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Global reach, local
expertise

Welcome to Robert Walters

Robert Walters is a specialist professional recruitment
consultancy. Established in 1985, with offices in 29 countries,

our truly global network enables us to meet the demands
of clients and candidates whose needs extend beyond local
markets, whilst our strong local foundations provide us with =
unique insights into local industry and culture. %
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Who is Robert Walters?

Robert Walters is the world’s most trusted talent solutions business, providing services that
deliver the talent solutions and advice businesses need to reach their goals. Our recruitment
business has been connecting top employers with high-quality professionals for more than
40 years, focusing on mid to senior level appointments, as well as executive and interim
management solutions. Hiring managers worldwide rely on us to find their best specialist
professionals and our clients range from the largest corporates globally through to SMEs
and start-ups.

We recruit people for permanent, contract and interim roles across the world.
Robert Walters recruit across:

* Accounting & Finance

* Financial Services

+ Technology & Transformation

* Legal

+ Risk, Compliance & Financial Crime

+ Supply Chain, Procurement & Logistics
* Manufacturing & Engineering

* Marketing

+ Sales & Commercial

* HR

Business Support

Financial security & Flexibility, autonomy
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About the Employee

Benefits Guide

Welcome to the 3rd edition of the
Robert Walters Employee Benefits
Guide

Designed to complement the

Robert Walters Salary Survey, this
guide expands the benchmarking
conversation beyond salary. It provides
insight into the employee benefits
professionals receive, the benefits they
value most, and the role benefits play
in creating a competitive employee
offering.

For a comprehensive overview of basic
salaries and contract rates, exclusive of
benefits/bonuses, access a copy of our

latest Salary Survey: UK | Ireland

Financial security & Flexibility, autonomy

Key findings overall compensation & work-life balance

Methodology

To investigate the current state of employee
benefits, Robert Walters conducted an anonymous
survey in 2026 of over 3,100 professionals in the
UK and Ireland.

Professionals were asked about the employee
benefits they receive (or are eligible to receive)
from their current employer, the benefits they
consider most valuable across different categories,
and opinion questions relating to benefits.

Unattributed quotes presented throughout the
guide are taken from anonymous responses to
open-ended survey questions.

Health, wellbeing & insurance Managing life outside of work Personalisation & relevance

Benefits received
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Get in touch

If you would like to find out more about benefits
trends in your industry, get in touch with one of our
specialist recruitment consultants today. Contact
details for your local Robert Walters office can be

found at the back of this guide.

Recommendations | Bespoke reporting Contact us 45 )
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How to use the guide

Key findings pages

The key findings presented in the guide are organised around
five core themes that reflect factors professionals consider when
assessing the value of their employee benefits package:

Key findings

Financial security and overall compensation
How benefits support long-term financial security
and contribute to an employee’s total reward.

Flexibility, autonomy and work-life balance

How working arrangements, flexibility and time away
from work support balance between professional
and personal responsibilities.

Health, wellbeing and insurance
How benefits support employees’ physical, mental
and financial protection.

Managing life outside of work

How family, parental and caring benefits support
employees through different responsibilities and life
events.

Personalisation and relevance
How well benefits reflect employees’ individual
circumstances, lifestyles and priorities.

Financial security & Flexibility, autonomy
overall compensation & work-life balance

Health, wellbeing & insurance Managing life outside of work

Benefits received

To explore the exact benefits respondents
received (or were eligible to receive),
readers can navigate to relevant benefits
received tables throughout the key findings
section. The benefits received tables
provide a detailed breakdown of the
percentage of overall respondents who
received (or were eligible to receive) specific
benefits. Organised by benefit type, the
tables are split by company size (Small-
Medium sized (1-250 employees), and
Large-Enterprise sized (251+ employees),
provide the overall percentage of
respondents who received each benefit,
which is then segmented by seniority level.

Recommendations

The final section of the guide translates

the survey findings into practical
recommendations for employers. These
recommendations highlight opportunities to
strengthen attraction, retention, employee
satisfaction and the overall effectiveness of
employee benefits strategies.

Personalisation & relevance Benefits received Recommendations

Employee Benefits Guide

Bespoke reporting | Contact us 4 6 )
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Contents

Introduction

Employee benefits received

Recommendations

Key findings

How core benefits are valued
The state of employee benefits packages

Financial security and overall compensation
Wealth-building benefits

Income protection benefits

Bonus schemes

Flexibility, autonomy and work-life balance
Hybrid working

Flexible working benefits

Commuting habits and office attendance
Travel/transport benefits

Annual leave

Paid leave

Health, wellbeing and insurance

Health insurance/cover

Preventative and everyday health benefits
Lifestyle and physical wellbeing benefits

Mental health and emotional wellbeing benefits

Insurance

Managing life outside of work
Parental leave

Parental support benefits
Family/household support benefits
Caring leave/support

Personalisation and relevance

Financial security &

Key findings overall compensation

Flexibility, autonomy
& work-life balance

Financial security and overall compensation
Wealth-building benefits

Employer pension contributions

Cash benefits

Bonus amounts received

Insurance and financial protection

Flexibility, autonomy and work-life balance
Days expected in the office

Flexible working benefits

Transport and travel benefits

Annual leave allowance

Paid leave

Health, wellbeing and insurance
Healthcare cover/insurance
Preventative and everyday health benefits

Mental health and emotional wellbeing benefits

Lifestyle and physical wellbeing benefits

Managing life outside of work

Parental leave

Parental support benefits

Family planning benefits

Benefits for other caring responsibilities

Health, wellbeing & insurance

Supporting financial wellbeing and security

Supporting work-life balance through flexibility
and time away from work

Supporting employee health and wellbeing

Supporting employees beyond work through
family and caring benefits

Bespoke salary and benefits reporting

Contact us

Managing life outside of work

Personalisation & relevance Benefits received | Recommendations | Bespoke reporting

Contact us

47 )



Robert— , :
Employee Benefits Guide
—Walters Y

“Certain workplace benefits are almost universally valued, such as hybrid working, Top 3 reasons to focus on your

bonuses, and pension contributions. Others become more important during specific benefits oﬁering

life stages, like parental or carers’ leave. The exact benefits professionals prioritise

vary and shift, but they symbolise an essential element of overall employment

packages. The opportunity for employers is to understand these motivations and

leverage their offerings to recruit, develop, and retain the talent they need. Ensure benefits remain

That importance is reflected in our findings, with 85% of professionals now agreeing relevant and competitive
that benefits play an important role in their loyalty to an employer. This year's
research has also uncovered a significant shift towards professionals prioritising
benefits that help them build financial security. Employer pension contributions Improye employee
emerged as the most highly valued benefit, while professionals now rank long-term y experience dcross all
financial security (65%) almost as highly as work-life balance (67%). career stages

However, offering the right benefits is only half the equation. The other half is

Managing Director Drive better workforce

UK & Ireland solved through promoting clear communication, reliability, and accessibility within . .
packages. In fact, some of the biggest issues identified by professionals stem 3 attraction, retention and
Robert Walters from inconsistency or a lack of clarity. Only 55% of professionals agree that their engagement

company’s flexible working policy is applied consistently, while 51% of those who
received no bonus reported finding the bonus criteria unclear.

When it comes to benefits, relevance matters more than volume. Employees don’t
necessarily want countless options to choose from. They want benefits that reflect
their priorities, are easy to access, and provide both value in their daily lives and for
their long-term financial wellbeing.”

Financial security & Flexibility, autonomy
overall compensation & work-life balance

Health, wellbeing & insurance Managing life outside of work Personalisation & relevance Benefits received Recommendations Bespoke reporting Contact us 4 8 )
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Financial security & Flexibility, autonomy
overall compensation & work-life balance
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How core benefits are valuved

Respondents were asked to rank core employee benefits by level of importance

Employer pension contribution

19%

5%

2%

Employee Benefits Guide

2%

Hybrid/flexible working

Annual leave allowance

Health cover/insurance

Bonus scheme

Wellbeing & lifestyle perks

Family benefits (e.g. maternity/child-care)

O]
Q)

==

83%

said pension conftributions
strongly influence their
loyalty to an employer

Key findings

Financial security &

overall compensation

Only 55%

think their company’s
flexible working policy is
applied consistently

Flexibility, autonomy
& work-life balance

S

N

39%

56%

55%

24%

26%

cite heavy workloads &
tight deadlines as top
barriers to taking annual

leave

Health, wellbeing & insurance

Managing life outside of work

25%

27%

28%

18%

46%

said health/wellbeing
benefits strongly influence
their loyalty to an
employer

g__;é

51%

6%

8%

12%

9%

28%

20%

who did not receive any
bonus in the last year
found their bonus criteria

unclear

Personalisation & relevance

Benefits received

3%

2%

4%

3%

10%

10%

35%

cite the impact on their
health/wellbeing as what
mattered most to them in
a benefits package

Recommendations

Bespoke reporting

4%

2%

4%

5%

9%

27%

18%

cited ‘level of support for
my family or dependants’
as what mattered most to
them in a benefits package

Contact us

410 )



The state of employee
benefits packages

Satisfaction with overall benefits
package

Are professionals satisfied with their current
benefits package?

Very satisfied 14%

Satisfied 45%

Neutral 25%

Dissatisfied 13%

Very dissatisfied 3%

Financial security & Flexibility, autonomy

Key findings overall compensation & work-life balance

The impact of benefits on loyalty

“Benefits are an extremely important factor
in my loyalty to a company”

Strongly agree 41%

447,

Neutral n%

Disagree 2%

Strongly disagree 1%

Health, wellbeing & insurance Managing life outside of work Personalisation & relevance

Employee Benefits Guide

What factors do professionals consider
when evaluating their benefits package?

When asked which factors professionals consider most important
with their benefits package, the majority chose these 3 factors:

=1
S 53 L

Impact on my Impact on my long-
work-life balance term financial security

Impact on my total
compensation

Key considerations cited

Impact on my work-life balance

Impact on my long-term financial security

Impact on my total compensation

Impact on my health and wellbeing

Relevance to my lifestyle

Level of support for my family or dependants

Benefits received Recommendations Bespoke reporting Contact us 41 )
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Financial security
and overall
compensation

The following section covers key findings for these
employee benefits:

+ Employer pension schemes and contributions
Wealth-building benefits

* Income protection benefits

* Bonus schemes

See a breakdown of the benefits received
across these categories (split by seniority
and company size) and recommendations for
supporting financial wellbeing and security
through benefits.

Financial security & Flexibility, autonomy

Key findings overall compensation & work-life balance

Health, wellbeing & insurance Managing life outside of work Personalisation & relevance Benefits received Recommendations Bespoke reporting Contact us 412 )0
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Financial security and overall compensation

Pensions, wealth-building and Employer pension contribution Access to wealth-building and income
income protection benefits structures protection benefits
Most common pension contribution arrangements Top wealth-building benefits received
Access to employer penSion oo Employer contributes fixed percentage of S ErsEak @ 18%
contributions 46% employee’s annual salary .
(Unrelated to personal contributions)
Employer supported savings schemes %
Pension contributions 31 Employer contributes same percentage as employee
As % of annual salary (contributed by employer) y (Matching 1:1, up to a set limit)
Long-term incentive plans [0)/4
Less than 3% 5% Employer contributes more than employee
15% contribution
(E.g. enhanced or stepped)
3% to 4.9% Income protection benefits
5% 10 6.9% Income protection insurance 27%

@ Age group variation
7% 10 9.9% Critical illness insurance 22%

50 - 59 year olds

8x more likely to receive employer pension
contributions above 10% as those aged 18-28 (22.7%
vs 2.7%).

