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A

Introduction
This guide is intended to highlight key aspects of the automatic enrolment regime
and to answer some of the most common questions that employers are asking. The
answers in this guide are based upon the legislation as at April 2013 as well as guidance
published by the Pensions Regulator. For ease of reference, it is presented in a
“Question and Answer” format.
If you require any further information on automatic enrolment, please speak to your usual
Eversheds’ adviser or contact:
Stuart Earle
Partner, Pensions
Direct: +44 845 498 7607
Main: +44 20 7497 9797
stuartearle@eversheds.com

Teresa Dolan
Partner, Employment
Direct: +44 845 497 1540
Main: +44 20 7497 9797
teresadolan@eversheds.com

This guide is not a substitute for seeking specific legal advice. Where an employer has any doubts
about its automatic enrolment obligations or the status of a worker for automatic enrolment purposes
it should seek legal advice.
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What is automatic enrolment?
Automatic enrolment is a new legal duty that will ultimately apply to all UK employers,
requiring them to automatically enrol eligible workers into a qualifying pension scheme
and pay minimum employer contributions or provide a minimum level of benefits, unless
they are already an active member of such a scheme. In order to comply with this duty an
employer could use its existing scheme (if it meets the qualifying conditions), set up
a new scheme, use one of the new master trusts or use a combination of these.
Employers will also be required to provide information to workers about their new rights
and to re-enrol eligible workers who opt-out approximately every three years. Certain
protections have been given to workers to safeguard their automatic enrolment rights.
In addition, there is a duty on employers to register with the Pensions Regulator within
four months of their staging date and to keep records demonstrating compliance with
their automatic enrolment duties.

When do the automatic enrolment requirements apply
and what are ‘staging dates’?
The automatic enrolment duty has been being phased in since 1 October 2012, starting
with the largest employers. Employers must be prepared to comply with these new legal
requirements from their ‘staging date’. An employer’s staging date (which is the term
used to describe the date from which the automatic enrolment duties first apply to
an employer) is determined by the number of people in its largest PAYE payroll scheme
on 1 April 2012:

Automatic enrolment
is a new legal
duty that will
ultimately apply to
all UK employers,
requiring them to
automatically enrol
eligible workers
into a qualifying
pension scheme...

• an employer with 10,000 or more people in its largest PAYE payroll scheme will have
a staging date between 1 October 2012 and 1 March 2013
• an employer with between 250 and 9,999 in its largest PAYE payroll scheme will have
a staging date between 1 April 2013 and 1 February 2014
• an employer with between 50 and 249 people in its largest PAYE payroll scheme will
have a staging date between 1 April 2014 and 1 April 2015
• an employer with less than 50 people in its largest PAYE payroll scheme will have a
staging date between 1 June 2015 and 1 April 2017.
The Pensions Regulator has said that it will write to all employees around 12 months
before their staging date to confirm the relevant date. Employers can also find out their
staging date on the Pensions Regulator’s website. To allow some flexibility, employers
may choose an earlier staging date. However, an employer cannot choose a later
staging date.
A change in the number of persons in an employer’s payroll scheme after 1 April 2012
will not affect the employer’s staging date, even if the change is significant.
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Who is eligible for automatic enrolment?
From its staging date, an employer will be required to automatically enrol all ‘eligible
jobholders’ into a qualifying pension scheme, unless they are already an active member
of such a scheme.
An eligible jobholder is a worker:
(i)		

who is working, or ordinarily working, in the UK1

(ii)		

at least 22 years of age and below state pension age, and

(iii)

to whom earnings of more than £9,440 per annum (for the tax year 2013/14)
are payable by the employer (measured in each ‘pay reference period’).

The first date on which a worker meets all three eligibility criteria is the date from
which they must be automatically enrolled (this is known as the individual’s ‘automatic
enrolment date’). This may not always be a worker’s first day of employment, especially
if they join part way through a pay reference period, they are under age 22 or if they
have fluctuating earnings.

From its staging
date, an employer
will be required
to automatically
enrol all ‘eligible
jobholders’ into a
qualifying pension
scheme, unless they
are already an active
member of such
a scheme.

