
How to design and launch 
a successful employee 
benefits programme



Why are NZ businesses looking for 
employee benefits programmes? 

The idea of taking better care of your employees isn’t a new one. 

Back in 1875, the American Express railroad company established one 

of the first private pension plans in the world. They did this to reward 

and retain loyal employees, because without productive, motivated 

employees their railroad would have gone nowhere. 

Today, employee benefits come in all shapes and sizes. They form part of 

an overall employment package that makes team members feel valued 

and appreciated. From subsidised life insurance and cheap home loans 

to discounts with retailers, gyms and restaurants, the entire consumer 

landscape is open for consideration.  

While employee benefits programmes are relatively new to New Zealand, 

they’re widely used in other countries. Large corporates often create bespoke 

programmes from the ground up, while small-to-medium companies find 

off-the-shelf schemes a cost-effective way to enhance employee salary 

packages. In the UK, the reward and recognition solution XeXec has been 

operating successfully for more than 20 years; in Australia, Reward Gateway 

has been active for around 15 years. New Zealand also has an off-the-shelf 

employment benefits scheme now, in the form of Boost by n3. 

“To win in the marketplace you 
must first win in the workplace.”

- Doug Conant, Global leadership consultant
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What are the benefits of an 
employee rewards programme? 

• Take the pressure off your salary budget. When salary 

increases are under pressure, employee benefits can be used 

as an alternative reward. Offerings can include increased 

leave, travel subsidies, discounts and free offers. What’s more, 

these add-ons often have a higher perceived value than their 

actual cost. 

• Retain good people and avoid recruitment costs. The 

cost of staff turnover can disable your business. Hiring costs 

include fees to recruiters and advertising. Getting new people 

up-to-speed is also costly, especially if it involves training. 

And if there’s a gap between the exiting employee and the 

new arrival, there’s a risk of reduced productivity. Employee 

Benefit News reports that it costs employers 33% of a worker’s 

annual salary to hire a replacement if that worker leaves. By 

launching and maintaining an effective employee rewards 

programme, you’re providing more reasons for workers to stay. 

• Make your company more attractive to job candidates. 

If recruiting good people is becoming increasingly difficult, 

building your employment brand through add-on benefits can 

make a difference. You can leverage the extras by mentioning 

them in recruitment advertising and during interviews. 

Appealing to 
job candidates

Gives employees 
a reason to stay 

Boosts morale and 
helps to improve 
company culture

Less pressure on 
management for 
salary increases

Productivity gains, 
because happier 

employees work better

Employee 
Benefits 

3

https://www.benefitnews.com/news/avoidable-turnover-costing-employers-big
https://www.benefitnews.com/news/avoidable-turnover-costing-employers-big


What are the benefits of an 
employee rewards programme? 

• Build a culture of positivity that supports productivity. Launching 

an employee rewards programme sends a signal to your people that 

they are valued and helps to build a more positive work culture. If the 

benefits help to reduce employees’ cost of living and add to their quality 

of life, they will be avidly discussed during breaks and lunchtime. Your 

company will also get good PR around the barbecue and dinner table 

when employees are socialising with friends and family. 

• Enhance work/life balance. A benefits programme can give 

employees more opportunities for off duty enjoyment, travel and quality 

family time, helping to create a better work/life balance. Employment 

New Zealand suggests that improving the balance between our lives 

at work and outside of work can bring real benefits for employers 

and employees.

“Everyone talks about building a 
relationship with your customer.  
I think you build one with your  

employees first.”
- Angela Ahrendts (Senior Vice President, Apple)
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Why is high staff turnover such a problem? 

Research says that replacing a salaried employee costs six to nine 
months’ salary on average. For an employee making $60,000 a year, 

that’s $30,000 to $45,000 in recruiting and training expenses.
- Society for Human Resource Management

Direct Costs Indirect Costs

Advertising, recruitment fees, interviewing, 
screening and hiring

Work culture impact caused by remaining 
employees discussing why people are leaving

Manager’s time and training for onboarding Errors caused by new employees

Lost productivity as new employee gets  
up-to-speed (can take up to two years)

Productivity losses when other employees 
see high turnover and feel dispirited
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Why are some employee reward 
programmes better than others?

To be effective, employee rewards programmes need 

to be well-designed and carefully implemented to 

ensure employees engage with them, can use them 

easily and understand how to extract maximum value 

from each opportunity. 