Don’t know

Financial security & Flexibility, autonomy

Key findings overall compensation & work-life balance

Health, wellbeing & insurance Managing life outside of work Personalisation & relevance Benefits received Recommendations Bespoke reporting Contact us 413 0



Robert—
—Walters

Financial security and overall compensation

Pensions, wealth-building and
income protection benefits

Importance of employer pension
schemes

1234567.910

Average importance rating of employer pension
contributions

1%

°

said employer pension contributions are an important
benefit.

Financial security & Flexibility, autonomy

Key findings overall compensation & work-life balance

Impact of employer pension contributions
and wealth-building benefits

Loyalty

83%

o

said pension contributions strongly influence their loyalty to an
employer.

Security

70%

o

said pension contributions make them feel more secure about
their financial future.

% satisfied with their overall benefits package by
employer pension contribution received
Contribution by employer as % of annual salary

Health, wellbeing & insurance Managing life outside of work Personalisation & relevance

Employee Benefits Guide

Do employer pension schemes make
employees feel financially secure?

Up to 3%

3.1-5.9%

6-7.9%

8-9.9%

10% or more

@ Age group variation

40 - 59 year olds

age group most likely to agree that pension is tied
to their loyalty to an employer (86%).

Benefits received Recommendations Bespoke reporting Contact us
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Financial security and overall compensation Bonus tra nsparency Bonus percepﬁons
Bonuses

Clarity Bonus satisfaction

Are bonus criteria clear enough?
Access to bonuses

Ve dlzer 36% were happy with the bonus they received in the past year.
71 0/° had a bonus scheme
Somewhat clear 42%
20% had an ad hoc/discretionary bonus
Unclear 15%
. - Year-on-year changes
. . . Vi I A
Size of bonus received in the last year sty Eneiedr £ @
As % of annual salary (only those eligible for bonus)
° (]
35% increase
Didn’t receive one 15% in number of respondents who were happy with
PredleObl""'Y the bonus they received, (between the 2025 and
“My bonus is a predictable and reliable part of my 2026 survey).
overall compensation package”
Strongly agree 9%
Agree 33%
11-20% . - . o
Neutral 26% said bonus criteria was either unclear or very unclear (23%).
21-30% Disagree yyyA
Strongly disagree Nn%
More than 50%
Key findings Financial securify & Flexibility, autonomy Health, wellbeing & insurance Managing life outside of work Personalisation & relevance Benefits received Recommendations Bespoke reporting Contact us 415 )
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Financial security and overall compensation

Bonuses

()
61%
said the impact on their total compensation is a key
consideration in their benefits package.

Importance of bonus schemes

1 2 3 4 5 6 7 (81 9 10

Average importance rating of bonus schemes

said bonus schemes are an important benefit.

Financial security & Flexibility, autonomy

Key findings overall compensation & work-life balance

What influences bonus satisfaction?

Clarity

of those who were very satisfied with their bonus said their

scheme was very clear, compared to 19% who were unsatisfied.

Predictability & reliability

of those who were very satisfied with their bonus said their
bonus was a predictable & reliable part of their package,
compared to 19% who were unsatisfied.

Health, wellbeing & insurance Managing life outside of work Personalisation & relevance

Employee Benefits Guide

Impact of bonus schemes

Loyalty

said competitive bonus schemes strongly influences loyalty to
their employer.

Overall benefits satisfaction

more likely to be dissatisfied with overall benefits package, if
they were unhappy with the bonus they received in the past
year (31% vs. 7%).

@ Age group variation

40 - 49 year olds

age group most likely to rank bonuses as 10/10
importance.

Benefits received Recommendations Bespoke reporting Contact us 416 )
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Flexibility,
avtonomy and
work-life balance

The following section covers key findings across
these areas:

Hybrid working

Flexible working benefits

Commuting habits & office attendance
Travel/transport benefits

Annual leave

Paid leave

See a breakdown of the benefits received
across these categories (split by seniority
and company size) and recommendations
for supporting work-life balance through
flexibility and time away from work.

Financial security & Flexibility, autonomy

. . Health, wellbeing & insurance Managing life outside of work Personalisation & relevance Benefits received Recommendations Bespoke reporting Contact us 417 p
overall compensation & work-life balance
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Flexibility, autonomy and work-life balance

Hybrid and flexible working
benefits

Hybrid working arrangements

3 days a week

The most common office attendance expectation
among full-time professionals.

15%

had no flexible working benefits.

Access to flexibility

How much flexibility do professionals have to choose
their in-office days?

43% 33% 247,

Full flexibility to Some flexibility, with No flexibility, in-
choose which days certain guidelines or office days are fixed
core days

Top flexible working benefits received

Employee Benefits Guide

Hybrid and flexible working experience

Satisfaction with current hybrid & flexible working
arrangement

Very satisfied 39%
Satisfied K {0)/4
Neutral 15%
Dissatisfied 1%

Very dissatisfied 5%

@ Year-on-year changes
Flexible start/finish times 53% Consistency and fairness of application
)
(-} -NOC TIeXIDIITY o

247 Ad-hoc flexdbili 49% | | R |

said the number of days they were expected in the agreed that hybrid & flexible working policies were applied
office increased in the past year. Working|from abroad allowance 21% consistently and fairly in their workplace.

Key findings Financial securify & Flexibility, autonomy Health, wellbeing & insurance Managing life outside of work Personalisation & relevance Benefits received Recommendations Bespoke reporting Contact us 418 p
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Flexibility, autonomy and work-life balance

Hybrid and flexible working
benefits

67%

o

said work-life balance is what they consider most
important in a benefits package.

Importance of hybrid and flexible
working benefits

1 2 3 4 5 6 7 87 9 10

Average importance rating of hybrid & flexible working

considered hybrid & flexible working to be highly important.

Financial security &
overall compensation

Flexibility, autonomy

Key findings & work-life balance

What influences satisfaction with hybrid
and flexible working arrangements?

Number of days expected in the office

the ‘sweet spot’ for office attendance - where dissatisfaction
drops to only 15% (from 43% for 4 days a week).

Choice on which daysto goiin

of those with full choice over their office days were satisfied,
compared to 45% for those with fixed in office days.

Access to flexible working benefits
Flexible working benefits linked to highest satisfaction

83% Compressed hours
v (e.g. working full-time hours over fewer days)

81% Alternative working hours

v (agreed working pattern that differs from the majority)
75,/° Working from abroad allowance

(-]

(e.g. for a set number of days per year)

Health, wellbeing & insurance Managing life outside of work Personalisation & relevance

Employee Benefits Guide

Impact of hybrid and flexible working
benefits

How would reducing flexibility/increasing in-office
attendance impact retention?

| would actively look for a new role 38%
| would be more open to opportunities 36%
It wouldn't be a deciding factor 20%
Not sure 5%

@ Gender variation

o
427%
of female respondents said they would actively look for a

new role if their flexibility was reduced, compared to 34%
of male respondents.

o
12%
of female respondents rated hybrid & flexible working as
10/10 importance, compared to 49% of male respondents.

Benefits received Recommendations Bespoke reporting Contact us 419 )
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Flexibility, autonomy and work-life balance
Hybrid and flexible working benefits

Expectations and satisfaction by number of days expected in the office®

Satisfaction with current hybrid & flexible working arrangement

Days expected in the office % who are expected to atend* Satisfied Dissatisfied

12% 35% 39%

5 days a week

4 days a week 1% 35% 43%

2 days a week e _ o%

1day a week 0oz _ e

*Full-time permanent employees only.

Key findings Financial security & Flexibility, autonomy Health, wellbeing & insurance Managing life outside of work Personalisation & relevance Benefits received Recommendations Bespoke reporting Contact us 420)p
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Flexibility, autonomy and work-life balance Encouraging office attendance Access to travel and transport benefits
Commuting habits and office
aHendance Most cited factors that would increase office Top travel & transport benefits received
attendance
Cycle to work scheme 54%
Typical commuting methods 36% Shorter commute time Car leasing or season ticket loans 36%
Car/motorbike Company car or car allowance 18%
° Lower commute cost or financial support for
Train 27% commuting
Tram/tube o
° Clearer purpose for in-office days had no access to travel or transport benefits.
Bus 26% .
(e.g. collaboration rather than presence)
Walk
2'|°/° Better perks
Cycle/scooter ° (e.g. free breakfast, on-site gym) had access to commuting cost support/subsidies.
Typical commute times (one way) 17% More flexibility around start and finish times
Up to 30 minutes @ Year-on-year changes

31-45 minutes

()
46-60 minutes 47/°

said their commuting costs increased in the past year.

said nothing would increase their office attendance.

More than 61 minutes

Financial security & Flexibility, autonomy

Key findings overall compensation & work-life balance

Health, wellbeing & insurance Managing life outside of work Personalisation & relevance Benefits received Recommendations Bespoke reporting Contact us 421 )
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Flexibility, autonomy and work-life balance

Annual leave and other paid

leave Annual leave taken Access to other types of paid leave
Access to annual leave By those with a set allowance Top other types of paid leave received
:izr\:eeavemen’r/compassmno’re 68%
25 days of allowance taken on average.
The most common annual leave allowance among o .
full-time professionals. By those with unlimited leave allowance Enhanced paid sick leave 2
Volunteering leave 37%
taken on average.
Annual leave allowance
Full time employees with set allowance, excluding bank holidays
Training/development leave 28%
24 days or less oo
4 Ability to take annual leave
Carer leave (e.g. caring for 249,
25 - 26 days elderly/disabled relatives) °
said they faced no issues taking annual
27 - 28 days leave.
29 - 30 days
31days or more . C .
said they didn’t take their full allowance out of personal
preference.
)
2%
had unlimited annual leave allowance.
Key findings oSZrccjan]IiglmsZZﬂZiin Fge\;(/ifri:im:lé’r;r;i?ey Health, wellbeing & insurance Managing life outside of work Personalisation & relevance Benefits received Recommendations Bespoke reporting Contact us 422 )p
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Flexibility, autonomy and work-life balance Barriers to taking annual leave Impact of annual leave and other paid leave
Annual leave and other paid N
: : : Overall benefits satisfaction
leave Most cited barriers to taking annual leave
Satisfaction with overall benefits by annual leave
Impori'qnce of annual leave 39% Heavy workloads or tight deadlines allowance received
Up to 25 days 43%

1 2 3 A 5 6 7 8.7 9 10
23% Lack of cover/short staffed

25 days (average) 58%
Average importance rating of annual leave
More than 25 days 63%
20% Worried about falling behind on projects
Unlimited 7%

657%
(]
considered annual leave allowance to be a highly

important benefit.
Paid leave types associated with the highest benefits

, satisfaction
@ Gender variation
Fertility leave 75%
()
75/0 Carer leave 75%
of female respondents ranked annual leave as highly
important, compared to 54% of male respondents. Sabbatical leave 72%
Volunteering leave 697%
Training/development leave 69%

Financial security & Flexibility, autonomy

Key findings overall compensation & work-life balance
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Health, wellbeing
and insurance

The following section covers key findings for these
employee benefits:

Health insurance/cover
Preventative & everyday health benefits

Lifestyle & physical wellbeing benefits

Mental health & emotional wellbeing benefits
* Insurance

See a breakdown of the benefits received
across these categories (split by seniority
and company size) and recommendations for
supporting employee health and wellbeing
through benefits.

