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= Real Time Information



Presenter
Presentation Notes
http://www.hmrc.gov.uk/payerti/index.htm  


== On or Before

 FPS required each time you pay employees
« Easements
* Ad hoc payments
 Difficult to report at time
« Small employers
http.//www.hmrc.gov.uk/payerti/on-or-before.pdf
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On or before scenarios - http://www.hmrc.gov.uk/payerti/on-or-before.pdf 

However
Under the easement, if a payment is ad hoc, perhaps because a new starter has arrived and payroll have not yet got all the information, or an overtime payment has been missed off, or an ad hoc payment on account of earnings, then these can be reported the next time the regular payment is run.

 Note: 
Payments on account of earnings are not considered to be ad hoc where it is established practice for some earnings to be paid outside the normal payroll cycle – e.g. where overtime is always paid more frequently 	Can now be submitted the next time the regular payroll is run. 

Advances v loans – explain the basics if a loan it is expected to be repaid and not subject to PAYE & NICs at the time whereas an advance is - http://www.hmrc.gov.uk/manuals/eimanual/EIM42280.htm but could well be covered by the easement.


Difficult to report
Payments which meet all of the following conditions: 
made to employees for work done on the day of payment before they leave the place of work; and 
where it was not reasonably practicable for the employer to calculate the payment due before the completion of the work; and 
it was not reasonably practicable for it to be reported ‘on or before’ the time of making the payment. 

This includes, for example, where someone is employed to pick crops in a field and they are paid in cash based on the amount that they have picked. It also includes catering staff paid by the hour at the end of their shift 	
They have seven days following the day on which the payment is made to submit the FPS. 	


Short term arrangements for small employers. Employers with fewer than 50 employees. 
Payments that are made to employees weekly or more frequently and the payroll is only processed monthly.
Note:
This is until the 5 October 2013 to allow small businesses to adapt to regular PAYE reporting in real time.

By the date of their regular payroll run but no later than the end of the tax month (5th).


Just in case – Shares 

Shares the easement is around notional payments further guidance on what is a notional payment - http://www.hmrc.gov.uk/payerti/payroll/special-pay/non-cash.htm#1 
Certain types of payment where there is no transfer of money from the employer to the employee. These include certain payments by an intermediary of an employer, certain payments by non UK employers, or payment made using special types of income. 
For example, when an employer awards shares to an employee for less than their market value, this may be a notional payment. 	
The earliest of:
the time that the employer operates PAYE on the payment; or
14 days after the end of the of the tax month in which the payment was made – e.g. for a payment made between 6 July and 5 August, this would be 19 August.

http://www.hmrc.gov.uk/payerti/on-or-before.pdf

= \What to report?

 Data to be included on a FPS
e Data Alignment process
» Offering payroll services what must you consider?




= Adding a new starter

e In date P45 received
 Employer selects starter statement

e Old P45 received

 Must obtain full starter declaration

e No P45 received
 Must obtain full starter declaration
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As we all know, you must work out and apply the right tax code for your new employee. The tax code you need to use depends on when they left their previous employer and their starting date with you. 
 
When you enter a start date for a new employee you must also complete a starter statement A, B or C on their first FPS 

The first thing that you will see is that HMRC guidance no longer says you must obtain a starter declaration from every new starter.  In reality it could be good practice to get in to the habit of doing so anyway because we don’t know how long the P45s are going to last.  But nevertheless, this is a change. 

The next big change is that if you receive an in date P45 and the tax code is BR, 0T or D prefix you can use the code on the P45, but, as the employer you should select box C.  This is a big change from previous instructions which said you should always get a starter declaration and if the employee ticked box C then you should ignore any code on the P45 and use BR.

If your employee gives you a starter declaration after your first FPS for them
add any personal details
store the information
if you have not received a tax code from HMRC operate the code that relates to declaration A, B or C 
if you have received a tax code from HMRC, continue to use that code number 
do not enter another start date on the FPS 

Late P45 
Sometimes a new employee may give you a P45 after you have made an FPS that includes them. For example, they may have got their P45 from a previous employer late, or they may not have given it to you in time.
What you need to do depends on whether you have received a tax code for the new employee from HMRC.
If you have received a tax code from HMRC for this employee
You should continue to use the tax code, and any previous pay and tax information, supplied by HMRC. If the student loan indicator is shown on the P45 start deducting student loan repayments, unless you've been told by HMRC to stop, from when the employee started with you.
If you have not received a tax code for this employee
You should check the details on the P45. 
If the figures on the P45 (if dated after 6 April 2013) are incorrect, you should use the corrected figures.
You record the P45 information differently depending on whether you are using commercial payroll software or HMRC's Basic PAYE Tools.
If you are using commercial payroll software:
decide which tax code to use – there’s a table on HMRC’s website which explains this 
follow your software's instructions to update your employee's details 
adjust the employee's database entries for the week you started to show the total pay and tax and tax to date from the P45 (if dated after 6 April 2013) - or the correct ones if your software found errors 
do not include previous pay or tax in your next FPS - only report figures from employment with your business 
do not include another start date in your next FPS 

If you are using HMRC's Basic PAYE Tools:
decide which tax code to use – again you can find help on HMRC’s website if you’re not sure, and enter it into the employee database 
enter the details from the P45 on the employee's record in Basic PAYE Tools 
adjust the employee's database entries for the week you started to show the total pay and tax and tax to date from the P45 (if the leaving date is after 5 April 2013) - or the correct ones if Basic PAYE Tools found errors 
do not include previous pay or tax in your next FPS - only report figures from employment with your business
do not include another start date in your next FPS 
Note: Whether you use commercial payroll software or Basic PAYE Tools, it's important that you don't put another start date on the FPS - including where there was no start date reported on their first FPS. If you do, this could cause duplicate 'employments' on HMRC's records.



= Adding a new starter continued

e Starter declaration received after first FPS
e Tax code received from HMRC
 Tax code not yet received

» P45 received after first FPS

e Tax code received from HMRC
e Tax code not yet received
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If your employee gives you a starter declaration after your first FPS for them
add any personal details
store the information
if you have not received a tax code from HMRC operate the code that relates to declaration A, B or C 
if you have received a tax code from HMRC, continue to use that code number 
do not enter another start date on the FPS 

Late P45 
Sometimes a new employee may give you a P45 after you have made an FPS that includes them. For example, they may have got their P45 from a previous employer late, or they may not have given it to you in time.
What you need to do depends on whether you have received a tax code for the new employee from HMRC.
If you have received a tax code from HMRC for this employee
You should continue to use the tax code, and any previous pay and tax information, supplied by HMRC. If the student loan indicator is shown on the P45 start deducting student loan repayments, unless you've been told by HMRC to stop, from when the employee started with you.
If you have not received a tax code for this employee
You should check the details on the P45. 
If the figures on the P45 (if dated after 6 April 2013) are incorrect, you should use the corrected figures.
You record the P45 information differently depending on whether you are using commercial payroll software or HMRC's Basic PAYE Tools.
If you are using commercial payroll software:
decide which tax code to use – there’s a table on HMRC’s website which explains this 
follow your software's instructions to update your employee's details 
adjust the employee's database entries for the week you started to show the total pay and tax and tax to date from the P45 (if dated after 6 April 2013) - or the correct ones if your software found errors 
do not include previous pay or tax in your next FPS - only report figures from employment with your business 
do not include another start date in your next FPS 

If you are using HMRC's Basic PAYE Tools:
decide which tax code to use – again you can find help on HMRC’s website if you’re not sure, and enter it into the employee database 
enter the details from the P45 on the employee's record in Basic PAYE Tools 
adjust the employee's database entries for the week you started to show the total pay and tax and tax to date from the P45 (if the leaving date is after 5 April 2013) - or the correct ones if Basic PAYE Tools found errors 
do not include previous pay or tax in your next FPS - only report figures from employment with your business
do not include another start date in your next FPS 
Note: Whether you use commercial payroll software or Basic PAYE Tools, it's important that you don't put another start date on the FPS - including where there was no start date reported on their first FPS. If you do, this could cause duplicate 'employments' on HMRC's records.



= Construction Industry

o CIS132 form updated

 What does this mean?
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23.04.13 - http://www.hmrc.gov.uk/cis/contractors/rti.htm 


= RTI| the latest

 |Issues and concerns
« Tax codes
 Reconciliation

e Guidance
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Update after Sue Hunt information from issues log


== EPS and the L&P Viewer

e How does it work?
 More than one EPS in a tax month



Presenter
Presentation Notes
Use example KT wrote


= Non-Standard PAYE Schemes

o Wil still fall under RTI from 2013 for example:
« Tronc
* NICs only liability

e Others from 2014 for example:
» Electoral payments
« Examination Fees
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Guidance on this can be found at - http://www.hmrc.gov.uk/rti/non-standard.pdf 
Slide shows examples on there are a number.


= Non-Standard PAYE Schemes

« Will not operate in real time
» Taxed Award Scheme
» Offshore Protocol

» Contractor only (no employees)
* Nil EPS issue

» Self-Employed




__ Quarterly and Annual

— Schemes

* No payments this period; what should | do?

e Annual scheme criteria
« all the employees are paid annually
« all the employees are paid at the same time/same date
» the employer is only required to pay HMRC annually
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If you are registered with HMRC as an employer who pays HMRC quarterly, HMRC will know to expect quarterly payments from you without you needing to do anything further. However, all employers still need to send an FPS every time they pay their employees, whether they pay HMRC monthly or quarterly. If you haven't made any payments to any employees in a tax month, you should send HMRC an EPS showing 'No payment due as no employees or subcontractors paid in this pay period' within 14 days following the end of the tax month. This also applies to employers who pay HMRC on a quarterly basis - if you do not, then HMRC will specify an amount due for that month, and pursue this at the end of the relevant quarter.�
2. If you only make one payment a year, it could be that the scheme should be registered as an annual scheme. Where an employer is registered as an annual payer/filer, HMRC only expects one return and one payment per year, the employer does not need to send in (‘no payment due/period of inactivity’) EPSs for the other 11 months of the year. To be considered as annual, a scheme must meet the following requirements:
all the employees are paid annually 
all the employees are paid at the same time/same date 
the employer is only required to pay HMRC annually 
If you do not meet this criteria, you must report your PAYE whenever you pay your employees - on or before the time that you pay them - using a Full Payment Submission (FPS). If you make no payments in a particular tax month, you should tell us using an Employer Payment Summary.