There’s always a danger that your programme will be 

seen as a ‘box ticking’ exercise, rather than a useful and 

valuable add-on to employee salaries. For this reason, 

rewards need to be tailored to your workforce. They can 

be selected on age, interests, lifestyle or even region. It’s 

advisable to survey your employees about what sort of 

benefits they are most likely to use.  

For maximum uptake, programmes need to be available 

through one system. For example, a smartphone app 

that lets them access all employee benefits through 

a single platform. 

The best programmes have the flexibility to add benefits 

(existing and future) that are unique to your organisation. 

The best schemes are well-communicated. 

This generally means hard-copy and electronic 

communications that describe and promote 

the rewards.

“Skilled workers can be in short supply and research into 
employee turnover has highlighted the need for companies to 
make concerted, creative efforts to keep their top employees 
for as long as possible. Taking a strategic approach to retention 
gives you the best chance of developing a stable, loyal workforce, 
so the company can focus on hitting its targets, while also being 
more attractive to other highly-skilled workers.”  
– MY HR NZ – Employee Retention.
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Can you please all the people 
all the time? 
How diverse is your workforce?  

If it encompasses a wide spread of ages, stages, cultures and interests, 

finding a rewards programme that works for everyone could be a stretch. 

It’s not a good look to launch a benefits programme that favours one 

group of employees over another. For example, health insurance could be 

more applicable to employees who are older or have families. 

Your programme should be relevant for everyone, which means it will 

need inbuilt diversity and flexibility. That’s why more Kiwi businesses are 

establishing benefits programmes for their employees.

Discounts for things like car maintenance, home renovation supplies, hotel 

accommodation, rental cars, sports gear, coffee and food, furniture and 

pet supplies are applicable to almost everyone. 

Will a benefits programme 
relieve demands for more money?  
If your employees have been agitating for more money, but your 

business performance can’t support pay rises, implementing a benefits 

programme can go some way to keeping the peace. When your 

employees understand how much they could save every year through 

your programme, they will feel better off. Your programme can make a 

tangible difference to their financial wellbeing. 
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Checklist for an employee 
rewards programme

1. Benefits that are relevant to most or all 

your staff  

Look at the mix and the reach of the offers. 

You know your workforce. Which one provides 

the right mix and choice, and which will reach 

the largest demographic?

2. Programme is favoured by a cross-section 

of employees when you float the idea 

Involve your employees in the process of identifying 

a rewards programme that works for your business. 

They can help steer you in the right direction. 

3. Benefits with a higher perceived value than 

their cost 

It’s a win-win if you can find a rewards programme 

that punches above its weight. For example, if a 

benefits programme costs you $10 per employee 

per year, but yields significant savings for each 

employee, it’s definitely delivering value for money.  

4. The flexibility to hide offers you don’t want  

Best-practice programmes let you manage 

which offers you make available to your people. 

Administrators can turn offers off.

5. An affordable annual fee or  

cost-per-employee 

While offering a benefit like subsidised health 

insurance is a generous gesture, it could cost you 

hundreds of dollars per employee every year. 

Another approach is a discount and special offer 

programme that costs between $10 and $14 per 

employee a year. 

6. Technology that encourages and supports high 

use of reward 

Rewards that are easy to redeem are more 

likely to be used. Choose a programme that 

has a phone app and/or membership card. 

7. A platform that lets you add benefits that 

are unique to your company 

Your employees only need to go to one place to 

access all their benefits, including existing and future 

benefits you have negotiated yourself, i.e. health 

insurance, wellbeing allowance, gym membership. 

with a click. 

8. Tools and materials to assist promoting 

the programme to employees 

Internal marketing is required to make employees 

aware of the rewards programme and how to use 

it. This is much easier if the programme you select 

comes with effective tools and materials that can 

be customised to your business. Ideally, you should 

be able to customise communications by adding 

your company logo, HR news and other information 

specific to your organisation.   

9. Customer support for administrators 

and employees 

Being able to pick up the phone or send an email 

to get quick answers to queries is essential. The 

best rewards programmes have a contact centre 

that’s always ready to help.

10. Easy to on-board and remove employees 

Rewards programmes need to be hosted on 

secure online platforms that let you add and 

delete employees, see key metrics related to the 

programme and order reports that let you judge 

the success (or otherwise) of the programme.
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Launching your programme

Successfully launching a benefits programme involves getting your management 
team and employees on board. 