Financial security & Flexibility, autonomy

Key findings overall compensation & work-life balance

Health, wellbeing & insurance Managing life outside of work Personalisation & relevance Benefits received Recommendations Bespoke reporting Contact us
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Health, wellbeing and
Insurance

Access to health insurance/cover

647

°

had access to private medical insurance paid by
their employer.

19%

had access to a health cash plan via their employer.

Access to health, lifestyle and physical
wellbeing benefits

Top preventative & everyday health benefits

40% 29% 23%

Healthcare vouchers Health screening or Dental cover or
medical check-ups support

Employee Benefits Guide

Access to mental health and emotional
wellbeing benefits

Top mental health & emotional wellbeing benefits

Employee Assistance Programme 66%
Mental health coaching or helplines 287%

Counselling or therapy sessions 18%

Access to insurance benefits

Top insurance benefits received

@ Gender variation Top lifestyle & physical wellbeing benefits Death in service 65%
° Discounted gym or fitness classes 32%
16/° Life insurance 39%
of male respondents were not sure which mental On-site / free gym 15%
health or emotional wellbeing benefits they could
o . (-)
access, compared to 10% of female respondents. Wellbeing or health allowance 12% Iveeiie [pronseion lisure igs 26%
Key findings Financial securify & Flexibility, autonomy Health, wellbeing & insurance Managing life outside of work Personalisation & relevance Benefits received Recommendations Bespoke reporting Contact us 425 )p
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Health, wellbeing and
insurance

Importance of health, wellbeing and
insurance benefits

1 2 3 4 5 6 7 82 9 10

Average importance rating of health cover/insurance

considered health cover/insurance to be an important
benefit.

Wellbeing & lifestyle

1 2 3 4 5 65 7 8 9 10

Average importance rating of health cover/insurance

said lifestyle & wellbeing perks were highly important.

Financial security &
overall compensation

Flexibility, autonomy

Key findings & work-life balance

Impact of health, wellbeing and insurance

benefits

Loyalty

agreed that health and wellbeing benefits are an extremely
important factor in whether they stay loyal to an employer.

@ Gender variation

{0)4
o
of female respondents considered wellbeing &

lifestyle perks to be very important compared to
18% of male respondents.

Health, wellbeing & insurance Managing life outside of work Personalisation & relevance

Employee Benefits Guide

Overall benefits satisfaction

Health, lifestyle & wellbeing benefits linked to highest
satisfaction with overall benefits

t:{0)4 Subsidised fitness or wellbeing activities

77% Wellbeing or health allowance

74% In house physio, masseuse or personal trainer

74% Dental cover or support

73% Wellness or fitness subscriptions / app access

Benefits received Recommendations Bespoke reporting Contact us 426 )
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Managing life
outside of work

The following section covers key findings for these
employee benefits:

Parental leave

Parental support benefits
Family/household support benefits
Caring leave/support

See a breakdown of the benefits received
across these categories (split by seniority
and company size) and recommendations for
supporting employees beyond work through
family and caring benefits.

Financial security & Flexibility, autonomy Health, wellbeing & insurance Managing life outside of work Personalisation & relevance Benefits received Recommendations Bespoke reporting | Contact us 427 )0
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Managing life outside of work

Parental leave, family, and
household support benefits

Access to parental leave

Maternity/paternity leave

_ Statutory Enhanced Don't know

Maternity leave 28% 49% 23%
Paternity leave 35% 36% 29%

Adoption leave 24% 28% 48%

Shared parental leave (UK only)

_ Statutory Enhanced Don't know

Shared parental 27% 4% 49Y%
leave

25%

of respondents in the Republic of Ireland said their employer

offered shared parental leave (or equivalent policy).

Financial security & Flexibility, autonomy

Key findings overall compensation & work-life balance

Access to other family and household
support benefits

Top parental support benefits

Childcare vouchers or allowances 13%
Subsidised childcare or nursery partnerships 3%
On-site or employer run childcare 2%

Top other caring support benefits

Carer leave (paid) 247
Elder care/dependent care support benefits 4%

Pet-friendly benefits or support 3%

Health, wellbeing & insurance Managing life outside of work Personalisation & relevance

Benefits received

Employee Benefits Guide

Top family planning benefits

Fertility leave 8%

Fertility/family planning support benefits (YA

of professionals had no additional family & household
support benefits.

@ Gender variation

30%

(]

of female respondents knew they had access to
carer leave, compared to 19% of males.

Recommendations Bespoke reporting Contact us
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Managing life outside of work i
I . Impact of pareni:al leave, famlly, and Family & household support benefits linked to highest
Parental leave, family, and household benefits satisfaction with overall benefits
household support benefits o
Overadll benefits satisfaction °
80% Elder care/dependent support
Importance of family benefits Satisfaction with overall benefits by level of parental
leave offered
1 2 3 4 56 6 7 8 9 10 % wh 77% Subsidised childcare or nursery partnerships
s/,a\;s;:jere Statutory only Enhanced Don't know

Average importance rating of family benefits

Maternity °

75% Carer leave (paid)

Paternity
considered family benefits highly important Adoption leave °
75% Fertility leave
" - Family benefits, hybrid and flexible
(y-  Gender & age variation workin (5 )
g 73% On-site or employer run childcare
337 who considered family benefits highly important
° I idered hybrid & flexible working highl

of female respondents considered family benefits highly 9 SO consiaered ny SJlalig)ntyy
important, compared to 19% of male respondents. important.
29-39 year olds
age group who ranked family benefits the highest
importance.

Financial security & Flexibility, autonomy
overall compensation & work-life balance

Health, wellbeing & insurance Managing life outside of work Personalisation & relevance Benefits received Recommendations Bespoke reporting Contact us 429 )
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Personalisation and

relevance
Personalisation Personal relevance
Benefits personalisation is still limited - while . . . : . R
some employers offered more options to tailor How much can professionals personalise their Are benefits packages reflecting personal priorities?

packages, most professionals still described benefits package?
their benefits package as largely fixed rather

than tailored fo individual needs. My benefits package reflects what matters to me

Level of personalisation available personally”
Choice helped employees connect with their A great deal - | can tailor my benefits to 9% Strongly agree 1%
benefits - benefits packages that provided my needs ° °
greater flexibility were more likely to be viewed
as relevant and meaningful by employees. Some - | can choose from a limited range 32% Agree 45%
of options
Perceived relevance was a major driver of Very little - my benefits are mostly fixed 37% Newirrel 247
satisfaction - professionals were significantly
more positive about their benefits package s . , .
when they felt it reflected what mattered most Nems = nens o e ey i @l 21% Disagree n%
to them personally.
Not sure 1% Strongly disagree 2%
Key findings Financial securify & Flexibility, autonomy Health, wellbeing & insurance Managing life outside of work Personalisation & relevance Benefits received Recommendations Bespoke reporting Contact us 430p
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Personalisation and Impact of personalised benefits Impact of having the ability to

relevance packages personalise benefits packages
Overadll benefits satisfaction Personal relevance

Importance of personalised benefits % satisfied with overall benefits package by level of % who thought their benefits reflected personal

packages personalisation offered priorities by level of personalisation offered

None
449,

Not

Impact of having a benefits package that
reflects personal priorities

Overall benefits satisfaction

1%

o

of those with personally relevant packages were satisfied with
their overall package, compared with just 19% of those who

didn’t. 247 increase

in satisfaction for those with personalisation options compared
to those with little to no flexibility.

Financial security & Flexibility, autonomy
overall compensation & work-life balance

Health, wellbeing & insurance Managing life outside of work Personalisation & relevance Benefits received Recommendations Bespoke reporting Contact us 431 )
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Note

Results are based on respondents across the UK and
Ireland, unless otherwise specified where significant
statutory differences apply.

Financial security & Flexibility, autonomy

Key findings overall compensation & work-life balance
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Financial secvurity and
overall compensation

The following section covers the percentage of respondents
who received (or were eligible to receive) benefits across these
categories:

Wealth-building benefits
+ Employer pension contributions
+ Cash benefits

+ Bonus amounts received

* Insurance & financial protection
Allowances and contributions

Financial security & Flexibility, autonomy

Key findings overall compensation & work-life balance

Health, wellbeing & insurance

Managing life outside of work

Personalisation & relevance

Benefits received | Recommendations | Bespoke reporting

Contact us
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Wealth-building benefits received (SME)
Employees working in an SME (1-250 employees)

. Non-manager Non-manager Non-manager
_“ CXO/exeCUflve Manager (Senior) (Mid_level) (Enfry_level/Junior)

Pension (company contribution) Q4% 99% 93% 96% 92% Q4% 88%
Equity options 6% 27% 9% 3% 3% 3% 4%
Share or stock options 1% 18% 16% 5% 12% 12% 0%
Deferred or equity-linked incentives 3% 9% 7% 2% 0% 2% 0%
Employer-supported savings schemes 4% 7% 4% 3% 3% 6% 0%
Long-term incentive plans 8% 16% 14% 4% 1% 7% 8%
“Salary sacrifice schemes (pension, car lease etc.) are strongly
favoured to mitigate higher-rate tax.”
Key findings Financial security & Flexibility, autonomy Health, wellbeing & insurance Managing life outside of work Personalisation & relevance Benefits received Recommendations Bespoke reporting Contact us 434)
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Wealth-building benefits received (Large-Enterprise)

Employees working in a Large-Enterprise (251+ employees)

CXO/executive

m

Non-manager
(Senior)

Employee Benefits Guide

Non-manager

(Mid-level)

Non-manager
(Entry-level/Junior)

Pension (company contribution)
Equity options

Share or stock options

Deferred or equity-linked incentives
Employer-supported savings schemes

Long-term incentive plans

Financial security & Flexibility, autonomy

Key findings overall compensation & work-life balance

95%
8%
21%
5%
14%

1%

Health, wellbeing & insurance

96%

21%

23%

19%

9%

43%

96%

10%

22%

10%

15%

19%

Managing life outside of work

95%

6%

19%

4%

14%

10%

Personalisation & relevance

Benefits received

95%

8%

23%

15%

5%

Recommendations

21%
2%
13%

5%

Bespoke reporting

89%

2%

14%

5%

1%

5%

Contact us
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Employer pension contribution received in past year - as % of annual salary (SME)

. Non-manager Non-manager Non-manager
CXOl/executive m (Senior) (Mid-level) (Entry-level/Junior)

Employees working in an SME (1-250 employees)

Up to1.9% 5% 2% 5% 4% 4% 7% 6%
2-2.9% 2% 2% 2% 2% 2% 2% 6%
3-3.9% 23% 1% 18% 25% 30% 26% 39%
4-4.9% 9% 10% 6% 10% 10% 13% 0%
5-5.9% 20% 30% 18% 19% 18% 24% 22%
6-6.9% 7% 5% 8% 7% 4% 7% 6%
7-1.9% 4% 2% 7% 5% 3% 1% 0%
8-8.9% 7% 5% 9% 8% 4% 4% 6%
9-9.9% 5% 3% 7% 4% 3% 5% 17%
Over 10% 17% 30% 21% 14% 19% 9% 0%

Only those who received an employer pension contribution.
Minimum company pension contribution differs based on factors such as worker eligibility, pension scheme, and national legislation.

