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SCOTTISH WIDOWS CREATES CHECKLIST FOR 10,000 
EMPLOYERS FACING TRIENNIAL AUTO-ENROLMENT REVIEWS 

 
With more than 10,000 of Britain’s largest employers facing their first mandatory triennial 

auto-enrolment review over the course of the next financial year, Scottish Widows has 

created a 10-point checklist to help them with this process. 

 

Peter Glancy, Head of Industry Development at Scottish Widows, says: “It’s crucial that 

employers coming up for triennial reviews prepare as far as possible in advance to ensure 

that their pension provision remains best suited to their organisation and the needs of their 

workforce.  

 

“A lot has changed since auto-enrolment began in 2012. The Retail Distribution Review has 

changed the relationship between employers and their advisers, and the governance bar for 

both occupational and contract-based schemes has been raised higher following a review by 

the Office of Fair Trading. In addition, the Chancellor has given individual savers far more 

control and accountability for their personal retirement plans.” 

 

Checklist for employers and their advisers: 

 

1. Bundled DC schemes. Employers operating an unbundled DC scheme but finding that 

the costs are rising due to auto-enrolment could consider a bundled DC scheme, where 

the administration and investments are brought together under a single product 

wrapper.  Although this could mean passing some of the running costs from the 

sponsoring employer to the scheme members, this could still be in the interests of 

scheme members if the cost saving is needed to sustain more generous levels of 

employer contribution.   

 

2. Multi-employer products. Employers who are becoming increasingly uncomfortable 

with the challenges of maintaining a bundled or unbundled scheme which satisfies all the 

regulatory hurdles could think about a multi-employer product. This may allow them to 

pass those responsibilities on to an insurance company or to the trustee board of a 

master trust. Employers should refer to The Pensions Regulator website for the latest 

steer on where to find a safe master trust. 



 
 

3. Flexibility.  When considering providers, the flexibility available to employees at 

retirement is increasingly important, irrespective of the scheme type. The Government’s 

recent introduction of ‘freedoms’ for workers from age 55 should have been reflected in a 

sponsoring employer’s policy towards older workers. In addition, providers or 

administrators should be able to support employees who want to withdraw proportions of 

their retirement savings in line with their personal retirement plans. 

 

4. Investments. Our experience shows that 85 per cent of DC scheme members are in the 

default investment option, so this is an important area. A good investment option will be 

simple and straightforward, will gradually de-risk investments as employees approach 

retirement, and will also enable those closer to retirement to select an investment option 

which is aligned to their own personal retirement journey. An increasing number of 

employees, especially those with larger pension pots, are using individual advisers to 

create a bespoke portfolio, so a pension product which has a broader range of funds to 

cater for this growing population of scheme members will become increasingly important. 

 

5. Engagement. To help employees take greater responsibility and accountability for their 

own outcomes in retirement, it’s important to help raise standards of financial literacy, 

provide key information, guide decision making and facilitate the provision of advice. A 

good scheme goes beyond just investments and administration and also includes an 

effective employee engagement framework.   

 

6. Good governance. Group Personal Pensions and Stakeholder Pensions are governed 

by the Financial Conduct Authority and the Bank of England’s Prudential Regulatory 

Authority. The Government has also put in place Independent Governance Committees 

(IGCs) to challenge pension providers to deliver the best possible outcomes for their 

customers. IGCs are required to publish an annual report and these will be available for 

review by the end of March. Master Trusts follow a different timetable, and in advance of 

their annual reports being published, the Pension Regulator’s website is the best source 

of information. 

 
 

7. Charges. The level of charges relative to the range of services, safeguards and options 

available is important, but so too is their shape. Policy fees, for example, can be more 

punitive on the low-paid or those with small pots and allocation rates (a deduction from 



 
each premium) can have a greater effect on older workers. The most important factor, 

however, is alignment of interest. Some charge structures are designed to ensure that 

the commercial interest of the provider is correlated with the customer interest, so that 

they share the benefit but also the pain of movements in investment markets. Other 

charge structures allow providers to succeed even when employees’ assets are falling in 

value.    

 

8. Cyber security. The security of employees’ data and their money is increasingly 

important with organised crime becoming an increasingly sophisticated risk. Greater 

attention now needs to be paid to the measures which providers have put in place to 

protect employees from such threats.   

 

9. Brand. Employee pension schemes are generally recognised to be the most valuable 

employee benefit on offer and help employers compete in the labour market. To 

maximise the return on this sizeable investment, it’s wise to select a provider which is 

recognised, trusted and reinforces employee appreciation of the benefits you have put in 

place. 

 

10. Longevity. Employers need to consider their providers’ longevity. In 2013, the Office of 

Fair Trading concluded that the optimum number of firms in the DC pensions market 

would be around five, so that overheads are spread to the extent needed to drive lower 

charges while continuing to drive innovation and competition. 

 

Where providers fold or close to new business, charges tend not to be as competitive, 

services are pared down and in some cases employees or the sponsoring employer will 

face a bill to establish a new qualifying workplace pension scheme elsewhere. 

Estimates put the group personal pensions and master trusts market at around £250bn 

of funds under management. Providers who can demonstrate plans to have between 

£30bn and £50bn of funds under management over the medium term are the most likely 

to be sustainable in the long term.  

-ENDS- 

 

For further information please contact:    
Lorna Waddell, Scottish Widows, 07793 670 682 
Lorna.waddell@lloydsbanking.com 
 



 
Kevin Brown, Scottish Widows, 07500 910 904 
Kevin.brown2@lloydsbanking.com  
    

    
Notes to editors:  
 Scottish Widows was founded in 1815 as Scotland’s first mutual life office and is one of 

the most recognised brands in the life, pensions and investment industry in the UK 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
  