If your scheme is registered as annual but you submit more than one FPS in the year, HMRC will automatically cancel the annual payer status for that year and following years. Our debt management processes will revert to expecting filing/payment on at least a monthly basis. 
Please note that, in reviewing requests for a scheme to be treated as annual, HMRC will check the employer's payment history to see whether such a request is appropriate. Employers requesting annual schemes where it is clear that they should be paying HMRC monthly will be considered non-compliant and liable to potential penalties.
At the other end of the scale, if you are not paying any employees at all, you should consider whether a PAYE scheme is (still) necessary.




= Payroll Adjustments

 Employee personal details

e Start date incorrect

« Leaving date incorrect

 FPS shows a leaver but employee stays
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HMRC refer to it as correcting errors, but of course this is not always the case is it!!! - http://www.hmrc.gov.uk/payerti/reporting/errors.htm 
Personal details: ask employee to advise HMRC but also update payroll and send with the next FPS
Employee start date is wrong
If you have incorrectly reported the date an employee first started working for you, you should update your payroll records to reflect the correct start date. You must not, however, report the corrected start date on your next FPS to HMRC as this will result in a duplication of the employee's record on HMRC's systems and the possible issue of an incorrect code number.
Employee leaving date is wrong
If you have incorrectly reported the leaving date of an employee you should update your payroll records to reflect the correct leaving date. You must not, however, report the corrected leaving date on your next FPS to HMRC as this will result in a duplication of the employee's record on HMRC's systems. 
Employee comes off the payroll
If you have taken an employee off your payroll in error (for example, an employee changes their mind and decides to continue working for you) and you have already notified HMRC of their leaving date on an FPS, you should write to HMRC at:
Customer Operations Employer Office�BP4009�Chillingham House�Benton Park View�Newcastle Upon Tyne�NE98 1ZZ
Or, if you prefer you can contact HMRC's Employer Helpline



= Payroll Adjustments continued

e Error found before FPS submitted
» Correct Year to Date figures or
e Show adjustment by submitting separate FPS

e Additional FPS submitted

* “in this pay period” must be difference only
« Update Year to Date figures
* Ensure shows payment date
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If you discover the error before you submit your next FPS
You can either:
correct the error by using revised year to date figures on your next regular FPS - this is often the easiest way to handle the correction
show the adjustment by submitting an additional FPS for the pay period for the employee(s) the error relates to
If the correction necessitates an additional payment to the employee outside of the regular payroll cycle you must submit an additional FPS on or before the date of the additional payment.

The drawback with the first option is that if the original FPS showed that you had deducted more tax  and/or NIC than you actually have done, then HMRC may contact you wanting payment for the apparent underpayment.  So far, if they accept it if an employer says that a correcting FPS will be following in the next payrun, but there is nothing to say this will continue so please beware.

If you use the second method, and submit an additional FPS to correct an under reported amount of pay or deductions:
the 'in this pay period' fields must only contain the difference between what had been originally reported and what the figure should be on that payment date
you must update the year to date figures to reflect the correct year to date position for that pay period and previous pay periods
bear in mind that a change to a payment amount or PAYE tax deduction may have an additional effect on the employee's NICs if they're near the Lower Earnings Limit (LEL), the Primary Threshold (PT) or the Upper Accrual Point (UAP)
make sure that the additional FPS is clearly marked with the payment date it relates to
If you submit an additional FPS, your payroll software should work out the correct values that you will be reporting. But it's useful for you to understand what you'll be reporting and why.
http://www.hmrc.gov.uk/payerti/reporting/errors.htm



= Payroll Adjustments continued

« Discovery of error after an earlier FPS submission
« Error after employee leaves

* Error for National Insurance Category

e Error on Employer Payment Summary

« Final payment indicator omitted on final FPS
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If you discover the error after you've submitted a subsequent FPS
If you discover an error after you've submitted a later FPS, but still in the same tax year - for example you notice an error made in month three during month seven - you must amend the error by adjusting your next payroll. However if the error necessitates an additional payment to the employee outside of the regular payroll cycle, then you must submit an additional FPS on or before the additional payment is made. For example, if you find out before sending the FPS for month seven that an employee was under or over reported pay of £100 in month three, you must adjust the month seven 'year to date' figures to reflect the correct year to date position.
If you discover the error after the employee has stopped working for you
If the error relates to an employee who has left your business, you must include the employee on the next available FPS, showing updated year to date figures reflecting the correct year to date position at their date of leaving. The original leaving date must be shown again on the FPS and the payment date must be the same as, or later than, the original payment date shown on the employee's last FPS. 
You can enter up to four National Insurance category letters for one employee on an FPS. In most cases, the category letter you use at the start of the year will be the same for the whole year. 
If you discover that the wrong National Insurance category letter was used for an employee on an FPS you have submitted, you should on your next FPS:
make an entry in all the National Insurance data fields, even if it is zero , for the incorrect category letter 
enter the correct category letter and show for that letter the correct year to date National Insurance data 
Reporting errors on an Employer Payment Summary (EPS) - current tax year
If you have recovered statutory payments or received NICs compensation on:
statutory payments 
Construction Industry Scheme (CIS) deductions suffered 
the amounts you have claimed under the Regional Employer National Insurance Contributions (NICs) Holiday for New Businesses 
You will have recorded these on an Employer Payment Summary (EPS).
If you have made a mistake on an EPS in the current tax year, you should submit another EPS to show the correct total year to date figures.
You must always show correct total year to date figures on the EPS. You should not show the difference between what was originally submitted and what the figure should be. Your first EPS after your started sending PAYE information in real time should have included any recovered payments within the same tax year, even if they were recovered before you started to send PAYE information in real time.
If you have submitted your final FPS (and where appropriate an EPS) for the tax year, but haven't indicated that this is your 'Final submission for the tax year', you must submit an EPS including final figures, indicating that it is your 'Final submission for the tax year'. You must also complete the end-of year-declarations and questions.
You don't need to send another final FPS - just a final EPS is required.



= Common Questions

 What about advances for Statutory Payments?
e All employees below the tax allowance?

e Hire, resign and re-hire; what happens?
 What if | report no activity and then there is?
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If you have claimed an advance of statutory payments then the amount you report on an EPS will be set off against the PAYE due as reported on an FPS. If a credit remains this will be set-off against any advance you have claimed, and any remaining credit will be used against any other amount due, or if nothing is due you can contact HMRC and claim a repayment or reallocation.

2. Previously the P38(A) would have been used to report those earning less than the personal allowance however this has now changed.  If all employees earn below the allowance then no FPS is required, however as soon as there is one employee in the company where PAYE is operated all employees must be included on the payroll and therefore the FPS. Remember this might include someone who is paid below the LEL but who has a second income so PAYE must be operated.

3. The system will count the two employments as separate by operating on the information submitted by the employer. The last payment from the first employment should have a date of leaving. The first payment from the new employment should include the starting information including start date and should not take into account pay and tax information from the previous contract when calculating the year to date figures. If the employer is using payroll ids they must ensure the second contract is set up using a different payroll id.

4. If you have submitted an EPS file indicating a period of inactivity, but circumstances change, and payments are paid within this ’inactive’ period, then you must send an FPS for these further payments. In these circumstances the scheme will become activity for the rest of the year and you will need to send a fresh no payment due/period of inactivity EPS if you would go back to a period on inactivity.
 
Similarly if you are registered as an annual payer/filer, but circumstances change, and payments are paid within the ’inactive’ period, you will no longer be considered an ‘annual payer/filer’ (as you have submitted more than 1 FPS - for different tax months - in a tax year). If circumstances change back you will need to register again as an annual payer with HMRC. 






= Common Questions continued

 What and when do | use Earlier Year Updates?
« Adjustments of tax; in-year or end of year?

« Excess CIS deductions; can | have a refund?
 What date of leaving should be shown?
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1. The EYU is needed to correct details of previous RTI years - you will only be able to use it for the tax years where you were required to operate PAYE using RTI. An FPS can only be sent up until 19 April following the end of a tax year - after this any corrections need to be made on an EYU.
Non-RTI years will still be corrected via amended P35/P14s as per the existing PAYE arrangement.
2. Adjustments can be made throughout the year with the final FPS showing the correct Year To Date (YTD) figures. If adjustments relate to previous RTI tax years then the EYU is needed to show the correct details
3. Yes you can have a refund at the year end, and if there are no outstanding debts. 
4. The date the employment ended – watch out with software but remember universal credits impact on employee
5.


= Common Questions Continued

» New scheme reference not received in time for first FPS:; what do
| do?

 Payroll ID; what is it?

| have a PAYE scheme but no payments to make?
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NEW SCHEME REFERENCE NOT RECEIVED IN TIME FOR FIRST FPS; WHAT DO I DO?
The CIPP Real Time Information online forum (SIG) posted a concern around registering new employers/schemes and asked what would happen if the first FPS was required and no reference.  We have received the following response from HMRC.
 
We will be monitoring this during 2013-14, when there are no late payment or late filing penalties and will consider further changes if necessary.
 
HMRC acknowledges that it can take time to register a new PAYE scheme. In most cases this does not cause a problem because the employer registers their scheme in good time before starting to pay employees. 
 
 
An employer should operate PAYE from the outset.  If they need to pay employees before their scheme reference is issued start submitting PAYE information in real time as soon as practical once the scheme is set up.  
 