Financial security & Flexibility, autonomy

overall compensation & work-life balance Health, wellbeing & insurance Managing life outside of work Personalisation & relevance Benefits received Recommendations Bespoke reporting Contact us 436 )
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Employer pension contribution received in past year - as % of annual salary (Large-Enterprise)
Employees working in a Large-Enterprise (251+ employees)

. Non-manager Non-manager Non-manager
“ CXOl/executive m Manager (Senior) (Mid-level) (Entry-level/Junior)
2%

Up to1.9% 0% 1% 1% 2% 3% 7%
2-2.9% 2% 1% 2% 1% 3% 2% 4%
3-3.9% 14% 9% 10% 13% 15% 18% 16%
4-4.9% 8% 1% 8% 7% 1% 10% 12%
5-5.9% 16% 20% 13% 17% 15% 17% 21%
6-6.9% 8% 9% 7% 8% 6% 9% 9%
7-1.9% 7% 4% 9% 8% 6% 5% 0%
8-8.9% 9% 9% 8% 9% 1% 9% 5%
9-9.9% 7% 1% 7% 9% 7% 5% 2%
Over 10% 25% 34% 33% 25% 23% 19% 16%

Only those who received an employer pension contribution.
Minimum company pension contribution differs based on factors such as worker eligibility, pension scheme, and national legislation.

Financial security & Flexibility, autonomy

overall compensation & work-life balance Health, wellbeing & insurance Managing life outside of work Personalisation & relevance Benefits received Recommendations Bespoke reporting Contact us 437 )
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Cash benefits received (SME)
Employees working in an SME (1-250 employees)

. Non-manager Non-manager Non-manager
CXOl/executive m (Senior) (Mid-level) (Entry-level/Junior)

Bonus (annual/quarterly bonus) 64% 69% 69% 66% 57% 62% 46%
Ad hoc / discretionary bonus 22% 25% 24% 21% 20% 19% 19%
Referral incentive 18% 18% 14% 19% 24% 18% 15%
Commission 3% 6% 3% 2% 2% 3% 0%

6% 0% 2% 6% 9% 12% 15%

Overtime

“Companies should do a survey on employees to understand
which benefits they value the most and dedicate more

resources to those benefits.”

Financial security & Flexibility, autonomy Health, wellbeing & insurance Managing life outside of work Personalisation & relevance Benefits received Recommendations Bespoke reporting Contact us 438)
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Cash benefits received (Large-Enterprise)
Employees working in a Large-Enterprise (251+ employees)

CXO/executive Manager N°n(-sr::::9er No?h;imggl?er (;?Sf:vzsﬁﬁ,%
Bonus (annual/quarterly bonus) 75% 87% 82% 74% T4% 70% 59%
Ad hoc / discretionary bonus 20% 25% 24% 18% 17% 18% 19%
Referral incentive 30% 19% 29% 32% 34% 27% 22%
Commission 2% 4% 2% 1% 2% 3% 5%
Overtime 6% 4% 1% 4% 6% 12% 25%
Key findings osienrc;“iglrwizzléz;ziin Fﬁ\;ﬁg:ﬁﬁiﬁ;gﬁ?g Health, wellbeing & insurance Managing life outside of work Personalisation & relevance Benefits received Recommendations Bespoke reporting Contact us 439 )
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Bonus received in past year - as % of annual salary (SME)
Employees working in an SME (1-250 employees)

. Non-manager Non-manager Non-manager
_“ CXO/exeCU‘I.Ive m (Senior) (Mid_level) (EnTry_Ievel/Junior)

0% 33% 33% 23% 36% 35% 36% 45%
1-3% 16% 6% 1% 13% 21% 26% 32%
4-67% 9% 5% 5% 1% 8% 13% 5%
7-10% 14% 1% 1% 18% 15% 1% 9%
1-20% 12% 8% 19% 1% 14% 7% 9%
21-30% 9% 21% 16% 7% 3% 5% 0%
31-49% 3% 0% 7% 2% 1% 1% 0%
50%+ 5% 16% 7% 3% 3% 1% 0%

Only those who were eligible for some kind of bonus scheme.

Financial security & Flexibility, autonomy Health, wellbeing & insurance Managing life outside of work Personalisation & relevance Benefits received Recommendations Bespoke reporting Contact us 440)
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Bonus received in past year - as % of annual salary (Large-Enterprise)
Employees working in a Large-Enterprise (251+ employees)

. Non-manager Non-manager Non-manager
_“ CXO/exeCU‘I.Ive m (Senior) (Mid_level) (EnTry_Ievel/Junior)

0% 26% 14% 16% 25% 25% 36% 53%
1-3% 12% 0% 6% 12% 14% 18% 25%
4-67% 10% 3% 2% 12% 12% 14% 5%

7-10% 15% 9% 8% 15% 22% 18% 12%
1-20% 19% 16% 25% 23% 18% 8% 5%

21-30% 9% 16% 23% 8% 6% 4% 0%
31-49% 5% 17% 13% 3% 2% 1% 0%
50%+ 3% 26% 6% 2% 2% 1% 0%

Only those who were eligible for some kind of bonus scheme.

Financial security & Flexibility, autonomy Health, wellbeing & insurance Managing life outside of work Personalisation & relevance Benefits received Recommendations Bespoke reporting Contact us 441 )
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Insurance and financial protection benefits received (SME)
Employees working in an SME (1-250 employees)

. Non-manager Non-manager Non-manager
_“ CXO/exeCU‘I.Ive m (Senior) (Mid_level) (EnTry_Ievel/Junior)

Life insurance 28% 37% 31% 25% 27% 27% 18%
Death in service 55% 75% 63% 51% 55% 49% 32%
Income protection 19% 30% 19% 20% 18% 15% 5%
Critical illness insurance 13% 22% 16% 1% 16% 7% 9%
Travel insurance 14% 30% 18% 1% 16% 6% 5%

See health insurance.

Financial security & Flexibility, autonomy

overall compensation & work-life balance Health, wellbeing & insurance Managing life outside of work Personalisation & relevance Benefits received Recommendations Bespoke reporting Contact us d42)p
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Insurance and financial protection benefits received (Large-Enterprise)
Employees working in a Large-Enterprise (251+ employees)

. Non-manager Non-manager Non-manager
_“ CXO/exeCU‘I.Ive m (Senior) (Mid_level) (EnTry_Ievel/Junior)

Life insurance 44% 56% 53% 38% 49% 42% 35%
Death in service 70% 78% 79% 7% 65% 63% 61%
Income protection 29% 33% 35% 27% 32% 24% 25%
Critical illness insurance 24% 33% 32% 21% 25% 23% 1%
Travel insurance 16% 33% 26% 14% 14% 13% 5%

See health insurance.

Financial security & Flexibility, autonomy
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Allowances and contributions received (SME)
Employees working in an SME (1-250 employees)

CXOlexecutive Manager N°n(-sr::::9er No?h;imggl?er (;?rl;lr:vzsfuﬁrr)
Cost-of-living payments or allowances 2% 5% 2% 2% 3% 3% 0%
Remote-working or home-office allowances 12% 14% 12% 10% 16% 14% 0%
Utilities or broadband contributions 4% 6% 6% 4% 3% 3% 0%
Professional training allowance (related to role) 29% 35% 27% 32% 30% 25% 9%
Personal development allowance 14% 17% 14% 16% 13% 10% 5%
Key findings Financial security & Flexibility, autonomy Health, wellbeing & insurance Managing life outside of work Personalisation & relevance Benefits received Recommendations Bespoke reporting Contact us d44 )
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Allowances and contributions received (Large-Enterprise)
Employees working in a Large-Enterprise (251+ employees)

CXOJ/executive Manager N°n(-sr::::9er No?h;imggl?er (;?rl;lr:vzsfuﬁrr)
Cost-of-living payments or allowances 2% 6% 3% 3% 1% 2% 0%
Remote-working or home-office allowances 12% 14% 1% 10% 15% 12% 12%
Utilities or broadband contributions 3% 10% 3% 2% 5% 2% 2%
Professional training allowance (related to role) 28% 32% 30% 27% 29% 28% 22%
Personal development allowance 1% 13% 15% 9% 9% 1% 7%
Key findings osienrc;“iiglrwizztiiz;ziin Fﬁ\;ﬁg:ﬁﬁ%:ﬁ;gi?ey Health, wellbeing & insurance Managing life outside of work Personalisation & relevance Benefits received Recommendations Bespoke reporting Contact us 445 )
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Days expected in the office (SME)
Employees working in an SME (1-250 employees)

. Non-manager Non-manager Non-manager
_“ CXO/exeCUflve Manager (Senior) (Mid_level) (Enfry_level/Junior)

Never (I work remotely) 9% 13% 12% 8% 7% 5% 0%
1day a week 9% 17% 1% 3% 14% 9% 0%
2 days a week 19% 13% 19% 19% 18% 24% 25%
3 days a week 29% 33% 25% 33% 24% 27% 30%
4 days a week 12% 14% 14% 15% 8% 9% 5%
5 days a week 18% 8% 19% 18% 18% 19% 35%
Fortnightly 1% 2% 0% 1% 4% 1% 0%
Monthly 2% 0% 0% 1% 7% 4% 5%
Quarterly 1% 2% 0% 0% 1% 1% 0%

“The only benefit that might make an employee stay is true

Full-time permanent employees only. flexibil I'|'y over office attendance.”

Financial security & Flexibility, autonomy
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Days expected in the office (Large-Enterprise)
Employees working in a Large-Enterprise (251+ employees)

CXO/executive Manager N°n(-sr::::9er No?h;imggl?er (;?Sf:vzsﬁﬁ,%

Never (I work remotely) 1% 7% 8% 1% 15% 1% 2%
1day a week 8% 4% 8% 9% 10% 7% 9%
2 days a week 24% 16% 24% 25% 24% 24% 29%
3 days a week 34% 37% 41% 33% 31% 33% 29%
4 days a week 9% 16% 7% 10% 8% 1% 10%
5 days a week 8% 12% 8% 7% 5% 10% 17%
Fortnightly 1% 1% 1% 1% 2% 1% 2%
Monthly 3% 3% 2% 3% 2% 3% 2%
Quarterly 1% 3% 1% 1% 2% 1% 0%

Full-time permanent employees only.

Key findings Financial security & Flexibility, autonomy Health, wellbeing & insurance Managing life outside of work Personalisation & relevance Benefits received Recommendations Bespoke reporting Contact us 448 )

overall compensation & work-life balance



Robert— . .
Employee Benefits Guide
—Walters PRy

Flexible working benefits received (SME)
Employees working in an SME (1-250 employees)

Non-manager | Non-manager | Non-manager

CXO/executive Manager (Senior) (Mid-level) (Entry-level/Junior)

Flexible start/finish times 509 60% 54% 49% 58 49% 359
(day-to-day, often around core hours)
Alternative working hours o . 5 o 9 0 9
(agreed working pattern that differs from the majority) 16% 16% 19% 16% 16% 14% 10%
Compressed hours . 8% 1% 7% 7% 8% 7% 10%
(working longer hours over fewer working days)
Time off in lieu 0 0 . - ° 0 9
(TOIL) 23% 24% 23% 27% 22% 14% 15%
Working from abroad allowance 21% 4% 2% 23 21% 19% 15%
(e.g. for a set number of days per year)
Ad-hoc flexibility npi' formqlly agreed 46% 56% 509 50% 309 389 20%
(e.g. at manager discretion)

“Flexible working and unlimited annual leave are the main

reasons | stay with my employer.”