Workers earning £5,668 or more and less than £9,440 per annum (for tax year 2013/14)
and who are aged between 16 and 75 and workers earning more than £9,440 per
annum (for tax year 2013/14) but who are aged between 16 and 22 or state pension
age and age 75, are classed as ‘non-eligible jobholders’.
Non-eligible jobholders are not entitled to be enrolled automatically into a qualifying
pension scheme, but they must be given the opportunity to opt-in to a qualifying
pension scheme. Where they do so, they will be entitled to receive the minimum level
of employer contributions or benefits and the employer should treat them in the same
way as eligible jobholders.
Workers earning less than £5,668 per annum (for tax year 2013/14) are classed as
‘entitled workers’ and must be given the opportunity to join a workplace pension
scheme, but this does not have to be a qualifying pension scheme and they are not
entitled to receive employer contributions or a minimum level of benefits, although
an employer may choose to provide this if it wishes.
Employers will need to monitor the age and earnings of all non-eligible jobholders and
entitled workers on an ongoing basis, to track any changes in their status. In particular,
employers will need to monitor these workers’ earnings in every pay reference period
to check whether they exceed the earnings threshold to be treated as a non-eligible
jobholder or an eligible jobholder. A pay reference period is the period by reference
to which the worker is normally paid (for example, weekly, fortnightly or monthly).

The various categories of workers and their eligibility for automatic enrolment is summarised in the table below:

Earnings per annum2

Age 16 – 21
(working/ordinarily
working in UK)

Age 22 – SPA*
(working/ordinarily
working in UK)

SPA* – Age 74
(working/ordinarily working
in UK)

Above £9,440
(income tax personal
allowance)

Non-eligible jobholder

Eligible jobholder

Non-eligible jobholder

only eligible to be
automatically enrolled
into a qualifying scheme
if they opt in

must be automatically
enrolled into a qualifying
scheme (may opt-out)

only eligible to be
automatically enrolled into
a qualifying scheme if they
opt in

Between £5,668
and £9,440

Less than £5,668

Non-eligible jobholder
only eligible to be automatically enrolled into a qualifying scheme if they opt in
Entitled worker
can request to be enrolled into a pension scheme (this does not have to be a qualifying
scheme and they are not entitled to employer contributions)

1
2

This includes England, Wales, Scotland and Northern Ireland (but it does not include the Channel Islands).
For the 2013/2014 tax year

* SPA means State Pension Age

2

Who is a worker for automatic enrolment purposes?
For automatic enrolment purposes a ‘worker’ is defined as any individual who has
entered into or works under:
• a contract of employment (as an employee), or
• any other contract under which the individual undertakes to do work or perform
services personally for another party to the contract (and is not undertaking the
work as part of their own business).
It is up to an employer to determine whether or not each member of staff is a worker
(taking legal advice where necessary). Whether or not an individual is a worker will
probably be obvious for most members of staff, but there may be some individuals
where it is more difficult to determine.
Particular care needs to be taken in relation to:
• contractors
• consultants
• zero-hours workers/’no obligation’ workers
• workers on secondment, and
• individuals who work partly in the UK and partly overseas.
There are a series of employment law tests that can be applied to determine whether
an individual is a worker or not. However the status of these workers will depend on the
particular circumstances and employers should consider the position carefully and seek
legal advice.
Agency workers are specifically covered by the automatic enrolment requirements and
the duties fall on the person responsible for paying the agency worker. In most cases,
this is likely to be the agency, which may then seek to pass on the costs associated with
automatic enrolment to the hirer.

What if an employer wishes to use an existing pension scheme
for automatic enrolment purposes?

It is up to an
employer to
determine whether
or not each member
of staff is a worker
(taking legal advice
where necessary).