 
We will be monitoring this during 2013-14, when there are no late payment or late filing penalties and will consider further changes if necessary. 
 Payroll ID - what is it and why does HMRC need it:
There have been concerns raised in respect of the Payroll ID on the CIPP LinkedIn group.  HMRC provided the following information:
It’s crucial that HMRC can match information reported by employers with the right employment in our systems. If we can’t do this HMRC might think employers owe more money than they actually do, and we might get individuals’ tax codes wrong.
We currently match information using key identity data including the employee’s name, date of birth, current gender and National Insurance number. We also use Payroll ID as part of this matching process – this is vital for situations where an employee has more than one job with the same employer (which is common in some sectors).
In some cases the Payroll ID is currently generated by payroll software, and the employer will not be aware of it. But this will depend on the software package
From April 14 HMRC will be require a Unique Employment Identifier (UEI) to be used for each employment. Each UEI must be unique within that PAYE Scheme. Again, it is envisaged that this will be created and submitted by the payroll software that is used to send in the real time PAYE information. HMRC is working with employers, payroll agents and software developers to finalise the requirements for the UEI, and will continue to work with them to ensure we have good, clear guidance for employers.
Guidance
E12 day to day payroll will be updated online
 
PAYE scheme but no payments

Some new small companies often want to apply for dispensation from reporting certain expense reimbursements etc then (per https://online.hmrc.gov.uk/shortforms/form/P11DX?dept-name=&sub-dept-name=&location=0&origin=http://www.hmrc.gov.) a PAYE scheme is required, even if there are no plans to pay the owner directors until the business is profitable. It can be a few years before these individuals draw any salaries. Therefore, in such cases there are no monies to be paid to HMRC and if there are no taxable benefits then there will be no P11Ds either, but the scheme has to remain open for the dispensation to be valid.

employers in the circumstances described should apply for a dispensation and pseudo PAYE scheme rather than set up a live scheme.  I have been pointed to guidance at COG907080 and the 480 Booklet
 
COG907080 confirms the employer needs to request a pseudo employer scheme, and provides a link to our users on how to handle that.  
 
The 480 Booklet confirms:
 
2.3 Where a dispensation is given, the Pay As You Earn scheme does not apply to the payments or benefits concerned. The employer need not show the particular payments or benefits on the annual return he or she makes to HMRC (see Chapter 24), nor need the employee show them in his or her Tax Return.
 
I understand that there is an on-line application, but it may be easier to apply in writing, quoting the relevant guidance.

We are still awaiting guidance on how an existing PAYE scheme could be converted to a pseudo scheme for these purposes.
 



= Making RTI payments

 Payment dates and paying in full

e Checking your PAYE record

e NoO submissions sentto HMRC
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Payment dates and paying in full
Due dates for payment remain unchanged.
Cheque payments need to be received by the 19th of the month following the end of the tax month of deduction, and cleared electronic payments by the 22nd. This means if you pay monthly, HMRC should receive the PAYE you deducted between 6 April and 5 May 2013 by 19 or 22 May 2013 depending on your method of payment.
As always, we expect employers to pay us in full by the due date. 
Payment in full is the: 
total amount shown on your Full Payment Submission(s) (FPS) for a tax month, including any corrections or adjustments submitted on or before the 19th of the following month
less the amount shown on any Employer Payment Summary (EPS), also submitted on or before the 19th of the following month
So, for example, the payment due from you for the month of April (the period between 6 April and 5 May 2013) will consist of your FPS, any amendments to those, plus any EPS, received by 19 May 2013. Amended FPS and EPS received after this date will be taken into account in your charge for the following month. 
You should also use an EPS to tell us that you have no FPS to send as, without it, we will instead calculate what we believe is due - and expect you to pay it in full. See 'What if I don’t send any PAYE report in real time?' below. 
It is important you pay using the right payslip or, if paying electronically, you use the right reference number.
You need to pay using your 13 character Accounts Office reference - for example 123PA00012345 - and adding to the end the tax year ending and month number your payment relates to. So, to pay 2013-14 month 01 you would add 1401 making your reference 123PA000123451401.
If you don’t give the right reference number you could be contacted unnecessarily about an apparent debt because your payment has been delayed

Checking your 2013-14 PAYE position
You can use our online PAYE Liabilities & Payments Viewer to confirm the real time submissions that we have received, and to see both what you owe and what you have paid. �But please be aware that the Viewer might not show the most up-to-date position for: 
What you owe to HMRC: please note that the Viewer's 'Amount due in period' figure is updated on the 6th and 20th of each month, based on all submissions received to those dates. So any submissions made between these dates will not be reflected until the next update. �What you have paid to HMRC: please note that there is a slight delay in the payment information reaching the Viewer. So any very recent payments you have made may not be shown.


What if I don’t send any PAYE report in real time?
If you were due to start reporting PAYE in real time from 6 April 2013 and you don’t make any PAYE real time submission to HMRC (on an FPS or EPS) before 19 May, we will send you an estimated charge for you to pay in full, which we refer to as the 'specified charge'.
This will be based on your previous PAYE payment and filing history, and will represent what we think you owe. You will be able to see any specified charges on the PAYE Liabilities & Payments Viewer. A specified charge does not replace the need for you to send an FPS - you still need to submit this to report the actual deductions you have made. Also if the actual deductions you've made are more than the specified charge, you should pay the additional amount too.
Employers who pay HMRC quarterly should still send a monthly FPS and/or EPS to HMRC, otherwise they too will incur a monthly specified charge. However, quarterly payers will still only be expected to pay in full on a quarterly basis rather than monthly. The first such payment date will therefore be 19 or 22 July, depending on the method of payment. 



= RTI| Penalties

o Late filing
* |naccurate returns
e Late payment

 Underpayments

e Other considerations
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Which brings us to the penalty regime.

Previously, because HMRC never knew how much tax and NIC was due during the year, they could only charge interest on any late payments received after 19 April at the end of the tax year.  With the immediacy of RTI that is all changing and HMRC will have a range of opportunities for charging interest on outstanding payments or a penalty for any inaccurate submissions, meaning an employer can’t knowingly under-report as they will be penalised for it.
That being said, HMRC does recognise that this is a huge change, and employers, whilst trying to work out what they are supposed to be doing and reporting, may well make mistakes.  And so, HMRC are not going to raise any penalties during this first year of RTI.  

Penalties for late returns 2013-14
The current penalty regime will continue to apply at the tax year end. There will be no penalties if an Full Payment Submissions (FPSs) is submitted late during the year. 
Employers and pension providers must submit a Full Payment Submission (FPS) “on or before” they pay an employee or pensioner. If they still have information to send after 5 April, they can send this on a FPS until 19 April, then on an Earlier Year Update (EYU) after that. To avoid a late filing penalty for 2013-14, they must report the final payment made to an employee or pensioner by 19 May following the end of the relevant tax year. This fits with the penalty regime in place before RTI was introduced, i.e. anything received after the end of the tax year will be penalised.

Penalties are calculated on the basis of £100 per 50 employees and accrue for each month (or part month) that a return remains outstanding after 19 May.

Penalties for inaccurate returns and 2013-14
And the same thing applies for inaccurate returns, in that, no penalties, in principle will be charged on any inaccurate returns as long as it  seems as though it has arisen because the employer is trying to get to grips with what is required of them under RTI.  So, errors that arise despite taking reasonable care attract no penalty at all and penalties for errors due to failure to take reasonable care can be reduced to zero with full and unprompted disclosure.

But to ensure that the really naughty boys don’t take advantage of this relaxation HMRC can’t just say that they won’t charge any penalties over the next year.  Penalties for inaccuracies may apply to in-year returns from 2013-14. 


Our approach to late payment
Reporting in real time does not change an employer or pension provider’s legal obligation to:
1.      pay HMRC in full
2.      at the right time 
what they deduct from their employees or pensioners as they go through the year. 
However, as we have said above, we realise that reporting PAYE information in real time is new for employers and pension providers, but HMRC is trying to help all employers to get up-to-date and on the right lines, well ahead of the introduction of automatic late payment penalties. We want on-time payments not penalties. So HMRC are not immediately going to charge interest on late payments.  First they will try to establish what’s gone wrong and educate the employer.


2012-13 underpayments
From 19 November 2012 onwards we will contact stage 1 & 2 pilot employers with apparent underpayments by phone in the first instance. 
Those calls are from staff who have had RTI training and whose first objective will be to confirm whether the “apparent” debt is correct and work with employers to correct it if they do not agree the sum due. If the debt is agreed they will ask for payment (or discuss Time to Pay).  


Other considerations
HMRC are also considering a temporary tolerance for those situations where there is a small difference between the amount due per the FPS and the amount actually paid over.  Again they are asking for employer / stakeholder views on that proposal.


 


= Penalties

« 2012/13
» Late filing of in-year submissions
* Incorrect submissions
* Risk based approach being adopted now
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submitted late.  To avoid a late filing penalty, employers must report the final payment made to their employees or pensioners by 19th May 2013.
HMRC will not charge incorrect return penalties, if we identify in-year returns that are incorrect.  But incorrect return penalties may be charged, after the end of the tax year, if the inaccuracies are not corrected by the time the final FPS for the year is submitted.
We will use a risk based approach to identify employers who we think may be underpaying or paying late in year and who therefore may be liable to a penalty.



= Penalties

« 2013/14
e Late filing of FPS
* Incorrect submissions
* Risk based approach adopted
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There will be no late filing penalties if in-year FPSs are submitted late.  To avoid a late filing penalty, employers must report the final payment made to their employees or pensioners by 19th May 2014.
HMRC may charge penalties for any FPSs which are found to be incorrect.  We will continue to use a risk based approach to identify employers who we think may be submitting incorrect returns. 
We will use a risk based approach to identify employers who we think may be underpaying or paying late in year and who therefore may be liable to a penalty.
 