Key findings Financial security & Flexibility, autonomy Health, wellbeing & insurance Managing life outside of work Personalisation & relevance Benefits received Recommendations Bespoke reporting Contact us 449 )
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Flexible working benefits received (Large-Enterprise)
Employees working in a Large-Enterprise (251+ employees)

. Non-manager | Non-manager | Non-manager
_m CXO/execu*lve m Manager (Senior) (Mid_level) (EnTry_Ievel/Junior)

Flexible start/finish times

(day-to-day, often around core hours) S % >9% 0% 4% “4% 35%
Alternative working hours o . g o ° ° °
(agreed working pattern that differs from the majority) e 22% 19% 2% 17% 16% e
Compressed hours . 10% 13% 8% 12% 10% 10% 5%
(working longer hours over fewer working days)
Time off in lieu o o o . o o 0
(TOIL) 17% 10% 18% 19% 18% 14% 16%
Working from abroad allowance 21% 2% 59 % 2% 18% 0%
(e.g. for a set number of days per year)
Ad-hoc flexibility qo’f formally agreed 49% 559 58% 51 48% 40% 7%
(e.g. at manager discretion)

Key findings Financial security & Flexibility, autonomy Health, wellbeing & insurance Managing life outside of work Personalisation & relevance Benefits received Recommendations Bespoke reporting Contact us 450)
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Transport/travel benefits received (SME)
Employees working in an SME (1-250 employees)

CxOlexecutiv Manager | Nemmanager | Nowmanager | Nemmanager
Company car 5% 6% 1% 4% 3% 2% 0%
Car allowance 7% 8% 12% 8% 3% 3% 0%
Electric vehicle (EV) or car-leasing scheme 12% 17% 23% 9% 7% 9% 9%
Cycle to work scheme 44% 48% 42% 45% 46% 41% 41%
Season ticket loans (salary sacrifice / repayable) 19% 22% 19% 19% 18% 17% 18%
Commuting cost support/subsidies (actual employer contribution) 5% 2% 6% 5% 3% 6% 5%

“Work-life balance and flexibility are the most important

factors and yet most neglected.”

Financial security & Flexibility, autonomy

Key findings overall compensation & work-life balance
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Transport/travel benefits received (Large-Enterprise)
Employees working in a Large-Enterprise (251+ employees)

. Non-manager Non-manager Non-manager
_m CXO/exeCU‘I.Ive quager (Senior) (Mid_level) (EnTry_Ievel/Junior)

Company car 6% 13% 8% 6% 6% 2% 2%
Car allowance 19% 35% 35% 22% 12% 5% 2%
Electric vehicle (EV) or car-leasing scheme 18% 13% 17% 21% 20% 16% 8%
Cycle to work scheme 59% 58% 54% 63% 61% 53% 57%
Season ticket loans (salary sacrifice / repayable) 30% 31% 31% 31% 29% 31% 22%
Commuting cost support/subsidies (actual employer contribution) 6% 10% 5% 6% 7% 6% 3%
Key findings Financial security & Flexibility, autonomy Health, wellbeing & insurance Managing life outside of work Personalisation & relevance Benefits received Recommendations Bespoke reporting Contact us 452)
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Annual leave allowance (SME)
Full-time employees working in an SME (1-250 employees)

. Non-manager Non-manager Non-manager
_“ CXO/exeCUflve Manager (Senior) (Mid_level) (Enfry_level/Junior)

20 daysor less 6% 0% 9% 4% 10% 4% 18%
21-22 days 7% 3% 4% 6% 8% 13% 18%
23-24 days 8% 9% 4% 8% 6% 18% 0%
25-26 days 44% 22% 47% 50% 47% 33% 53%
27-28 days 14% 17% 7% 17% 13% 14% 6%
29-30 days 14% 38% 18% 10% 5% 12% 6%
31-32 days 1% 0% 5% 1% 0% 0% 0%
33-34 days 1% 3% 0% 1% 4% 0% 0%
35-36 days 1% 2% 0% 1% 1% 1% 0%
37 or more days 1% 0% 2% 1% 0% 1% 0%

Unlimited 3% 5% 4% 1% 5% 3% 0%

“We have a flexi-accrual scheme which is my most appreciated

benefit and provides up to 13 additional days leave per year.”

Full-time permanent employees only.

Financial security & Flexibility, autonomy Health, wellbeing & insurance Managing life outside of work Personalisation & relevance Benefits received Recommendations Bespoke reporting Contact us 453 )
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Annual leave allowance (Large-Enterprise)
Full-time employees working in a Large-Enterprise (251+ employees)

. Non-manager Non-manager Non-manager
_“ CXO/exeCU‘I.Ive m Manager (Senior) (Mid_level) (EnTry_Ievel/Junior)

20 daysor less 2% 1% 1% 2% 2% 3% 6%
21-22 days 4% 0% 2% 3% 3% 6% 17%
23-24 days 5% 4% 6% 4% 7% 6% 9%
25-26 days 52% 39% 48% 51% 61% 54% 47%
27-28 days 19% 29% 21% 20% 15% 17% 13%
29-30 days 12% 20% 19% 13% 7% 8% 4%
31-32 days 2% 4% 0% 3% 0% 2% 0%
33-34 days 1% 0% 1% 1% 0% 1% 0%
35-36 days 1% 1% 0% 1% 1% 1% 2%
37 or more days 1% 1% 1% 1% 0% 2% 2%
Unlimited 1% 0% 1% 1% 3% 1% 0%

Full-time permanent employees only.

Key findings Financial security & Flexibility, autonomy Health, wellbeing & insurance Managing life outside of work Personalisation & relevance Benefits received Recommendations Bespoke reporting Contact us 454 )

overall compensation & work-life balance



Robert—

Employee Benefits Guide
—Walters S

Paid leave (SME)
Employees working in an SME (1-250 employees)

Non-manager Non-manager Non-manager

CXO/executive (Senior) (Mid-level) (Entry-level/Junior)

Health & wellbeing support

Enhanced paid sick leave (above the statutory minimum) 50% 53% 53% 52% 48% 38% 53%
Menopause leave 2% 2% 4% 2% 3% 1% 0%
Menstruation leave 1% 0% 2% 2% 0% 0% 0%

Family & caring leave

Bereavement/compassionate leave 67% 74% 69% 70% 65% 51% 58%
Carer leave (e.g. for caring for elderly/disabled relatives) 20% 28% 21% 22% 14% 14% 1%
Fertility leave 5% 7% 5% 5% 4% 5% 5%

Development & lifestyle

Training/development leave 29% 40% 28% 31% 29% 23% 21%
Volunteering leave 23% 26% 22% 24% 24% 23% 21%
Lifestyle & extended time off
Birthday leave 19% 12% 21% 21% 1% 22% 21%
Sabbatical leave 7% 5% 7% 8% 9% 6% 5%
Key findings | Financial security & Flexibility, autonomy Health, wellbeing & insurance Managing life outside of work Personalisation & relevance Benefits received Recommendations Bespoke reporting Contact us 455)
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Paid leave (Large-Enterprise)
Employees working in a Large-Enterprise (251+ employees)

. Non-manager Non-manager Non-manager

Health & wellbeing support

Enhanced paid sick leave (above the statutory minimum) 52% 63% 54% 54% 47% 48% 42%
Menopause leave 4% 3% 0% 1% 0% 2% 0%
Menstruation leave 1% 3% 0% 1% 0% 2% 0%

Family & caring leave

Bereavement/compassionate leave 69% 77% 75% 69% 64% 65% 58%
Carer leave (e.g. for caring for elderly/disabled relatives) 26% 27% 29% 25% 27% 26% 12%
Fertility leave 7% 1% 7% 6% 7% 5% 6%

Development & lifestyle

Training/development leave 28% 36% 32% 27% 28% 24% 26%
Volunteering leave 42% 39% 42% 44% 46% 39% 24%
Lifestyle & extended time off
Birthday leave 12% 20% 1% 13% 10% 10% 6%
Sabbatical leave 14% 13% 17% 13% 12% 15% 14%
Key findings | Financial security & Flexibility, autonomy Health, wellbeing & insurance Managing life outside of work Personalisation & relevance Benefits received Recommendations Bespoke reporting Contact us 456 )

overall compensation & work-life balance



Robert—
—Walters

.

Health, wellbeing and
insurance

The following section covers the percentage of respondents
who received (or were eligible to receive) benefits across these
categories:

« Healthcare cover/insurance

Preventative and everyday health benefits
Mental health and emotional wellbeing benefits
Lifestyle and physical wellbeing benefits

Financial security & Flexibility, autonomy
overall compensation & work-life balance

Health, wellbeing & insurance Managing life outside of work Personalisation & relevance | Benefits received Recommendations Bespoke reporting Contact us
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Healthcare cover/insurance (SME)
Employees working in an SME (1-250 employees)

Non-manager Non-manager Non-manager

CXOl/executive Manager (Senior) (Mid-level) (Entry-level/Junior)

Private medical insurance (employgr-palc!) ' 429 30% 51 41% 459 309 41%
(e.g. cover for private treatment, diagnostics or hospital care)

Private medical insurance - mcludl.ng fam‘lly/pqri'ner" (employer-paid) 24, 379 509 20% 559 20% 18%
(e.g. cover for private treatment, diagnostics or hospital care)

Op1'-|r.| private med‘u‘:al insurance - employee pays some or all of the cost 1% 10% 79 1% 15% 10% 14%
(e.g. via salary sacrifice or employee contribution)

Health cash plan o o o 5 5 o o
(e.g. cashback or contributions towards dental, optical or physio costs) 1o 15% 12% 20% 22% 18% 18%

“Health insurance is always asked for by candidates we
interview. It is very expensive and very important to everyone. It

can be a deciding factor.”

Financial security & Flexibility, autonomy

overall compensation & work-life balance Health, wellbeing & insurance Managing life outside of work Personalisation & relevance Benefits received Recommendations Bespoke reporting Contact us 458 )
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Healthcare cover/insurance (Large-Enterprise)
Employees working in a Large-Enterprise (251+ employees)

Non-manager Non-manager Non-manager
(Senior) (Mid-level) (Entry-level/Junior)

CXO/executive Manager

Private medical insurance (employer-paid)

(e.g. cover for private treatment, diagnostics or hospital care) 2107 7% >0% >1% >2% 48% At
Private medical insurance - mcludl.ng fam‘lly/pqri'ner" (employer-paid) 359 539 499, 309 359 579 14%
(e.g. cover for private treatment, diagnostics or hospital care)

Op1'-|r.| private med‘u‘:al insurance - employee pays some or all of the cost % % 1% 21% 539 20% 239
(e.g. via salary sacrifice or employee contribution)

Health cash plan 20% 13% 1% 22% 19% 24% 26%

(e.g. cashback or contributions towards dental, optical or physio costs)

“Private medical insurance should be available to all or none. It

is unfair for only certain members of staff to be eligible.”