Employees need to be clear on: 

 9 What they are being offered 

 9 How to make use of the scheme 

 9 Which offers are most relevant to them 

Managers need to know:

 9 Why you are starting the programme 

 9 How it will run 

 9 What they can do to support uptake of the benefits

Things to think about:

 9 Implementing an effective employee communications 

plan that targets managers first, and then employees

 9 Ensuring both audiences have access to information 

that answers their questions

 9 A launch event that’s fun and informative

• The best communication strategies utilise 

posters, presentations, emails, internal intranet 

platforms, social media platforms, staff 

handbooks and more. Creating lots of savings 

examples is important for demonstrating the 

value of your programme. 

• While programmes can be launched quickly, 

don’t compromise the success of your 

programme by launching before you’re ready. 

• Make sure your communications programme 

carries on after launch. Monitor uptake and 

continue to promote directly to staff through 

emails and intranet.  

• Get managers on board with the programme, 

so that they’ll promote usage to their people. 

Remind them that the programme supports 

employee happiness, which in turn supports 

greater productivity. 

• Stimulate uptake by running friendly 

competitions that encourage employees to 

register and use the programme. For example, 

run a month-long campaign that enters 

employees in a competition when they use a 

specific benefit. 

• Create a Facebook group page for your 

programme and use GIFs, short videos and 

fun images to promote the use of employee 

benefits. Start off by getting all employees to 

join the group. 

• Interview employees who enjoy using 

benefits, then write stories that can be 

used in communication pieces. The human 

interest factor will help to engage others in 

the programme. 

Tips for communications
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Get 
Started Stakeholder 

buy-in
Stakeholder buy-in 
through presentation of 
concept to managers

Launch event
Launch event for 
employees, distribution 
of introductory packs

Teaser 
announcement
Posters and/or 
email campaign to 
build excitement

Testing the 
concept
Workshop with a 
panel of employees 
to test concept 

Regular 
newsletter
Ongoing communication 
programme to promote 
programme and 
encourage use

Fine tune
Fine-tune concept, 
based on feedback 
from managers and 
employee panel

Measure success
Analyse uptake and 
reward redemption rates 

Employee survey
Online survey to 
employees to 
ascertain interest in 
the programme

Continue 
promotion
Ongoing communications 
to grow usage and 
promote new discounts 
and special offers

Step 1

Step 6Step 5

Step 2

Step 7

Step 3

Step 8

Step 4

Step 9
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How will you know a benefits 
programme is working? 
Establish business goals
Before your launch an employee benefits 

programme, you need to define your business 

goals. These will become assessment points for 

the programme’s success. Possible goals include:

• Make employees feel more valued

• Reduce demands for pay rises

• Improve employee retention

• Lift employee productivity

• Improve company culture

• Assist recruitment of new employees

• Reduce administrative burden 

on HR personnel

• Reduce use of paper across the organisation 

Establish programme goals
The programme itself needs to gain and maintain 

usage levels. You can expect these to build over 

time, for example:

3 months – 20% uptake

6 months – 30% uptake

12 months – 50% uptake

Measure success
Once you have a list of business and programme 

goals, you need to determine how to measure 

success against each of them. Measurement 

tools include:

• Data reporting and analysis from online 

benefits platform

• Employee surveys

• Manager surveys

• HR retention and attraction statistics

• Reduced employee absence

• Feedback from administrators

• Productivity data

• Communication engagement levels, 

i.e. newsletter opens, Facebook group 

membership numbers, intranet visits. 
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A benefits programme that 
pleases them all: Boost by n3
Boost is an employee benefits solution that can be quickly implemented in 
any New Zealand business. Backed by n3, New Zealand’s largest buying 
group, it lets you quickly launch a benefits package that your people can 
use every day in lots of ways.
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Boost makes building a customised employee benefits programme easy 
and affordable, with exclusive deals and discounts from New Zealand’s best 
brands.

  Great deals. Top brands.
Reward your staff with easy access to great deals from top 
brands. From homewares to holidays, DIY to insurance and a 
whole lot more, Boost has a discount at your favourite brands and 
stores, with over 50 already onboard. 

  Deals in your pocket
Available for iOS and Android, the Boost app provides instant 
access to Boost offers and privileges anytime, anywhere.1 Your 
staff can also access the Boost website to redeem discounts and 
receive special deals and limited time offers.

  Plays nice with others, too
If you already offer existing staff incentives, you can add them 
to Boost, giving you and your staff a single place for all your 
employee benefits.

  From $12 per person
Manage your employee benefits programme with one simple, 
integrated system, with prices starting from $12 per person.2

1: Boost App is available with Boost Ultra and Ultra+ plans. 2: Our flexible membership plans start from $12 per person.

Get started now: myboost.co.nz
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