These transitional arrangements for the penalty regimes have been introduced to provide a soft landing for those joining RTI and to try to ensure equity of treatment between those who are and those who are not operating RTI.



= Penalties

e April 2014

* Automated monthly late filing penalty

« Automated monthly late payment penalty
* Inaccurate return manual penalty

* Risk based still adopted
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A new penalty regime will apply from April 2014 and will include:
An automated monthly late filing penalty for those who fail to submit a return(s) to HMRC on or before they make a relevant payment to an employee;
An automated monthly late payment penalty for those who do not pay to HMRC the amount declared on their return for the tax month or quarter by the relevant deadline;
Inaccurate return penalties will continue to apply if we identify that an employer has submitted an incorrect return.  These penalties will not be automated.  We will use a risk based approach to identify employers who may be submitting incorrect returns.  Incorrect return penalties will [usually] only be charged following an employer compliance intervention. 



= Penalty charges

e Late payment as now but amendments to allow for in-year

e Late filing
e On or before rules
* Only one penalty per month
* One chance per year
» PAYE scheme size £100 to £400
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Late payment and error penalties
The late payment and error penalties will be largely based on the existing penalties legislated in Schedule 56 of Finance Act 2009 and Schedule 24 of Finance Act 2007 respectively.  We intend to make some changes via Finance Bill 2013 to enable these penalties to work properly for RTI.  These include:
 
A minor change to schedule 56 to enable late payment penalties to be charged automatically in year rather than waiting until the end of the year.  We envisage that HMRC’s IT systems would compare the amount paid in the tax period (month) with the amount due on the returns for that period and subject to a possible tolerance and other exclusions for processes like Time to Pay arrangements, if there is an underpayment or late payment, a penalty would be issued.  
Small amendments to schedule 24 so that for incorrect return penalties, HMRC can treat the whole tax year as the assessment period.  The current legislation treats the return period as the assessment period.  Under RTI that could mean assessing multiple penalties for repeated errors within a tax year. This change will simplify the process for HMRC and employers.  Schedule 24 penalties will not be automated.  We will continue to use a risk based approach to identify employers who may be submitting incorrect returns and who therefore may be liable to a penalty.
 
Late filing penalties
The draft legislation and explanatory note containing the new late filing penalties, as well as the changes to the late payment and inaccuracy penalties, was published on 11th of December 2012 and is available on the HMRC website (http://www.hmrc.gov.uk/budget-updates/march2012/finance-bill-2013-draft.htm). We would welcome any comments on the legislation.  The key features of the proposed legislation are:
If an employer fails to submit a return “on or before” making a relevant payment to an employee (subject to easements in certain cases as provided by the PAYE regulations), they will incur a late filing default;
Filing defaults will lead to a late filing penalty, but only one penalty will arise in a tax month;
The first tax month that the employer defaults each year does not give rise to a penalty;
Penalties are calculated on the basis of £100 per 50 employees and accrue for each month (or part month) that a return remains outstanding after 19 May.
The penalties will be assessed and notices sent to employers quarterly.  The usual route of appeal based on reasonable excuse will continue to apply. We anticipate sending warning electronic messages notifying that a default appears to have occurred as soon as that is identified by our systems ;
If any return is outstanding more than 3 months, HMRC may charge a penalty of 5% of the amount that would have been shown on that return – even if that amount has been paid.  This penalty will be applied manually in cases where the automatic penalties have not proved to be a sufficient deterrent.



= RT| Survey

 Make sure you completeiit.........
e http://www.hmrc.gov.uk/news/have-your-say-rti.htm

e Open until 20 September 2013



http://www.hmrc.gov.uk/news/have-your-say-rti.htm




= Why Automatic Enrolment?

« Estimated 7 million not saving for retirement
« 2009/10 pension savings fell by £2 billion
 Working people v pensioners

100 years young
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It is estimated that 7 million people in the UK are not saving enough to provide an adequate retirement income and according to Scottish Widows, 20% of individuals are not saving anything at all.  The Office for National Statistics reported that, due to the global financial crisis, pension savings fell by £2 billion in 2009-2010 so the importance of tackling under-saving has risen even since automatic enrolment was first proposed a few years ago.
The UK’s demographics have also changed enormously; 
in 1901 there 10 people working for every pensioner in the UK and 2010 figures show that this figure has dropped to only 3
for the first time ever there are now more pensioners in the UK than there are under 16’s
in 1980 there were 2,500 people who had reached the age of 100 in England & Wales, there are now nearly 13,000
the number of people aged over 100 is expected to nearly double between 2030 and 2035, when it is projected there will be 97,300 centenarians in the UK
it is then expected to more than double again during the next decade, at 202,100 by 2045
it is estimated that by 2066 there will be at least 507,000 people in the UK aged 100 or over
of those alive today, it is estimate that 10 million will live to be over 100.  



= Legislation

« 2006 — the DWP publish White Paper
e Pensions Act 2008

* Many consultations since

e Pensions Act 2011

* April 2012 two consultations outstanding
e Staging dates for SMEs
o Career Averaging Schemes
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The Staging dates is looking at when to bring all SMEs in 2017/2018?
Career Average Scheme – looking to offer flexibility to ensure it is a qualifying scheme – see NOL 2 May 2012


What Will Employers Actually Need To

Know?

» Workforce make-up
 Who is in, who should be in, who could want in?
* Qualifying earnings trigger
» Entitled v non eligible v eligible
» Age trigger i.e. 22yrs
* Postponement end date
* Re-enrolment data collection
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BEFORE ANY OF THIS THEY OBVIOUSLY NEED TO ENSURE THEY HAVE A QUALIFYING SCHEME SECURED
Payroll will hopefully work with their provider to have at the very least the above triggers.  It is important however to understand which system can do what i.e. HR or payroll. 
Where is the data stored for the trigger to happen?
Need to stress here what the payroll department needs but the provider might not give so how will payroll extract the data; manually as we do for other business demands?


* Nominate Point
of contact

Communication

AR

* Know your
staging date

Automatically
enrol eligible
jobholders

* Review current
pension or

source
alternative/new

Register with
The Pensions
Regulator

Contributions to
the pension

and reporting

requirements

- Assess your
workforce


Presenter
Presentation Notes
Do you have any questions or feedback?


__ HR, Payroll, Pension Provider,

= Third Party

e Staging Date
 Assessment of the work force

 Automatic enrolment for all?
* Non eligible & entitled worker

 Postponement?
« Communications
 Refunds

e Re-enrolment
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This slide needs to discuss who will do what?  Go through each area and provide scenarios e.g.
Comms – payroll can provide the data for someone who triggers age 22yrs and earnings but can they inform HR in time and can they inform the employee in time and then if not do they postpone or with hold contributions  and then if so can finance cope?  And so on………


= Staging Dates

e 1 October 2012 - 120,000 or more
1 January 2013 - 30,000 to 49,000
e 1 January 2014 — 350 to 499




= Assessment of Workers

« Different types of workers such as:
Self-Employed/Consultants

Casual workers/fluctuating earners
Multiple jobs

Mergers and Acquisitions
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Although self employed not included, watch out for consultants/personal service providers as they may well be classed as a worker and need to be automatically enrolled!
Carers or nannies whoever contracts them is responsible e.g. local authority may pay the monies to the individual, who then pays their carer.  The individual becomes the employer for automatic enrolment purposes.
Multiple jobs is going to be a real bone of contention for payroll.  If the employer deems a single employment then aggregate all earnings – CAN YOUR PAYROLL DO THIS?  If separate then treat separately but it is for the employer to decide!
Merging if two schemes merge, then the one with the earliest staging date is the date the employer must use.  Talk to your provider as you may have planned a 2014 date, but due to a merger it could move to 2013 would they be ready to help you if they don’t cater for larger employers now?



== (Categories relative to age and earnings

Age (inclusive) = 16 to 21 22 to SPA SPA to 74
Earnings
Under lower earnings :
threshold (£5,668) Entitled worker
Between £5,668 and .
£9.440 Non-eligible jobholder
Over earnings trigger for Non-eligible Eligible Non-eligible
automatic enrolment jobholder jobholder jobholder
(£9,440) J J J
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So that’s your 3 types of worker – Entitled worker, eligible jobholder and non-eligible jobholder and this illustrates the categories relative to age and earnings.

Detailed guidance no. 3 – Assessing the workforce explains the steps an employer must take to correctly identify the category of worker, in particular how to assess whether qualifying earnings are payable to a worker in the relevant pay reference period. 



__ Employer duties per category

= of worker

Eligible jobholder

automatically enrol and make contributions

If using postponement, provide a notification to the
eligible jobholder

process any opt-out notice
automatically re-enrol approximately every 3 years
keep records of the automatic enrolment process
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The next 3 slides just list the employer duties in respect of those 3 categories of workers.

So eligible jobholder – automatically enrolled and the employer deducts employee contributions and pays these and employer contributions over to the pension scheme.

Postponement we’ll come to in more detail a bit later – this is a 3 month window that has been provided to try an ease the process if casual and temporary employees are common in the workplace.

Automatically re-enrol every 3 years if the eligible jobholder has opted out.

And of course you don’t get away without keeping records – again more on this later.


__ Employer duties per category

of worker

* Non-eligible jobholder

 has the right to opt in and the employer must
arrange pension scheme membership, if the non-
eligible jobholder does decide to opt in and make
contributions

e provide information about the right to opt in, unless
using postponement

e if using postponement, the employer must provide a
notification to the non-eligible jobholder

e process any opt-out notice
» keep records of the enrolment process
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Non-eligible jobholder – they are not automatically enrolled but have the right to join a scheme which the employer must arrange and as with an eligible jobholder deduct employee contributions and pay these and employer contributions over to the pension scheme.

Postponement, opt-out and record keeping also apply in the same way but no re-enrolling every 3 years as they are not automatically enrolled in the first instance.