Financial security & Flexibility, autonomy
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Preventative and everyday health benefits (SME)
Employees working in an SME (1-250 employees)

. Non-manager Non-manager Non-manager
CXOl/executive Manager (Senior) (Mid-level) (Entry-level/Junior)
Healthcare vouchers (e.g. eye tests, flu jabs) 31% 36% 32% 33% 29% 30% 14%
Health screenings or medical check-ups 18% 22% 17% 18% 18% 17% 14%
Dental cover or support (e.g. check-ups, treatment contribution plans) 21% 22% 22% 19% 23% 21% 23%
In-house physio, masseuse or personal trainer 5% 7% 6% 5% 7% 2% 0%
“GP and PHI related benefits are becoming more important as
NHS services are getting harder to access.”
Key findings Financial security & Flexibility, autonomy Health, wellbeing & insurance Managing life outside of work Personalisation & relevance Benefits received Recommendations Bespoke reporting Contact us 460 )
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Preventative and everyday health benefits (Large-Enterprise)
Employees working in a Large-Enterprise (251+ employees)

CXOJ/executive Manager N°"(-sr:n?:r<)=ger Nog;&f;rv':?er (;?r';lemvzmﬁrr)
Healthcare vouchers (e.g. eye tests, flu jabs) 44% 44% 41% 47% 41% 47% 42%
Health screenings or medical check-ups 34% 46% 39% 33% 34% 32% 19%
Dental cover or support (e.g. check-ups, treatment contribution plans) 24% 32% 22% 23% 23% 29% 25%
In-house physio, masseuse or personal trainer 8% 6% 5% 8% 8% 1% 1%
Key findings Financial security & Flexibility, autonomy Health, wellbeing & insurance Managing life outside of work Personalisation & relevance Benefits received Recommendations Bespoke reporting Contact us 4 61 )
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Mental health and emotional wellbeing benefits (SME)
Employees working in an SME (1-250 employees)

Non-manager Non-manager Non-manager
(Senior) (Mid-level) (Entry-level/Junior)

CXO/executive Manager

Employee Assistance Programme

(EAP) 53% 62% 55% 57% 50% 44% 41%

Counselling or therapy sessions o o o o o o o
13% 23% 12% 13% 1% 10% 9%

(separate to EAP)

Mental health coaching or helplines 20% 20% 239 19% 599 20% 14%

(separate to EAP)

“Work-life balance and mental health support deserve much

more attention.”

Financial security & Flexibility, autonomy

Key findings overall compensation & work-life balance
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Mental health and emotional wellbeing benefits (Large-Enterprise)
Employees working in a Large-Enterprise (251+ employees)

Non-manager Non-manager Non-manager
(Senior) (Mid-level) (Entry-level/Junior)

CXO/executive Manager

Employee Assistance Programme

(EAP) 71% 71% 74% 74% 68% 67% 61%
Counselling or therapy sessions % 31 599 18% 59 24, 16%
(separate to EAP)
Mental health coaching or helplines 309 209 579 31 359 369 309
(separate to EAP)
_ Financial security & Flexibility, autonomy . . . . N~ ' . . .
Key findings overall compensation & work-life balance Health, wellbeing & insurance Managing life outside of work Personalisation & relevance Benefits received Recommendations Bespoke reporting Contact us 463 )
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Lifestyle and physical wellbeing benefits (SME)
Employees working in an SME (1-250 employees)

. Non-manager Non-manager Non-manager
CXOl/executive m (Senior) (Mid-level) (Entry-level/Junior)

Discounted gym membership or fitness classes 18% 15% 19% 17% 18% 22% 5%
Wellbeing or health allowance (e.g. wellbeing wallet/spend) 8% 7% 7% 9% 7% 10% 0%
On-site / free gym 10% 8% 12% 12% 6% 6% 9%
Subsidised fitness or wellbeing activities (e.g. massage, yoga) 4% 3% 4% 4% 7% 0% 5%
Wellness or fitness subscriptions / app access 6% 5% 7% 9% 4% 4% 5%
Key findings Financial security & Flexibility, autonomy Health, wellbeing & insurance Managing life outside of work Personalisation & relevance Benefits received Recommendations Bespoke reporting Contact us 464 )
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Lifestyle and physical wellbeing benefits (Large-Enterprise)

Employees working in a Large-Enterprise (251+ employees)

. Non-manager Non-manager Non-manager
_m CXO/execu*lve m (Senior) (Mid_level) (En-l-ry_level/Junior)

Discounted gym membership or fitness classes 38% 31% 38% 37% 37% 44% 37%
Wellbeing or health allowance (e.g. wellbeing wallet/spend) 13% 15% 14% 1% 14% 14% 16%
On-site / free gym 18% 21% 16% 15% 17% 23% 23%
Subsidised fitness or wellbeing activities (e.g. massage, yoga) 8% 10% 7% 9% 9% 8% 7%
Wellness or fitness subscriptions / app access 12% 8% 1% 14% 15% 1% 4%
Key findings Financial security & Flexibility, autonomy Health, wellbeing & insurance Managing life outside of work Personalisation & relevance Benefits received Recommendations Bespoke reporting Contact us 465)p
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Managing life
outside of work

The following section covers the percentage of respondents
who received (or were eligible to receive) benefits across these
categories:

Parental leave

Parental support benefits :
+ Family planning benefits ’ N
Benefits for other caring responsibilities

Financial security & Flexibility, autonomy

. . Health, wellbeing & insurance Managing life outside of work Personalisation & relevance Benefits received | Recommendations Bespoke reporting Contact us 466 )
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Parental leave - UK (SME)
Employees working in an SME (1-250 employees)

. Non-manager Non-manager Non-manager

Maternity leave

Maternity leave - statutory only 39% 34% 36% 46% 30% 42% 29%
Maternity leave - enhanced 42% 63% 46% 41% 48% 27% 14%
| don't know 19% 3% 18% 14% 23% 31% 57%

Paternity leave

Paternity leave - statutory only 42% 41% 39% 48% 32% 51% 29%
Paternity leave - enhanced 33% 53% 42% 48% 32% 51% 29%
| don't know 25% 6% 19% 21% 35% 37% 57%

Adoption leave

Adoption leave - statutory only 34% 30% 37% 41% 18% 34% 13%
Adoption leave - enhanced 26% 43% 33% 26% 21% 1% 13%
| don't know 41% 27% 30% 33% 61% 55% 73%

Shared parental leave

Shared parental leave - statutory only 38% 29% 45% 43% 23% 31% 33%
Shared parental leave - enhanced 23% 45% 27% 22% 22% 1% 0%
| don't know 40% 26% 28% 35% 55% 58% 67%
Key findings Financial security & Flexibility, autonomy Health, wellbeing & insurance Managing life outside of work Personalisation & relevance Benefits received Recommendations Bespoke reporting Contact us 467)
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Parental leave - UK (Large-Enterprise)
Employees working in a Large-Enterprise (251+ employees)

. Non-manager Non-manager Non-manager

Maternity leave

Maternity leave - statutory only 24% 24% 25% 24% 23% 25% 10%
Maternity leave - enhanced 51% 63% 56% 54% 47% 44% 35%
| don't know 25% 12% 19% 22% 29% 31% 55%

Paternity leave

Paternity leave - statutory only 29% 32% 31% 32% 25% 30% 15%
Paternity leave - enhanced 38% 54% 46% 40% 36% 30% 23%
| don't know 32% 15% 23% 27% 40% 40% 63%

Adoption leave

Adoption leave - statutory only 18% 28% 22% 18% 15% 16% 8%
Adoption leave - enhanced 30% 45% 36% 33% 22% 25% 18%
| don't know 53% 28% 42% 49% 63% 59% 75%

Shared parental leave

Shared parental leave - statutory only 22% 31% 27% 23% 18% 21% 8%
Shared parental leave - enhanced 25% 44% 32% 25% 21% 21% 15%
| don't know 53% 26% 41% 52% 61% 58% 78%
Key findings Financial security & Flexibility, autonomy Health, wellbeing & insurance Managing life outside of work Personalisation & relevance Benefits received Recommendations Bespoke reporting Contact us 468)
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Parental leave - Ireland (SME)
Employees working in an SME (1-250 employees)

Non-manager

(Senior)

Employee Benefits Guide

Non-manager
(Mid-level)

Non-manager
(Entry-level/Junior)

Maternity leave

Maternity leave - statutory only
Maternity leave - enhanced

| don't know

Paternity leave

Paternity leave - statutory only
Paternity leave - enhanced

| don't know

Adoption leave

Adoption leave - statutory only
Adoption leave - enhanced

| don't know

Shared parental leave

Shared parental leave - any

| don't know

Financial security &

Keyfindings |\ erqll compensation

Flexibility, autonomy
& work-life balance

33%
51%

16%

45%
35%

20%

36%

28%

36%

26%

47%

Health, wellbeing & insurance

23%
58%

19%

44%

41%

26%
35%

39%

37%

33%

Managing life outside of work

35%

61%

3%

57%

33%

10%

41%

28%

31%

23%

55%

36%

50%

14%

46%

35%

19%

41%

32%

28%

28%

42%

Personalisation & relevance

Benefits received

29%

50%

21%

41%

38%

22%

41%

25%

34%

31%

40%

Recommendations

33%
42%

24%

L%
28%

28%

24%

17%

59%

15%

67%

Bespoke reporting

50%

33%

17%

20%

40%

40%

33%

33%

33%

0%

50%

Contact us
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Parental leave - Ireland (Large-Enterprise)
Employees working in a Large-Enterprise (251+ employees)

. Non-manager Non-manager Non-manager

Maternity leave

Maternity leave - statutory only 27% 31% 27% 25% 23% 30% 50%
Maternity leave - enhanced 51% 59% 55% 54% 45% 46% 43%
| don't know 22% 10% 19% 21% 32% 24% 7%

Paternity leave

Paternity leave - statutory only 36% 32% 32% 38% 35% 34% 54%
Paternity leave - enhanced 36% 46% 40% 37% 30% 37% 8%
| don't know 29% 21% 28% 26% 34% 30% 38%

Adoption leave

Adoption leave - statutory only 22% 25% 23% 21% 18% 22% 36%
Adoption leave - enhanced 28% 29% 30% 27% 27% 32% 0%
| don't know 51% 46% 47% 52% 55% 46% 64%

Shared parental leave

Shared parental leave - any 25% 28% 28% 27% 27% 28% 20%
| don't know 53% 38% 57% 50% 59% 51% 73%
Key findings Financial security & Flexibility, autonomy Health, wellbeing & insurance Managing life outside of work Personalisation & relevance Benefits received Recommendations Bespoke reporting Contact us 470 )
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Household support benefits (SME)
Employees working in an SME (1-250 employees)

CXO/executive Manager N°“(-Sr::;t)=9er No;\gimm;?er (;?rr;lemvzmaﬂ )
Parental
On-site or employer run childcare 1% 0% 2% 1% 0% 1% 0%
Subsidised childcare or nursery partnerships 2% 4% 1% 3% 1% 0% 0%
Childcare vouchers or allowances 10% 14% 1% 10% 8% 7% 5%

Family planning
Fertility leave 5% 7% 5% 5% 4% 5% 5%
Fertility/family planning support 2% 5% 3% 2% 2% 0% 5%

Other caring responsibilities

Carer leave (e.g. for caring for elderly/disabled relatives) 20% 28% 21% 22% 14% 14% 1%
Elder care/dependent care support benefits 2% 7% 2% 3% 1% 0% 0%
Pg’r friendly benefits or support (e.g. p.e‘r insurance 39 7% 59 39 29 1% 59
discounts, pet bereavement leave, office-pet policies)
“Any benefit related to childcare would play a massive role in
my loyalty.”
Key findings Financial security & Flexibility, autonomy Health, wellbeing & insurance Managing life outside of work Personalisation & relevance Benefits received Recommendations Bespoke reporting Contact us 471 )

overall compensation & work-life balance



Robert—

Employee Benefits Guide
—Walters R

Household support benefits (Large-Enterprise)

Employees working in a Large-Enterprise (251+ employees)

CXO/executive Manager N°“(-Sr::;t)=9er No;\gimm;?er (;?rr;lemvzmaﬂ )
Parental
On-site or employer run childcare 2% 0% 1% 1% 3% 3% 6%
Subsidised childcare or nursery partnerships 4% 3% 4% 3% 4% 6% 8%
Childcare vouchers or allowances 15% 13% 20% 14% 12% 15% 15%

Family planning

Fertility leave 7% 1% 7% 6% 7% 5% 6%
Fertility/family planning support 7% 10% 7% 5% 10% 7% 8%
Other caring responsibilities

Carer leave (e.g. for caring for elderly/disabled relatives) 26% 27% 29% 25% 27% 26% 12%
Elder care/dependent care support benefits 5% 1% 5% 4% 5% 6% 4%

Pet friendly benefits or support (e.g. pet insurance

discounts, pet bereavement leave, office-pet policies) e S S s i S S

“It is far more important that employers listen when people
want flexible hours due to health issues, caring for elderly

parents or childcare.”

