Recognition (incorporating Work Well NQ will continue to be
developed to incorporate new opportunities and initiatives. Alongside current
work to review and develop the Council's employment policies, exploration of
ideas such as help to buy properties in North Lanarkshire will be considered as
a means to attract the skills the Council needs to the local authority and the area.

7.3 Interest in the development of social activities has been gauged with employees
expressing a wish to be involved in a range of activities including walking groups,
paintballing and staff quiz nights. This will be further developed in the coming
months.

8. Implications

Financial Impact

Financial impacts are outlined in the report. Specifically:

• The cost of £10,000 to support introduction of the Xexec programme is the
most significant initial cost.

• Costs associated with health and wellbeing checks will be funded initially from
budgets held within the Occupational Safety & Wellbeing team.



• It is anticipated that the cost of podiatry and increased physiotherapy will be
paid by Services, and off−set the anticipated saving from the new delivery
model for seasonal flu vaccinations.

HR/Policy/Legislative Impact

There is no HR/Policy/Legislative impact.

Environmental Impact

The Car Benefit Scheme will offer a range of buying options including those
vehicles which will help to reduce CO2 emissions.

Risk Impact

There is a risk to the Council in not establishing a clear strategy to support
employee reward and recognition. As outlined above, the recent lIP audit (soon
to be extended across the Council) highlighted the importance of doing so in order
to avoid an adverse effect on employee engagement, employee morale and
potentially employee innovation − all crucial to the Council's continued success
and ability to meet its key priorities and future ambitions.

9. Measures of success

9.1 Engaged and empowered employees delivering the Council's corporate priorities
and involved in identifying areas for improving service delivery.

Head of Business Organisational & People Solutions
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