__ Employer duties per category

= of worker

e Entitled worker

* has the right to join and the employer must arrange
pension scheme membership, if the entitled worker
does decide to join

« provide information about the right to join, unless
using postponement

* if using postponement, must provide a notification
to the entitled worker

» keep records of the joining process
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And the entitled worker who has the right to join a scheme like the non eligible jobholder so the employer must arrange pension scheme membership and deduct employee contributions only as the employer does not have to contribute and pay these over to the pension scheme.

And again postponement, opt-out and record keeping also apply in the same way and no re-enrolling every 3 years as they are not automatically enrolled in the first instance.

So if I test you on the 3 categories would you do ok?  Just kidding.


= Common assessment dates

« Dates on which an employer will have to assess a worker:

» the employer’s staging date, for a worker already in
employment on that date

 the first day of employment, for a worker who starts
employment after the employer’s staging date

» the date of the worker’s 22nd birthday, where this occurs
after the employer’s staging date

» the date of the worker’s 16th birthday, where this occurs
after the employer’s staging date
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So I think we’ve covered the types of workers so you need to know when you need to assess the workforce.

The first two points are straight forward enough in that when the duties apply, your staging date, you will ideally already have assessed the workers who currently work for you and from then on when someone joins your company, you make an assessment then.

However you also need to be aware of employees who will become one of the 3 categories of worker who aren’t already – those who turn 22 and 16.  So you will need to have a process in place to trigger when these events are due to happen in order to comply with your duties.

The assessment must be based on the worker’s circumstances on the actual assessment date. As I mentioned before about employees who already work for you, you could carry out an assessment ahead of time, but you do need to be confident that their circumstances will not change. 
For multi-national employers or those with international or peripatetic workers, it may be less straightforward. The law does not provide a definition of ‘ordinarily working in the UK’ so employers who are unsure whether a worker meets this criteria, may need to seek appropriate legal advice.
When assessing most workers, the determining factor will be whether qualifying earnings are payable and at what level.  Use quiz for further information


= Qualifying earnings

» Qualifying earnings includes any of these components of pay due to be
paid to the worker:

e salary

e wages

e commission

e bonuses

e overtime

 statutory sick pay

« sStatutory maternity pay

« ordinary or additional statutory paternity pay
 statutory adoption pay
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An employer needs to consider what is due to be paid to the worker in the relevant pay reference period, and how much of this is made up of qualifying earnings. e.g. if a bonus is due to be paid in March in relation to performance in January, then this is included in the qualifying earnings due to be paid for March, not January. Similarly, when a worker is paid in arrears, the employer considers what is due to be paid in this period, not what is due to be earned.

If an employer is treating multiple employment contracts with the same worker as a single employment relationship, they should include all the earnings under all the contracts in the assessment.


__ Automatic Enrolment rates
— 2013/14

Automatic enrolmentrates 2013/14

2 weeks 4 weeks 1 Month 3 Months 6
Months

Automatic £364 £727 £787 £2,360 £4,720
enrolment

Earnings

trigger

£9,440

Qualifying
earnings
band
lower limit

£5,668

Qualifying
earnings
band

upper limit
£41,450 pa
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__ Process for assessing

— earnings

o all potential eligible jobholders
e all hourly paid and zero-hour contract workers
o all workers with fluctuating earnings

A: Identify the relevant pay reference period.
B: Identify what is due to be paid in that period.

C. Compare what is due to be paid with the
lower level of qualifying earnings and the
earnings trigger for automatic enrolment.
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As I mentioned previously you will have some workers who earn the same all the time so assessing their earnings will be straightforward.  However, for workers whose earnings fluctuate, the earnings assessment will be less straightforward and the employer will have to complete the ABC steps:
Step A: Identify the relevant pay reference period
The term ‘pay reference is whichever period they receive their regular wage, so for a person paid monthly, the pay reference period will be 1 month.  For auto enrolment purposes the pay reference period is not the interval between the dates the worker actually receives their pay, it is the period that the employer’s payroll covers in respect of which the worker is paid at each pay date. 
NOTE: The TPR regs have a second process which looks at a pay reference period of 12 months for workers who either under contract are going to earn less than the earnings trigger or who in the employer’s estimation will not earn above the earnings trigger.  This process is under consultation with the proposal that it be removed. TEXT BELOW FROM CONDOC
“The effects of the automatic enrolment earnings trigger (Pensions Bill 2011) 
NOTE: We have used £5715 in the following example but it is subject to legislation currently before Parliament and will be updated for live running in early 2012 
The effect of the cushion between the auto-enrolment trigger (£7,475) and the start of qualifying earnings (£5,715) is to remove the likelihood of one off pay spikes, having the same impact. 
To illustrate this, if an individual has a contracted salary of, say, £7,350 a year, which is paid at regular intervals, at £141 week. Earnings do not exceed the automatic enrolment earnings trigger (£7,475 a year, £144 a week) and the person does not qualify to be auto-enrolled. 
But if in one week they have a pay spike, perhaps seasonal overtime and earn £175 they would trigger eligible jobholder status and be auto-enrolled that week because their earnings exceed the weekly jobholder test of £144. Contributions are then due on all earnings from £110 a week. Unlike the example above once contributions liability is triggered it does not fall away unless earnings fall below £5,715. Anyone who triggers auto-enrolment remains liable for pension contributions on earnings over £110, even though they might not have another pay spike that year. This person routinely has earnings over £110 and this leaves them (and their employer) liable for pension contributions. 
The actual and indicative figures shown here will be uprated for the 2012/2013 tax year. The principles shown here will still apply.” 


= How the numbers work...

£33,540

£28,505

£20,000

8% Total commn 8% Total

£1197.20 Conibution 22,280.40
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So how do the numbers actually work in relation to earnings and contributions.  This graph really just illustrates where the levels and caps take effect.

In the new rules - if an employee earns below £7,475 the compulsory contribution is zero. 

The 8% is the minimum contribution of both employee and employer contributions under auto enrolment – 3% employer and 5% employee but more on that later.

If earnings, for example are 20,000, the compulsory contribution will be 8% of the figure between £5,035 and 20,000. Which therefore is £1197.20. 

Earnings are capped at £33540 so the band for compulsory contribution is between £5,035 and £33540. This is £2,280.40.  

A I say we’ll come back to the detail around contributions later.


= Automatic enrolment

e Automatic enrolment date
e 1 month window
 Postponement of automatic enrolment

— 3 month window (under consultation)
 Re-enrol every 3 years
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So lets look at the actually auto enrolment process in a bit more detail.
So to reiterate by law (or it will be), an employer must automatically enrol any eligible jobholder working for them who is not already a member of a qualifying pension scheme with that employer.
The law also sets out the time limit for completing automatic enrolment. During what is known as the ‘joining window’ (the 1-month period from the eligible jobholder’s automatic enrolment date), the employer must:
• give information to the pension scheme about the eligible jobholder
• give enrolment information to the eligible jobholder
• make arrangements to achieve active membership for the eligible jobholder, effective from their automatic enrolment date
Once enrolled into an automatic enrolment pension scheme, an eligible jobholder can decide to opt out of the pension scheme. It is important they are able to make an informed decision. The employer must provide the eligible jobholder with certain enrolment information, within the joining window, that tells them:
• that they have been, or will be, automatically enrolled and what this means to them
• of their right to opt out and their right to opt back in 
• a statement about where to find further information about pensions and saving for retirement.
The automatic enrolment date is the first date that a worker meets all the criteria to be an eligible jobholder. In practice, the automatic enrolment date will usually be the assessment
date, if the criteria are met on this date.
The eligible jobholder’s automatic enrolment date is a key piece of information for the employer as it is:
• the date from which active membership of a pension scheme must start 
• the start date of the joining window (the 1-month period during which automatic enrolment must be completed)
• the date, by reference, to which many of the information requirements must be completed
• the start date for the calculation of contributions due to the pension scheme.
As you can see from the slide the 3 month window also known as postponement is currently under consultation.  The Pensions Bill is in its final stages and what it is proposing is that employers be given the option of not enrolling their employees for the first three months of their employment. I think I mentioned earlier that this was to allow for temps and casual workers where some employers would have to take on a workforce to automatically enrol and process opt outs. 
The argument being put forward in parliament is that for the employee, in many cases, this will mean the loss of three months’ employer contributions to their pension pot each time they start a new job.  Also being debated is that the whole principle of auto-enrolment would bear a cost from this change. If an employee receives their full wage—without pension contributions being deducted—for the first three months of their employment, they might be less willing to sacrifice their salary when the three months are up and so be more likely to opt out when auto-enrolment is applied to them. However it is proposed that individuals who are subject to a waiting period should be allowed to opt in during the waiting period if they so wish.
So this is yet to be clarified but it looks as though it will either just be a one month window or the postponement will also be allowed.