Financial security & Flexibility, autonomy

Key findings overall compensation & work-life balance
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Recommendations

The findings throughout this guide show that an effective
benefits strategy is not defined only by the number

of benefits offered. Value also depends on whether
provision reflects the issues that matter to employees, is
communicated clearly and can be used in practice.

The following recommendations are structured around the
four themes explored in the guide:

Supporting financial wellbeing and security

Supporting work-life balance through flexibility and
time away from work

Supporting employee health and wellbeing

Supporting employees beyond work through family
and caring benefits

Financial security & Flexibility, autonomy

. . Health, wellbeing & insurance Managing life outside of work Personalisation & relevance | Benefits received Recommendations Bespoke reporting Contact us 473 )
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Supporting financial
wellbeing and security
through benefits

Financial wellbeing is one of the clearest
priorities for professionals when evaluating an
employer’s benefits package.

Long-term financial security and total compensation
ranked among the three most important considerations,
while employer pension contributions were ranked highest-
valued benefit overall. Pension and bonus provision were
also strongly associated with loyalty and overall benefits
satisfaction.

However, financial value alone does not determine how
employees perceive a benefit. The findings show that
contribution levels, clarity, predictability, communication and
access to wider financial support all matter. To strengthen
attraction and retention, employers should develop a
financial benefits proposition that supports employees now
while helping them build greater long-term security.

Financial security & Flexibility, autonomy

Key findings overall compensation & work-life balance

Health, wellbeing & insurance

Egaployee Benefits Guide

. —
-
/ " \s
Key recommendations .

Support long-term security, not just immediate
reward

Improve understanding of pensions across
career stages

Improve transparency around bonuses and
financial rewards

Broaden financial wellbeing beyond pensions
and bonuses

Key takeaway

A strong financial benefits proposition combines
competitive provision with clarity and practical
support. Employers that help employees
understand the value of pensions, trust how
financial rewards are determined and build
greater financial resilience can strengthen both
attraction and retention.

il _*_" '
- -
e
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Supporting financial wellbeing and security through benefits

Key recommendations

Support long-term security, not just immediate reward
Employer pension contributions received an average
importance rating of 8.9 out of 10, and 91% considered
them an important benefit. Respondents receiving
contributions of 10% or more reported considerably
higher benefits satisfaction than those receiving up to
3%. Higher contribution levels were also associated with
a stronger sense of financial security.

Pensions therefore have value beyond retirement
provision. They can influence how employees evaluate
an employer’s overall investment in their future.

Recommendations
* Review employer pension contributions against
relevant sector and talent-market benchmarks.

+ Assess whether contribution structures provide a clear
incentive for employees to save more.

+ Consider whether increased or stepped employer
contributions could support retention at important
career milestones.

* Position pension provision as a visible part of
the employee value proposition, rather than
communicating it only during enrolment.

* Use straightforward examples and forecasting tools
to demonstrate how employer contributions can
affect longer-term outcomes.

Flexibility, autonomy
& work-life balance

Financial security &

Key findings overall compensation

Health, wellbeing & insurance

Improve understanding of pensions across career
stages

The findings show substantial differences in the
employer pension contributions received by different
age groups. Respondents aged 50-59 were more than
eight times as likely to receive contributions above 10%
as those aged 18-28.

This does not necessarily mean that younger employees
value pensions less, and could be down to seniority-
determined pension contributions. Regardless,
employers should consider whether early-career
employees fully understand their provision and the value
of beginning to save sooner.

Recommendations
* Introduce pensions clearly during onboarding rather
than relying solely on scheme documentation.

* Provide regular pension education at appropriate
points throughout an employee’s career.

* Explain pension contributions in pounds as well as
percentages where possible.

+ Signpost employees to impartial, government-backed
guidance and forecasting tools.

* Tailor the framing of communications to relevant
decisions, such as joining the workforce, changing
contribution levels or preparing for retirement.

Managing life outside of work

Personalisation & relevance

Benefits received

Recommendations

Bespoke reporting
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Supporting financial wellbeing and security through benefits

Key recommendations

Improve transparency around bonuses and financial rewards
Bonus satisfaction was associated not only with the amount paid,
but also with whether employees understood the scheme and
regarded the payment as predictable and reliable. Among those
who were very satisfied with their bonus, 59% described their
scheme as very clear and 72% agreed that their bonus was a
predictable and reliable part of their compensation.

An otherwise competitive scheme can lose value where criteria
are unclear or employees only learn how decisions were made at
the end of the performance period.

Recommendations
* Clearly define bonus eligibility, measures, timescales and
decision-making processes.

* Distinguish between guaranteed, performance-related and
discretionary elements.

+ Use measures that employees can understand and, where
appropriate, influence.

* Provide progress updates during the performance cycle rather
than communicating only at payout.

+ Equip managers to explain reward structures consistently and
respond to questions accurately.

Financial security &
overall compensation

Flexibility, autonomy

Key findings & work-life balance

Health, wellbeing & insurance

Broaden financial wellbeing beyond pensions and bonuses
Respondents with access to at least one additional wealth-
building benefit reported higher overall benefits satisfaction than
those whose financial provision was limited to a pension. Financial
wellbeing can encompass savings, financial protection, education
and support with managing immediate financial pressures,
alongside retirement planning.

Supporting financial wellbeing can benefit employers as well

as employees. Employees who feel financially secure are more
likely to feel confident about their future, while reduced financial
stress can support engagement, retention and overall wellbeing.
The Money and Pensions Service recommends that employers
assess existing provision, provide appropriate products, use clear
signposting and education, target key moments and regularly
evaluate effectiveness.

Recommendations
- Review whether the package supports short, medium and long-
term financial needs.

* Explore relevant wealth-building and financial-protection
benefits, such as savings schemes, share plans or income
protection insurance.

* Provide access to impartial financial education and guidance.

+ Audit existing financial benefits before adding new provision,
identifying areas that may be underused or poorly understood.

* Evaluate awareness and utilisation alongside employee
feedback and overall cost.

Managing life outside of work Personalisation & relevance

Benefits received

Recommendations

hployee Benefits Guide '

Bespoke reporting
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Build autonomy and fairness into working

away from work eSS

Make office attendance purposeful

Key recommendations

Remove practical barriers to annual leave

. Desi k fi tainabl f
Work-life balance was the factor most e i

frequently selected by respondents when
evaluating their benefits package.

Hybrid and flexible working and annual leave were also

among the most highly valued benefits. The survey findings

show that employees consider more than whether a policy

exists - they also assess how much control it offers, whether Key ’rdkedWCIY

it is applied fairly and whether they can use it without

negative consequences. Effective work-life balance strategies combine

autonomy, fair application, purposeful office
attendance and genuine opportunities to
disconnect. Flexibility attracts attention, but the
day-to-day experience of using it is what will
ultimately influence employee satisfaction and
retention.

Research from the Chartered Institute of Personnel and
Development found that 61% of surveyed employers
considered it important to advertise flexibility to attract staff
and address skills or labour shortages.

Financial security & Flexibility, autonomy

. : Health, wellbeing & insurance Managing life outside of work Personalisation & relevance Benefits received
overall compensation & work-life balance

Key findings

Recommendations

Bespoke reporting
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Supporting work-life balance through flexibility and time

away from work

Key recommendations

Treat flexibility as an attraction and retention
consideration

The survey found that 38% of respondents said they
would actively look for a new role if their flexibility were
reduced or their expected number of in-office days
increased. A further 36% said they would be more open
to other opportunities.

Changes to working arrangements may therefore affect
more than short-term satisfaction. They can influence
how employees evaluate whether an organisation
remains right for them.

Recommendations
* Present available flexibility clearly and accurately in
recruitment materials.

+ Avoid creating expectations during recruitment that
managers or feams cannot fulfil consistently.

+ Assess the potential retention implications before
changing established working arrangements.

* Explain the business rationale, evidence and intended
outcomes behind policy changes.

* Monitor changes in engagement, recruitment,
retention and absence following significant changes to
flexible-working policies.

Financial security &
overall compensation

Flexibility, autonomy

Key findings & work-life balance

Health, wellbeing & insurance

Build autonomy and fairness into working
arrangements

Respondents with full choice over their in-office days
reported considerably higher satisfaction with their
hybrid and flexible working arrangement than those
with fixed in-office days. Only 55% agreed that policies
were applied consistently and fairly in their workplace.

Assessing your organisation’s hybrid and flexible
working policies should be done through both
organisational and employee outcomes - including
employee views, wellbeing, recruitment, turnover,
absence and performance measures.

Recommendations
* Provide employees with reasonable autonomy over
in-office patterns where roles allow.

* Define which decisions are organisation-wide and
which can be made at feam level.

+ Review differences in access and application across
departments, roles and locations.

+ Ensure managers assess requests consistently against
role and business requirements.

* Measure the effect of arrangements rather than
relying on assumptions about visibility or productivity.

Managing life outside of work
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Supporting work-life balance through flexibility and time

away from work

Key recommendations

Make office attendance purposeful

Respondents identified shorter journey times, lower commuting
costs or financial support, and a clearer purpose for in-office
days among the factors most likely fo encourage greater
attendance. At the same time, 47% said their commuting costs
had increased in the previous year, while only 6% had access to
direct commuting-cost support or subsidies.

The implication is not that every employer should subsidise every
commute. It is that office-attendance decisions should consider
the employee cost and the value employees receive in return.

Recommendations
+ Define the activities for which face-to-face interaction creates
clear value.

+ Coordinate attendance so employees are not commuting
primarily to complete individual work.

* Use office time for collaboration, learning, relationship-building
and activities that benefit from shared presence.

* Review whether existing travel benefits respond to the
commuting pressures employees actually face.

+ Consider targeted options such as season-ticket loans, travel
subsidies or greater flexibility around start and finish times
where appropriate.

Financial security &
overall compensation

Flexibility, autonomy

Key findings & work-life balance

Health, wellbeing & insurance

Remove practical barriers to annual leave

Annual leave received an average importance rating of 8.7 out of
10, yet only 53% of respondents said they experienced no difficulty
taking it. Heavy workloads or tight deadlines, inadequate cover
and concerns about falling behind were the most frequently cited
barriers. Respondents reporting at least one barrier also used a
lower proportion of their allowance on average than those who
experienced no issues.

Higher allowances alone will not deliver their intended value if
employees feel unable to use them.

Recommendations
* Monitor leave balances during the year and intervene before
substantial allowances accumulate.

* Include leave planning in regular management conversations
rather than leaving responsibility solely with employees.

+ Identify tfeams where workload, staffing or dependency on
particular individuals repeatedly prevents leave.

- Establish practical handover and cover arrangements.

* Encourage senior leaders and managers to model healthy use
of annual leave.

Managing life outside of work Personalisation & relevance
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Supporting work-life balance through
flexibility and time away from work

Key recommendations

Design work for sustainable performance

Flexibility and annual leave do not operate separately from workload
and workplace culture. The World Health Organization identifies
excessive workloads, understaffing, inflexible hours and lack of
control over job design as risks to mental health. It recommends
organisational interventions to address workplace risks, supported by
manager training and worker participation.

