
or including flex benefits alongside a 
pension,” he says. “An employer doesn’t 
have to buy everything the platform can 
provide – you can mix and match as you 
want. Much of  the functionality comes 

with the cost of  the financial products, so 
would be no more expensive than buying 

into a pension scheme if  that was all the client 
required.” 

Jenkins also points out that, although additional 
savings vehicles such as ISAs may be offered in the workplace, not 
everything has to be employer-funded. He says: “Sometimes it might 
simply draw on the employer’s buying power – the rates on an equities 
ISA would arguably be better than individuals might get by themselves. 
But that doesn’t mean the employer has to contribute.” 

Once employees have been enrolled into the pensions and benefits 
system, retaining them becomes the next consideration. “Platforms are 
designed to make available a more engaging set of  financial products,” 
says Butler. “Keeping hold of  members is about making sure they see the 
value of  the product sets available.” ■

A crowded market?

The corporate platforms market is still very much under 
development. However, with the prize of future benefits 
provision in some of the country’s largest companies up for 
grabs, there is no shortage of providers keen to take a slice of 
the potential market. 

There are two main points of entry – insurers used to 
delivering ‘traditional’ DC pensions now adding further 
workplace benefits to their offerings, and flexible benefits 
providers adding pensions to existing systems. Both have 
their strengths: insurers should be well-versed in the 
technical complexities of pensions and will easily be able to 
add other financial products such as ISAs. However, flexible 
benefits providers will be used to integrating more fully with 
HR systems such as payroll. 

A third option is collaboration between flex providers 
and insurers offering contract-based pensions are already 
beginning to emerge, with Aviva working with benefits 
provider Staffcare on the company’s Rewards Tracker system 
which added a total rewards component to Aviva’s pension 
offering. 

Regardless of the starting point, there are several key 
factors that will determine who will succeed. “The winners will 
be the providers that get their systems working effectively,” 
says Simon Butler, policy and proposition manager at Friends 

Life. “Straight through processing needs to be 
fully implemented, without manual processes in 

the background.” 
David Harris, managing director of Tor 

Financial adds that identifying and dealing 
with performance bottlenecks will also be 
vital. “There has to be the system capacity 
– can it handle new entrants into the 
pension scheme? How will it handle opt-out 

rates? There also has to be the expertise and 
capacity to handle the connectivity with payroll 
systems.”

Expert View

The changing pension and 
retirement landscape means that 
employees have a number of 
options to consider. Employees 
save for many years to fund their 
retirement income but are often 
left without any guidance at the 
point of retirement – just when 
they need to make what may be 
the biggest fi nancial decision of 
their lives.

WEALTH at work recently 
conducted a survey* to determine 
the approaches and opinions of a 
range of UK companies in relation 
to retirement.

Only 23% believe that 
employees are aware of the 
various income options available 
to them at retirement. In many 
cases, the shift from defi ned 
benefi t to defi ned contribution 
pension provision has not been 
accompanied by an increase 
in employee support, leaving 
employees with little explanation 
of the income options available.

Over half (51%) stated that 
employees were not aware of 
the removal of requirement to 
buy an annuity, whilst only 13% 
believe employees will possess 
knowledge of the change. 

The expectation amongst 
67% is that the removal of the 
default retirement age will see a 
signifi cant number of employees 
choose to work longer. A more 
fl exible approach to retirement 
is likely, with many taking 
part of their pension benefi ts 
and continuing in part-time 
employment. Others may carry 
on working in order to enhance 
their retirement savings which 
is an inevitable outcome; given 
that the evidence suggests that 
many are not saving enough for 
their retirement. Indeed, only 
21% believe their employees are 
saving enough for retirement.

Changes to legislation mean 
that there is now far greater 

fl exibility in how and when 
retirement income is taken. Those 
individuals with pension savings 
outside of a defi ned benefi t 
pension scheme will need to be 
made aware of this, considering 
either annuity or drawdown 
pension options or a combination 
of the two. 

Overall , 60% believe there will 
be an increased requirement for 
specialist advice at retirement. 
This support will be essential 
if employees are to make 
appropriate decisions given 
the irreversible decisions of 
annuities and the complexity and 
risk associated with drawdown 
pensions. 

Employees need to rethink 
their retirement whether saving 
towards or taking an income to 
live in retirement. It is essential 
that employees receive fi nancial 
education and suitable guidance 
in the workplace to understand 
their choices, what can be 
achieved and consequently make 
informed decisions.

*Source: WEALTH at work – 
Rethink Retirement Survey 2011.

The need to rethink 
retirement
Advice and education is essential with the 
plethora of options open to employees at point 
of retirement, says Jonathan Watts-Lay
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WEALTH at work
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      Support will 
be essential if 
employees are to 
make appropriate 
decisions
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