__ Employer duties and

— safeguards

« All employers with at least 1 worker, regardless of their age or
earnings, must:

« register with The Pensions Regulator

« provide all their workers with certain information, if using
postponement

« adhere to the safeguards
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Registration
All employers with at least one worker will be required to register with The Pensions Regulator which needs to be done shortly after your staging date.  Registration includes:
details of the employer’s business
details of the scheme or schemes they are using to comply with the employer duties
the number of jobholders they have enrolled (if applicable). 
TPR are designing an online registration process which will be available through their website. However, other channels such as telephone registration will be available for employers who are unable to register online.��It’s the employer’s duty to complete registration, but they may authorise an agent to carry out the activity on their behalf, if they wish. For example, they may choose to use the agent who already deals with their tax and national insurance returns for HM Revenue & Customs (HMRC). 
It's important that you sign up for news-by-email so that we can let you know promptly once our registration system is up and running.
As I mentioned before part of the auto enrolment process is providing information to all employees telling them that they have been or will be auto enrolled if applicable and all about the opt-in and joining and opt-out rights and also if using postponement their rights under this as well.
The employer will also have to provide information about the eligible jobholder to the scheme. 
Safeguards for all workers 
As you would expect there are a number of safeguards in place to protect the rights of individuals and these apply to all workers, irrespective of their category, although as with the duties, slightly different safeguards apply to different categories of workers. 
The safeguards mean employers must ensure: 
They do not take any action or make any omission by which the eligible jobholder ceases to be an active member of the qualifying scheme, without putting them into an alternative qualifying scheme. 
They do not take any action or make any omission by which the scheme ceases to be a qualifying scheme without providing an alternative qualifying scheme. 
They do not take any action for the sole or main purpose of inducing a jobholder to opt out of a qualifying scheme, or a worker to give up membership of a pension scheme (this is known as ‘inducement’). 
During recruitment, they or their representatives do not ask any questions or make any statements that either states or implies that an applicant’s success will depend on whether they intend to opt out of the pension scheme (this is known as ‘prohibited recruitment conduct’). 
They do not breach employment rights for individuals not to be unfairly dismissed or suffer detriment on grounds related to the new employer duties. 
Although employers will be subject to the duties at different dates across a 4-year period, it is important to note that some elements of the legislation, in particular the inducement and prohibited recruitment conduct safeguards will be applicable to all employers from 2012.


= Opting in and joining

* Non-eligible jobholder opt in notice
* Follow automatic rules

« Entitled worker joining notice
» Arrange to join pension scheme
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For those workers who are not automatically enrolled and who wish to join the pension scheme, they will have to provide the employer either an opt in notice or a joining notice.
Non-eligible jobholder opt in notice
For the non eligible jobholder the employer will broadly be required to follow the automatic enrolment process.  The scheme they use must be an automatic enrolment scheme. As I mentioned previously the employer will also have to make a contribution. Because the automatic enrolment process is followed, the jobholder also has the right to opt out of the scheme, once enrolled.
The enrolment date is the 1st day of the next pay reference period, after the employer receives the opt-in notice. 
If the employer has already closed the payroll for that next pay reference period when they receive the opt-in notice, then the enrolment date is the first day of the 2nd pay reference period, after the date of receipt.
Entitled worker
The pension scheme the employer must use for an entitled worker does not need to meet the qualifying or automatic enrolment criteria but it must be a UK tax-registered scheme. And again just to reiterate, remember that test, the employer does not have to make a contribution.
There is an exception to the requirements on the employer. If the notice is submitted within 12 months of a previous notice and the worker has subsequently stopped membership of the scheme into which they were enrolled, the employer is not required to make the arrangements, although they can choose to if they wish.


= Opting out

e Opt-out period

e Opt-out notice

o Validity

 Refunds

e Ceasing active membership
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Lets look at opting out in a bit more detail.  Opting out only refers to a jobholder’s right to opt out of on-going pension scheme membership.
Before a jobholder can opt out of pension scheme membership, they must:
• be enrolled into a pension scheme as an active member, and
• have received the enrolment information from their employer.
The information being key to ensure the jobholder can make an informed choice about whether to opt out.
If the jobholder wishes to opt out after receiving this information, they must do so by giving an ‘opt-out notice’ to the employer, which is usually provided by the pension scheme.
The opt-out period of 1 month does not start on the day of employment or eligibility, it starts on the day that the employee has active membership and has also received all enrolment information from the employer about the scheme – the opt out period is which ever date is the later – when membership was achieved or the enrolment information was issued. Equally, if the employer has completed these steps by the automatic enrolment or enrolment date, the earliest date the opt-out period can start is the actual automatic enrolment or enrolment date.
If a jobholder wants to opt out, they have 1 month from, and including, the first day of the opt-out period to complete a valid opt-out notice and submit it to the employer.
Employers must not accept an invalid opt-out notice, or one that is returned late.
When the employer receives a valid opt-out notice, the jobholder will be treated as if they had never been a member of the pension scheme.
Once the employer is sure that the notice is valid, they must:
• stop deducting contributions – (Contributions must be deducted on the first occasion the jobholder is paid after this date.  If they then choose to opt out, the employer must refund any contributions that have been deducted.) (less any tax due) either: • within 1 month of receiving the valid opt-out notice, or if the payroll arrangements closed before they received the notice, by the 2nd payday. • let the scheme know  • issue any refunds.
NB. Mention that a physical deduction does not need to take place, it depends on when the notice is received and when the payroll is run.
Invalid opt-out notice 
If the employer receives an invalid opt-out notice, they must tell the jobholder why the notice is invalid. They must then allow a further 2 weeks, over and above the usual 1-month opt-out period to return a valid notice.
Jobholders who want to leave the pension scheme after the opt-out period has expired have the right to cease active membership.
Refunds outside of the opt-out period
Jobholders who leave an occupational pension scheme after the opt-out period has ended, may also be entitled to a refund of contributions. This will depend on the length of their pensionable service and the pension scheme’s own rules.
Refunds if opting out in first month
Employees will receive a refund on any contributions made if they opt out in the first month of being enrolled by her employer.
Record-keeping requirements – Just a mention on record keeping that both employers and pension schemes must keep records of opt outs and be able to produce them, if the regulator asks to see them.  Employers must keep the original or a copy of all opt-out notices for 4 years and can be stored in paper format or electronically.
DWP example
Lily is 26, works full time and earns £28,000 per year however she is under pressure to repay a number of debts. 
• If pension saving is not right financially for Lily she has the right to opt out of workplace pension saving. She will receive a refund on any contributions she has made if she opts out in the first month of being enrolled by her employer. 
• Under automatic enrolment rules Lily’s employer must automatically enrol her back in (if she still meets the eligibility criteria) approximately three years from the original enrolment date. This gives Lily the opportunity to re-assess her finances and pension saving opportunities once her financial obligations have become more settled (and she can decide to opt out again). 


= Qualifying schemes

e Automatic enrolment criteria
e Qualifying criteria

e Minimum requirements

o Certification

 Test scheme standard

o Self certification
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Presentation Notes
Bear with me on this slide it is one of the most complex and I definitely need to refer to notes for his one.
DC occupational pension schemes - The minimum requirements for DC occupational
pension schemes are based on the contribution rate and require that under the scheme.  The employer must make contributions in respect of the jobholder; a total minimum contribution, however calculated, must be at least 8% of the jobholder’s qualifying earnings in the relevant pay reference period.  A minimum employer’s contribution, however calculated, must be at least 3% of the jobholder’s qualifying earnings in the relevant pay reference period.
DC personal pension schemes  - The minimum requirements for DC personal pension schemes are also based on the contribution rate but, in addition, include requirements governing the mechanism for paying those contributions and the type of pension benefit provided.  These schemes must be subject to regulation by the FSA (financial services authority).  Again the employer contribution must be a minimum of 3%.  As I mentioned earlier the rates are being phased in so it won’t initially be 3% but must be by the time all employers are on board in 2016.
Certification
Most existing DC pension schemes, whether occupational or personal pension schemes, will currently base contributions on percentage rates of pensionable pay. However the definition of pensionable pay in the scheme rules is likely to be different to the definition of qualifying earnings in respect of auto enrolment. E.g., pensionable pay may just include basic pay and not overtime or bonuses. It is also unlikely to be in reference to a band of earnings.  Because of this it is proposed in the pensions bill to introduce a straightforward way for employers to certify that such pension schemes meet the minimum requirements.  I say simpler – it may not sound it but it probably is – there are 3 options:
If all of an employees pay is classed as pensionable pay (few and far between) then the total contribution must be 9% (4% minimum from employer).
If more than 85% of the employees pay is classed as pensionable pay then the total contribution must be 8% (3% minimum from employer).
And if less than 85% of the employees pay is classed as pensionable pay then the total contribution must be 7% (3% minimum from employer). GRAPH ON NEXT SLIDE
DB pension schemes - The minimum requirements for DB pension schemes are based on the benefits a jobholder is entitled to under the pension scheme at retirement.
A DB pension scheme will satisfy the minimum requirement, if the employer has been issued with a contracting-out certificate by the National Insurance Services to the Pensions Industry (NISPI), which is part of HMRC.  
If a DB scheme does not have a certificate it may still satisfy the minimum requirement, if it meets the ‘test scheme standard’ in relation to the jobholder.
Test scheme standard
The test scheme is a hypothetical scheme, which is used as a benchmark. A pension scheme will satisfy the test scheme standard if it provides benefits that are broadly equivalent to or better than, the benefits the test scheme would provide.  The comparison of a pension scheme’s benefits with those provided by the test scheme will usually be done by the scheme actuary.
In some circumstances, the employer may self certify that their pension scheme meets the standards of the test scheme, providing no actuarial calculations or comparisons are required. If the employer does self-certify, they can delegate calculations, if they prefer, but the employer remains responsible for ensuring the pension scheme meets the requirement.
The DWP will be issuing guidance notes for employers and actuaries on the certification of qualifying schemes and the comparison to the test scheme.
TPF website also has guidance with easy to follow flow charts showing qualifying criteria.



= Simpler ‘certification’

Total Pay

Total Pay

Total Pay

Pensionable P
ensionable ay If more than If less

85% than 85%

7% 9%

Option 1 Option 3
aat



= NEST

« National Employment Savings Trust
* New
« National
» Simple and low cost for all who want in




= How Could NEST Be Used?

e Sole scheme

e Associate scheme

« Entry level/probation scheme
« Base scheme




= Investment Funds

e Default
* Age Related

o Other types
« Ethical
e Sharia
* High risk




= S0 how will you do this?