An employer can use its existing pension scheme for automatic enrolment purposes
provided it satisfies the minimum qualifying criteria. The qualifying criteria differ
according to the type of pension scheme. In broad terms, they require a minimum level
of contributions to be paid into a defined contribution scheme and a minimum level
of benefits to be provided under a defined benefit scheme. In addition, an automatic
enrolment scheme should not contain any provisions which may prevent a jobholder
from being automatically enrolled, such as a minimum period of service, or require a
jobholder to make a choice or provide information in order to become or remain an
active member of the scheme.
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What about workers who are already members of an
employer’s pension scheme?
An employer will be deemed to have complied with its automatic enrolment duties in
respect of any workers who are already active members of a qualifying pension scheme
operated by that employer on the employer’s staging date. In these circumstances, the
employer need only provide these workers with general information about the pension
scheme. This information should be provided within two months of the employer’s
staging date.

What contributions must an employer make to a
worker’s pension?
Generally speaking, where an employer uses a defined contribution (DC) scheme as its
automatic enrolment scheme, it will ultimately need to pay contributions into the scheme
of at least 3% of ‘qualifying earnings’ on behalf of active members. In addition, the
minimum total contributions that will need to be paid into the scheme (which will be
made up of the employer’s contribution, the member’s contribution and tax relief) will
ultimately need to be at least 8% of qualifying earnings.
The minimum contribution rate for DC schemes is being phased in as follows:

Minimum employer
contributions
(%age of qualifying earnings)

Total minimum contributions
including tax relief
(%age of qualifying earnings)

Employer’s staging date to
30 September 2017

1%

2%

1 October 2017 to
30 September 2018

2%

5%

1 October 2018 onwards

3%

8%

‘Qualifying earnings’ are a person’s gross earnings between £5,668 and £41,450 per
annum (for the 2013/14 tax year). So, for example, a worker with gross earnings of
£20,000 per annum will have qualifying earnings of £14,332 per annum and a worker
with earnings of £5,000 per annum will have no qualifying earnings. For these purposes,
earnings include salary, wages, commission, bonuses and overtime, plus statutory sick
pay, statutory maternity pay, statutory paternity pay and statutory adoption pay.
Where the contributions to an employer’s scheme are calculated by reference to a
definition of ‘pensionable pay’ that is different to ‘qualifying earnings’, the employer
may be able to certify that their scheme meets certain alternative minimum contribution
criteria that are set out in the legislation3.
Where an employer operates a defined benefit occupational pension scheme as an
automatic enrolment scheme, the employer will be required to pay contributions in
accordance with the scheme’s schedule of contributions. To be used as an automatic
enrolment scheme a defined benefit scheme must provide a minimum level of benefits
to members.
3The

alternative contribution rates for qualifying DC schemes range from 9% of basic pay
(with a 4% employer contribution) to 7% of all earnings (with a 3% employer contribution).
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Can a worker agree to pay less than the minimum level
of contributions?
There is nothing to stop a worker choosing to opt-out of a qualifying pension scheme and
instead join a scheme under which they (and the employer) pay less than the minimum
amount required for automatic enrolment purposes. However, any such scheme would
not be a qualifying pension scheme and therefore the employer would be required to reenrol the worker into a qualifying pension scheme on the employer’s next re-enrolment
date (which would be approximately three years after the employer’s staging date).
In addition, an employer must not induce or encourage its workers to opt-out of, or
otherwise leave, a qualifying pension scheme.

Can a worker opt-out of automatic enrolment?
An eligible jobholder who has been automatically enrolled into a qualifying pension
scheme and a non-eligible jobholder who opts-in to a qualifying pension scheme both
have a statutory right to opt-out of the scheme within (broadly speaking) one month of
becoming active members of the scheme. Where they do this, they will be entitled to a
refund of their contributions and they will be treated as if they never joined the scheme.
To exercise their statutory right to opt-out a worker must give an opt-out notice to their
employer. The opt-out notice must contain certain prescribed information, including
warnings about the potential consequences of opting-out (such as the prospect of
lower income in retirement). Generally speaking, the opt-out notice must come from
the pension scheme provider or the scheme’s trustees and, in any event, it should not
be included with the automatic enrolment information that is provided by the employer.
Workers cannot opt-out in advance of being automatically enrolled and receiving
the prescribed automatic enrolment information from their employer. As a result, an
employer will still need to enrol eligible jobholders even if such workers have previously
asked not to join a pension scheme.
A worker can also leave a scheme after the statutory ‘opt-out period’ has ended in
accordance with the rules of the relevant scheme.