Recommendations
* Review whether workload expectations are compatible with leave
and flexible-working policies.

* Monitor out-of-hours working and sustained workload pressure.

+ Give managers clear responsibility for supporting recovery time
and appropriate boundaries.

+ Consult employees when evaluating how working arrangements
operate in practice.

+ Treat flexibility, workload and leave as connected elements of work
design rather than separate policies.
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S UppOl"I'l ng employee Key recommendations
hea I.I.h a nd wel I bel ng Treat health and wellbeing as part of the core

through benefits * propotior

Balance treatment with prevention and early
intervention

Improve awareness and confidence in
Healthcare cover and insurance ranked accessing support
among the most highly valued workplace - Embed and evaluate wellbeing support
benefits, while 46% of respondents agreed
that health and wellbeing benefits were an
extremely important factor in their loyalty to
an employer.

Access to healthcare and insurance support was also
associated with higher overall benefits satisfaction. Key queqwqy

However, providing individual benefits cannot compensate
for working conditions that negatively affect health. WHO
guidance recommends a broader approach that prevents
workplace risks, promotes mental health and supports
employees experiencing health conditions.

Effective health and wellbeing strategies combine
accessible benefits with healthy working practices.
Employers should focus on prevention, clear
access and evidence of effectiveness, ensuring
that support is embedded into the employee
experience rather than delivered as a collection of
disconnected initiatives.

Financial security & Flexibility, autonomy
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Supporting employee health and wellbeing through benefits

Key recommendations

Treat health and wellbeing as part of the core
proposition

Eighty-one per cent of respondents considered
healthcare cover and insurance important, while more
than a third identified the impact on their health and
wellbeing as one of the most important factors when
evaluating a benefits package. Health support therefore
has relevance to attraction and retention, as well as
employee wellbeing.

Recommendations
* Present healthcare, insurance and wellbeing support
clearly within recruitment and onboarding.

* Explain what each benefit covers, who is eligible and
how it can be accessed.

* Evaluate health benefits against employee needs
rather than treating them as peripheral perks.

* Review whether provision supports physical, mental
and emotional health.

+ Consider awareness, access and employee outcomes
alongside cost when assessing effectiveness.

Flexibility, autonomy
& work-life balance

Financial security &

Key findings overall compensation

Health, wellbeing & insurance

Balance treatment with prevention and early
intervention

Respondents reported access to a range of preventative
and everyday health benefits, including healthcare
vouchers, screenings and dental support. These sit
alongside treatment-focused provision such as private
medical insurance and counselling. WHO recommends
preventing psychosocial risks through organisational
interventions, protecting and promoting mental

health through training and literacy programmes, and
supporting employees through appropriate workplace
adjustments and return-to-work support.

Recommendations
* Review the balance between treatment, preventive
support and early intervention.

* Promote relevant screening, check-up and everyday-
health benefits.

+ |dentify workplace risks such as excessive workload or
low job control rather than relying only on individual
resilience initiatives.

* Provide managers with appropriate training and clear
escalation routes.

* Ensure employees returning after ill health receive
structured and proportionate support.

Managing life outside of work
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Supporting employee health and wellbeing through benefits

Key recommendations

Improve awareness and confidence in accessing
support

The research indicates that some respondents were
unsure which mental-health and emotional-wellbeing
benefits they could access. This shows that availability
and awareness are separate measures.

A benefit cannot deliver its intended value if information
is difficult to find, employees do not understand the
access route or they are uncertain about confidentiality.

Recommendations
* Measure employee awareness as well as benefit
uptake.

+ Create one clear and accessible source of information
covering available support.

+ Communicate benefits throughout the year instead of
relying only on enrolment periods.

* Clearly explain confidentiality and access
arrangements where relevant.

+ Equip managers to signpost support without
expecting them to diagnose or provide clinical advice.

Flexibility, autonomy
& work-life balance

Financial security &

Key findings overall compensation

Health, wellbeing & insurance

Embed and evaluate wellbeing support

WHO identifies leadership, investment, worker
participation, evidence and integration as enabling
factors for sustainable improvements in workplace
mental health.

This supports moving away from isolated wellbeing
activities towards an approach that is connected to
work design, management and organisational decision-
making.

Recommendations
+ Set clear objectives for health and wellbeing provision
before assessing success.

+ Use employee feedback, awareness, utilisation and
relevant workforce indicators to review effectiveness.

+ Examine whether support is reaching the employees
and teams for whom it is intended.

+ Connect benefits decisions with workload, absence,
occupational health and management practices.

* Retain, improve or reconsider initiatives on the basis
of evidence rather than visibility alone.

Managing life outside of work
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S Upporh ng employees Key recommendations
beyond work 1.h roug h Evaluate targeted benefits differently

fa mily a nd CcAd ri ng - Review parental support beyond statutory provision
0 - Strengthen support for working carers
benefits .

Support employees through major life events

Family and caring benefits occupy a distinctive
position within the benefits landscape.

They were the most divided benefit category in the Robert

Walters research and ranked below pensions, flexibility Key fakeaway

and annual leave in overall importance. However, lower

collective importance does not make them irrelevant. Their Family and caring benefits may not be universally
value is concentrated among employees facing particular prioritised, but they can be among the most
responsibilities or major life events, and several family and important benefits at particular moments in an
caring benefits were associated with high overall benefits employee’s life. Employers should evaluate them

satisfaction.

according to the support they provide, not simply
the proportion of the workforce using them.
Stronger parental provision, practical support for
carers and clear policies around major life events
can help retain employees whose needs might
otherwise remain overlooked.

Employers should therefore avoid evaluating these benefits
solely by workforce-wide popularity. The more relevant
question is whether they provide effective support to
employees when that support is needed.

Financial security & Flexibility, autonomy
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Supporting employees beyond work
through family and caring benefits

Key recommendations

Evaluate targeted benefits differently
Although only 26% of professionals considered family benefits highly
important to them, their importance should not be underestimated.

Beyond parental leave policies, benefits such as caring leave or
dependant support, or subsidised childcare, were associated with
some of the highest satisfaction levels when offered. While these
benefits may be relevant to a smaller proportion of the workforce,
they can play an important role in retention, employee experience
and workforce participation during key life events.

Recommendations
* Assess family and caring benefits by their relevance and outcomes,
not uptake alone.

+ Consider retention, return-to-work experience and employee
feedback alongside utilisation.

+ Avoid removing targeted support solely because it is used by a
minority of employees.

* Review whether eligible employees know what support is available
before interpreting low take-up.

+ Distinguish between benefits designed for broad use and those
intended for particular circumstances.

e
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Supporting employees beyond work
through family and caring benefits

Key recommendations

Review parental support beyond statutory provision
Respondents with access to enhanced maternity, paternity and
adoption leave reported higher overall benefits satisfaction than
those with statutory-only provision.

This highlights the positive role that enhanced parental support
can play in shaping employees’ perceptions of their overall benefits
package.

Recommendations
+ Benchmark parental provision against relevant talent competitors.

+ Assess where enhancement would have the clearest value and
operational feasibility.

+ Communicate eligibility, pay, duration and return-to-work support
clearly.

* Ensure managers understand the policy and apply it consistently.

+ Review the employee experience before, during and after parental
leave.

Financial security & Flexibility, autonomy

Key findings overall compensation & work-life balance
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Supporting employees beyond work
through family and caring benefits

Key recommendations

Strengthen support for working carers

More and more employees are balancing work with unpaid caring responsibilities,
particularly eldercare. A recent Carers UK report estimated that 1in 5 workers in the
UK combine paid work with unpaid caring, an increase of 37% since 2019. Moreover,
59% reported that their caring responsibilities impacted their work, and growing
numbers of carers are cutting back hours at work or leaving work altogether.

Despite access being linked to significantly higher overall benefits satisfaction, only
24% of respondents had access to paid carers leave, and less than 5% of respondents
had elder care/dependent support benefits. These responsibilities are not always
visible to employers, but their impact on work-life balance, career progression and
workforce participation should not be underestimated.

Recommendations
* Review whether current provision extends beyond the applicable statutory
minimum.

+ Consider paid carer leave where organisationally feasible.
* Provide flexible options for planned and unexpected caring responsibilities.
* Document carer support clearly, including leave, flexibility and available services.

+ Equip managers to respond consistently and sensitively when employees disclose
caring responsibilities.

+ Consider a carers’ network or named internal point of contact where workforce
need supports it.

Financial security & Flexibility, autonomy
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Supporting employees beyond work
through family and caring benefits

Key recommendations

Support employees through major life events

Childcare support, fertility and family-planning benefits may

have relatively low overall availability or use, but can become

highly significant at particular times. The survey found that 78% of
respondents had no additional family or household support benefits.

The objective should not be to offer every possible benefit. It should
be to identify where current provision leaves employees without
meaningful support during events that could affect attendance,
wellbeing or retention.

Recommendations
* Map existing support across parenthood, fertility, childcare, caring
and bereavement.

* Identify gaps where employees currently depend on manager
discretion.

* Explore practical support as well as leave, including signposting and
return-to-work arrangements.

* Define policies clearly enough to support consistency while retaining
appropriate flexibility.

+ Gather focused feedback from employees who have used relevant
policies rather than relying only on workforce-wide surveys.

Financial security & Flexibility, autonomy

Key findings overall compensation & work-life balance
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Bes pOke sa Ia ry & beneﬁ'l's repo r'l'i ng Robert Walters market intelligence

objectives:
Robert Walters Market Intelligence

While this benefits report offers an overview of benefits received by role seniority @% Attract a wider talent pool
and company size our dedicated market intelligence team provides a bespoke
service for businesses looking for tailored data comparisons based on specific
industry, sub-sector and/or job role.

@) .
{@f’ Increase retention rates

Whether you're looking to overhaul your employment package, accurately forecast headcount
spend, or improve your talent attraction and retention strategies, our salary and benefits
benchmarking services use a combination of our own recruitment data, publicly available insights
and the knowledge of our recruitment experts to provide you with a bespoke report. Make reliable decisions

Learn more here.
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London & South East

Robert Walters London
11 Slingsby Place St Martin’s Courtyard
London WC2E 9AB

t: +44 (0) 20 7379 3333
e: london@robertwalters.com

South & East of England

Robert Walters Milton Keynes
1st Floor

Altius House

North Fourth Street

Milton Keynes MK9 1DG

t: +44 (0) 1908 04 4000
e: miltonkeynes@robertwalters.com

Key findings Financial security &

Flexibility, autonomy
overall compensation & work-life balance

Employee Benefits Guide

Midlands

Robert Walters Birmingham
9th Floor 11 Brindley Place
Birmingham B12LP

t: +44 (0) 1212815000
e: birminghame@robertwalters.com

Ireland

Robert Walters Dublin
Level 3

2 Dublin Landings
North Wall Quay
Dublin 1DO1V4A3

t: +353 (0) 1633 4111
e: dublin@robertwalters.com

North

Robert Walters Manchester
1Spinningfields

1Hardman Street
Manchester M3 3EB

t: +44 (0) 161 214 7400
e: manchester@robertwalters.com
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Africa | Australia | Belgium | Canada | Chile | Mainland China | France | Germany | Hong Kong | India | Indonesia | Ireland | Italy | Japan | Malaysia | Mexico | Netherlands | New Zealand |
Philippines | Portugal | Singapore | South Korea | Spain | Switzerland | Taiwan | Thailand | United Arab Emirates | United Kingdom | United States | Vietnam.
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