* Planning

e Systems

« Payroll considerations

* Business considerations
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PLANNING

Planning ahead is the secret to
success; Honest!
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= Know your staging date

 The Pensions Regulator stipulates
o 1 April 2012
 TPR communication
 TPR help and guidance



Presenter
Presentation Notes
Staging date determined as at number of employees on largest of PAYE schemes as at 1 April 2012
TPR will communicate 18 months, 12 months and 3 months – WATCH OUT THEY HAVE DATA FROM HMRC SO PAYROLL MAY NOT GET THE LETTER
TPR has a staging date tool – input reference and Bob’s your uncle


= Staging date
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= Project Leader

 Who payroll, HR, finance, pension provider, IT, third party
consultant?

* CIPP research shows nearly 70% have a project team

* CIPP research shows a third believe payroll should lead, a third believe it
should be HR



Presenter
Presentation Notes
68% have set up a project team compared to 50% in 2012
Respondents have indicated that HR (35%) will take the lead on automatic enrolment closely followed by payroll (32%).  This is a slight shift from 2012 where payroll was the main lead.  However 11% did indicate that it would be a joint lead between payroll and HR

THE CIPP SAYS PAYROLL BUT ALL ROUND THE TABLE!


= Project Leader

 Who payroll, HR, finance, pension provider, IT, third party
consultant?

* CIPP research shows nearly 70% have a project team

* CIPP research shows a third believe payroll should lead, a third believe it
should be HR
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Presentation Notes
68% have set up a project team compared to 50% in 2012
Respondents have indicated that HR (35%) will take the lead on automatic enrolment closely followed by payroll (32%).  This is a slight shift from 2012 where payroll was the main lead.  However 11% did indicate that it would be a joint lead between payroll and HR

THE CIPP SAYS PAYROLL BUT ALL ROUND THE TABLE!


L

Eligible, Non Eligible, Entitled

What does your workforce

look like?




= \Worker status reminder

A
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u £41,450

? Eligible Jobholder
E £9,440 —

a

r £5,668 —
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Presentation Notes
This slide shows the qualifying earnings thresholds for enrolment in a qualifying pension scheme, using the example of a worker aged between 22 and State Pension age.

For workers earning less than £5,668 (as set out in the Pensions Act 2008) automatic enrolment won’t apply. If these workers ask to join the scheme their employers are required to enrol them but won’t be required to make a contribution.

For those earning between £5,668 and £9,440, automatic enrolment still doesn’t apply but workers can ask to join and will receive employer contributions.

At more than £9,440, automatic enrolment comes into play. These workers, known as eligible jobholders, will be automatically enrolled and will receive employer contributions.


These figures are for the 2013/14 tax year. They’ll be  reviewed each year by the government.



= \What must the employer do?

©copyright AAT 2007

. . » Automatically enrol into a workplace pension scheme
E I I I b I e » Make and deduct pension contributions
» Process opt outs and then re-enrol every 3 years

» Keep records of automatic enrolment process

N O n « Right to opt in and then all eligible jobholder

conditions and processes apply

- - * Must provide communication of right to opt in
E I I g I b I e ° Keep records of the Opt in process

* Right to join a pension scheme — does not need to be
a qualifying scheme
* Must provide communication of right to join

Entitled
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Presentation Notes
In an nutshell – normally another organisation would go into the detail of this, but if not presenter will need to read up further on this criteria.
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Presentation Notes
THE NEXT SET OF SLIDES ARE A THIRD PARTY PROVIDER – CLOSE BROTHERS NOTES ON THE KEY POINTS IN THE SLIDES


Will you require other software products in addition to payroll
software to support automatic enrolment?

e Mo

mm Maybe

B Don't know

W Yes (please specify)

©copyright AAT 2007
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When looking at systems may need additional ones?



Will / does your software offer the basic legislative requirements for the deduction of pension
contributions, or will/does it provide a fully tailored suite of tools to ensure the employer can
meet all their obligations under automatic enrolment. Please answer this question based on
what your final product does or will provide using the scale of 1 to 10. 1 being basic
requirements and 10 being a full suite.

Level of assistance

©copyright AAT 2007
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Most payroll software scored between 7 and 10 in terms of 10 being all singing all dancing v basic package

THEY NEED TO CHECK WHAT THEIR PROVIDER CAN DO.

IT IS HOPED SAGE WILL PROVIDE SOME SLIDES HERE TO SHOW A PAYROLL SOFTWARE PACKAGE FOR SMES


Third
Party
Providers

[
-
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Presentation Notes
Next is slides from Close Brothers as to what the employer may need and how a third party might provide it?


Logged in as Licensee | Hide Logout

Last login time: 17/06/2013 09:37:28

[o® Close Brothers

Import Data Administration Content Manager Configuration

Auto-Enrolment Employee Summary

Impersecnate

Workforce Assessment

Werkflow Events

Werkfloww Emails

Eligible jobholder

Entitled worker

DATA

Hon-eligible jobholder

Import Crata Hot assessed

Worker

Progress Report

Data Flushing 40 Total number of Employees

Audit Trail
Effective Date

Data Processing Auto-Enrolment Employee Processes

Scheduled Bulk Processing Use the options below if you wish to manually run any of the Auto-Enrolment processes.

1 _ Empioyee Assessment Calculates the aulo-enrolment worker calegory for

SECURITY each employvee.
Sets the scheme that employees may be enrolled into,
Security based on their job title andfor roles. This allows the
2 - Scheme Allocation vstem to determine future employee and employer
Login Settings witributions. It does not afect employees that are

Pazsword Settings

lled, or wt
scheme.

Generate Passwords 3 - Enrol Employees 10 have opted-into, their auto-enrolment

Forgotten Password Settings " - I " P
Update all the employees who have reguested that

they are opted-in to an auto-enralment scheme.

4 - Process Opt Ins

CONTENT MANAGEMENT Update all the employees who have confinmed that
they have asked to opt-out of th auto-enrolment
scheme. To confinm an opt-out you need to upload
the dates on which the confinmation notices were
received. This step must be done manually before

Ml

Site Content 5 - Process Opt Outs
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Presentation Notes
You will need a tool that can tell you what your workforce looks like, this is one example but you need to decide do you have a system that can do this for you already or do you need to invest in one?


Auto-Enrolment Employee Summary Auto-Enrolment Employee Summary

Workforce Assessment Scheme Allocation

Scheme Membership Workforce Assessment Scheme Allocation Scheme Membership

m Eligible jobholder
n Entitled worker

Non-eligible jobholder

“ Not assessed
Worker

40  Total number of Employees

E Aviva GPP

n Not allocated to a scheme

40 Total number of Emplayees

Auto-Enrolment Employee Summary

Workforce Assessment Scheme Allocation Scheme Membership |

EE) Avivacep
m Hot in a schema

Pru Legacy

40 Total number of Employeas

©copyright AAT 2007
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Management information example


I i BTy

0102017

01072018
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Presentation Notes
What happens if you have different schemes – what and who applies?


DC Phasing / DB Transitional Period / Staging

DB/Hybrid Transitional Period

* % of Qualifying Earnings

> > > >
Min DC 8%
) total”
Min DC 5%
total*
¥ 7y Min DC 3%
Min DC 2% total contribution* Min DC 2% employer*
Min DC 1% employer contribution* employer*
A
Large Medium Small/micro | New born
employers | employers employers | Employers
A
>
Oct Mar May May Oct Feb
c 201 :
2012 2014 2015 2017 2017 2018 2018 |he Pensions

DM2407220 This presentation remains the property of TPR. The content of these slides should not be altered in any way

Regulator
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Presentation Notes
Staging
Important to remember employers being introduced in stages over a period of years – not a big bang approach – starting with largest…

We are already talking to those employers who will be the first to reach their staging date

There is a tool on our website that enables employers to look up their duty date

Staging will help the pensions industry to manage the increase in work that will be associated with the new duties, it will avoid us having a T5 moment. We want to make sure that employers have a positive experience to auto-enrolment.

Phasing
Phasing will ease the immediate financial burden on employers of fulfilling their duties


= Payroll Considerations

System
Pensionable pay v qualifying earnings

Age and earnings criteria

Postponement

Considerations

What will it do for you? Do you need
to upgrade or purchase additional
modules?

Are they the same? What has the
business decided in respect of the
different tiers for contribution levels?

Can you confirm how old your
employees are and what they are
earning in any one pay reference
period?

Will you use this option — part months?




__ Payroll Considerations

— Continued

Opt —out process
Refunds

Re-enrolment

Pay Reference Periods

How will you do this — electronically to
help with timescales?

Will payroll hold onto contributions
until opt out period has elapsed?

Every three years for those eligible
workers who opted out — how will you
diarise these?

And the minefield begins!



Presenter
Presentation Notes
OPT –OUT MAIN BIT HERE IS IF NOT RECEIVED IN TIME THEN DEDUCTIONS WILL BE MADE!  EMPLOYEE RELATIONS
PENSION PROVIDERS WOULD PREFER THE EMPLOYER HOLD ONTO CONTRIBUTIONS AND THEN REFUND



= Qualifying Earnings

e 2 purposes
* Assessment to determine worker category
» Definition of pensionable earnings to assess if scheme qualifying or not!




= Qualifying Earnings Reminder

e Qualifying Earnings is defined as all of the following items paid to a worker:
e salary
e wages
e commission
* bonuses
e overtime
* statutory sick pay
 statutory maternity pay
 ordinary or additional statutory paternity pay
 statutory adoption pay; and
« any pay element which could be considered as any of the above.
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Presentation Notes
MAIN POINT HERE IS THESE MIGHT BE DIFFERENT TO THEIR CURRENT PENSIONABLE EARNINGS BUT ALL THESE MUST BE USED WHEN DETERMINING WHETHER OR NOT THEIR SCHEME IS QUALIFYING.  REMEMBER ONLY THE EARNINGS BETWEEN 5668 AND 41450 ARE USED FOR QUALIFYING SCHEME CHECKS


= Pay Reference Periods

©copyright AAT 2007 a at



= What Is it?

e Period of time by reference to which the employer pays the
worker their regular wage or salary
* It may be different to the pay frequency




= It IS used to:

« Calculate the period for which the worker’s earnings are assessed

e (Calculate the amount of contributions to be deducted

« itis what is paid in that pay reference period e.g. bonus for sales in January
but paid in the March PRP then it is March that is used

©copyright AAT 2007



Presenter
Presentation Notes
NEED TO READ - http://www.thepensionsregulator.gov.uk/docs/pensions-reform-assessing-the-workforce-v4.pdf  

To follow some diagrams provided by TPR


Scenario 1

e Pay Reference Period runs from 1st
to last day of each month;

e Assessment date is the 15t May;

 Total Qualifying Earnings may not
be known until payroll cutoff or later.

If the worker needs to be
automatically enrolled:

» First deduction needs to made
in payday P1 on 28t May;
e Opt Out window may not start
until after deduction taken;

* Scheme contribution based on
100% of May pensionable pay.

Scenario 1

Assessment
Date on first
day of PRP

Total QE
paid in PRP

> earnings
trigger ?

Are they an
Eligible
Jobholder?

No statutory
duty to enrol

Key:
C — Payroll cutoff

R — Payroll run
P — Payday

Issue letter to worker &
set up Active
Membership
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Presentation Notes
Do you have any questions or feedback?


Scenario 2

e Pay Reference Period runs from 1%t
to last day of each month;

e Assessment date on 315t May is the
last day of the Pay Reference Period
and is after the May payday on 28th;
» Total Qualifying Earnings will
already be known.

If the worker needs to be
automatically enrolled:

e First deduction needs to made

in the next payday - P2 on 28" June;

e Opt Out window will start
before first deduction taken;

» Contribution based on 100% of June
pensionable pay + 1/31 of May pay

Key:

Scenario 2 C — Payroll cutoff
R — Payroll run

Assessment P — Payday

Date on |ast

day of PRP

Total QE

paid in PRP Issue letter to worker &

set up Active
Membership

> earnings
trigger ?

No statutory
duty to enrol

Are they an

Eligible
Jobholder?
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Presentation Notes
Do you have any questions or feedback?


20

Do you intend to use the postponement legislation? Please tick all that apply.

238% 238% 238%

Yes for new stanars Yes to faciltata Mo
to assist with chowe for salary
pro rata penods =acnfice amangements

“as to gadually phasza “as for casual “a=s to align anmolmant Mayba
in automatic enmolment employees or those with with existing
for all workers wvanable eamings process requirsments

©copyright AAT 2007
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Presentation Notes
High percentage said yes or maybe – mainly for new starters to move their assessment date.  Software may not cope with pro rata periods.


= Refunds — will you withhold?

When a worker is enrolled will you pay the pensicon contributions to the
pension provider during the opt out peried? (You might withheold in
case the worker opts out as then the pension provider would need to

repay the employer)

I Yes if deducted

Will hold until after the
B sutomatic enrclment opt
out penied has laps...

s Mot yet decided

©copyright AAT 2007
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In respect of whether or not to keep hold of the contributions until opt out period lapsed


Business N\

= Decisions For |
Automatic ‘ -
Enrolment g



= Qualifying pension scheme

Do you have a scheme in place?

YES NO / Don’t know

Does it meet the automatic  Where and how will you
enrolment legislation source one?
requirements?

Will it accept all your NEST has a public service
workforce? obligation

Have you spoken with your Time is of the essence!
provider?



Presenter
Presentation Notes
The main points to cover here are there is legislation about what is a qualifying scheme – registration is required to TPR.  Although an employer may have a scheme in place it may not accept all employees, it may have probation restrictions etc.

Some providers will only take the financially viable employees what will they do with the others?

Get the pension provider round the table now

NEST has a public service obligation to accept all employers but remember you must set it up before your staging date to ensure compliance.  Get this in place NOW time is critical.  There are other similar schemes e.g. Now Pensions etc.



Thresholds v Pay Reference Periods (PRP) 2013-14

Pay Reference Period T Lower level of Earnings trigger for
gualifying earnings automatic enrolment
Annual £5,668 pa £9,440 pa
Bi-annual £2,834.00 £4,720.00
1 quarter £1,417.00 £2,360.00
1 month £473.00 £787.00
4 weeks £436.00 £727.00
Fortnight £218.00 £364.00
1 week £109.00 £182.00

T For other PRP durations, multiply the number of weeks in the PRP by the weekly
amount (i.e. £182.00) or number of months by the monthly amount (i.e. £787.00) etc .
- or pro-rata if not an exact multiple of any of the above. The Pensions

N.B. The Secretary of State will review these figures each tax year. Regulator

DM2407220 This presentation remains the property of The Pensions Regulator. The content of these slides should not be altered in any way



__ Important business

— considerations

 Resource
* Do you have enough people to implement this legislation and continue to
process it?
 Finance

 How much will it cost you — contributions and systems?

 Knowledge
* Do your staff need training?

e Communications
* How will you communicate?



Presenter
Presentation Notes
The emphasis on these slides is around having enough resource and budget to deliver what you need to.

Communications – a lot of them normally someone else will deliver comms part but if not mention all the initial contact needed to advise of status and options etc.


== Continued

e Contractual enrolment
o Caution but acceptable

o Salary sacrifice
o Caution but acceptable

e CQutsourced
* What will your provider do for you?

« Provider
* What will you deliver for your clients?
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Presentation Notes
Self explanatory 


Do youlwill you operate a salary sacrifice arrangement for
pensions?

es will continue to
[ operate a salary sacrifice
scheme for pension co...

Are considering whether
B tointroduce a
salary sacrifice scheme

Don't know what a salary
sacrifice scheme is

Mo - please advise why
N you are not considering a
zalary sacrifice scheme

©copyright AAT 2007
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Presentation Notes
WORD OF WARNING – red alarm bell


.

Staging profile (1st April 12 data)

forecast on 1 April 2012 data

’

ERSP Staging Profile set 19 January 2012

98e3s Jad siahojdwy
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Mar-18

Dec-17

Sep-17

Jun-17

Mar-17

Dec-16

Sep-16

Jun-16

Mar-16

Dec-15

Sep-15

Jun-15

Mar-15

Dec-14

Sep-14

Jun-14

Mar-14

Dec-13

Sep-13

Jun-13

Mar-13

Dec-12

Sep-12

Employees to be assessed ('000s)

I Total Employers required to register
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And here you can see how the number of employees to be automatically enrolled is spread across the staging profile with very high volumes of employees being enrolled by September 2014.   IF EMPLOYERS DO NOT ACT NOW THEY COULD BE LEFT BEHIND



= [ hinking about that timeline!
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Presentation Notes
Transitions used here:

First star is to highlight existing numbers; flow through to the tsunami of May to Aug next year and beyond

Second transition is star re advice with emphasis being on rogue advisors, capacity etc.


= [ hinking about that timeline!

Compllance\\ ~ Process
risks \ risks \
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Transition slide

Compliance – audit, regulations, data, fraud, legal
Process – payroll systems and other IT products, comms, operational

DON’T FORGET FINANCIAL COSTS, CAPACITY OF MARKET ETC.


= \Which route will you take?

100% compliant 100% compliant 100% compliant 100% compliant
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You will be surprised how many people will end up on route 3, but you need 1 or 2.  Major Midlands car manufacturer said they started route 1 and ended 3.5 in their opinion and they planned 2 years!
PICTURES

First one nice classic drive to the finish line of 100% compliance after looking at what you need first;
2nd – don’t take time but rush towards the finish but 100% compliant;
3rd – Merrily going along oblivious to what you need to do and then mad dash for the finish but do just make it to 100% compliance;
4th – do nothing and then need the race car but all you have is the digger and oops you don’t make it!


== Donalties

. Warning — compliance /unpaid
contribution notice

. Wake up call — fixed penalty £400
. Serious/persistent offender
« Employer size:

500+ employees = £10,000
250-499 = £5,000

50-249 = £2,500

5-49 = £500

1-4 = £50




= |n Summary
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PREPARE, PREPARE AND PREPARE you have a mountain to climb but it is doable with the right planning


__ And be aware that the DWP

e Consulting on complexities
* Making assessment of the workforce easier

« Making it easier for money purchase schemes to show they
meet the scheme quality requirements

 Exempt employees?
« Pay reference periods
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DWP consulting on areas like the pay reference period, opt out forms and more so some of what I say today may be easier later on…….


= Help and support

 The Pensions Regulator guidance and online tools
 News alert www.tpr.gov.uk/news

e WWW.pensionsadvisoryservice.orq.uk
e WWW.QoV.net.uk

e www.unbiased.co.uk IFA



Presenter
Presentation Notes
Just a last slide with details of help and support.

The top one there the pensions regulator really does have the best guidance and you can sign up to their free news-by-email service at: www.tpr.gov.uk/news to keep up-to-date. 
As I mentioned the pensions bill has yet been passed as law and the guidance on the regulators site will be updated when the final regulations are published. 
Useful for employers is also the pensions advisory service and businesslink. The department for work and pensions also has information and that is a good one to direct employees to.

If you do need to find an independent financial adviser (IFA), an employer can contact www.unbiased.co.uk which is what it says unbiased.

The CIPP policy team also keep members very up to date with various communications and we recently started an online forum specifically for the penisons reforms so that questions can be asked and we can find the answers and build up FAQs.
I do have some membership forms if anyone is interested in knowing more about CIPP membership.

http://www.tpr.gov.uk/news
http://www.pensionsadvisoryservice.org.uk/
http://www.gov.net.uk/
http://www.unbiased.co.uk/

= Questions?
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Do you have any questions or feedback?


= | hank you for listening....




CIPP

Shelly House, Farmhouse Way, Monkspath, Solihull, BSO 4EH

£ 0121 712 1000 £ 012 15713 SA

e. info@cipp.org.uk

cipp.org.uk

membership

qualifications

training

payroll quality partnership
government representation
events

the chartered institute
payroll professionals
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