To exercise their
statutory right to
opt-out a worker
must give an
opt-out notice to
their employer.
The opt-out notice
must contain
certain prescribed
information,
including warnings
about the potential
consequences of
opting-out...

Where an eligible jobholder opts-out or leaves a qualifying pension scheme, they will
need to be re-enrolled into a qualifying pension scheme by their employer approximately
every three years, if they are still an eligible jobholder and employed by the same
employer at that time.

What about workers with lifetime allowance protection?
Individuals with fixed or enhanced lifetime allowance protection who are automatically
enrolled into a pension scheme will lose their protection if they do not opt-out within
the one-month statutory opt-out window. Therefore, it is important that employers
identify any high earners who may be affected and inform them of the consequences if
they do not opt-out immediately. Such workers will need to be equally vigilant when the
employers’ re-enrolment obligations arise every three years.
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Can automatic enrolment be postponed?
An employer may be able to postpone the duty to automatically enrol eligible jobholders
into a qualifying pension scheme and provide them with the mandatory
information by:
• operating a waiting period of up to three months, or
• making use of the transitional period of up to five years and three months from
30 June 2012, which can be applied to certain workers where an employer operates
a defined benefit pension scheme or a hybrid pension scheme (ie a scheme which
provides benefits on a defined benefit and a defined contribution basis), where certain
conditions are met.
In both cases the employer must give written notice to affected workers and those
workers would retain the right to opt-in to a qualifying pension scheme during the
waiting period or the transitional period (as appropriate).
Operating a waiting period may:
• help an employer to manage its automatic enrolment obligations in respect of
temporary workers and other casual staff,
• provide an employer with more time to automatically enrol new workers
(especially those who join part way through a pay reference period), or
• help to align automatic enrolment with payroll or other HR processes.
Employers may also wish to consider operating a waiting period where they operate
a probationary period for new joiners.
For further information on postponing automatic enrolment please speak to your usual
Eversheds’ adviser or contact teresadolan@eversheds.com or stuartearle@eversheds.com.

What information must an employer provide to its workers
about automatic enrolment?
An employer must provide certain information in writing to its workers within prescribed
time limits. The information that must be provided varies depending on a worker’s status
and whether they are already active members of a qualifying pension scheme, as follows:
• an eligible jobholder who is not already an active member of a qualifying scheme
must (amongst other things) be informed that they have been or will be automatically
enrolled into a pension scheme, provided with information about the scheme
(including the contribution rates) and information about their right to opt-out

An employer must
provide certain
information in
writing to its workers
within prescribed
time limits. The
information that
must be provided
varies depending
on a worker’s status
and whether they
are already active
members of a
qualifying pension
scheme.

• a non-eligible jobholder who is not already an active member of a qualifying scheme
must (amongst other things) be sent information about their right to opt-in to a
qualifying scheme, and
• an entitled worker must be sent information about their right to join a pension scheme.
Generally speaking, this information must be provided within one month of the worker’s
automatic enrolment rights arising.
An employer only needs to provide limited information to a jobholder who is already
an active member of a qualifying scheme on the date on which they first become a
jobholder, including confirmation that the jobholder is an active member of a qualifying
pension scheme. This information must be provided within two months of the employer’s
staging date or the date on which the worker first becomes a jobholder (if this is later).
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What is automatic re-enrolment and how frequently does
it have to be done?
Approximately every three years after its staging date, an employer will be required to
automatically re-enrol any worker who is an eligible jobholder at that time and who has
previously opted out, or otherwise left, a qualifying pension scheme operated by that
employer (provided the worker is still employed by the same employer on the employer’s
re-enrolment date). However, an employer will not be required to automatically re-enrol
an eligible jobholder who has voluntarily ceased to be an active member of a qualifying
pension scheme in the 12 months prior to the employer’s re-enrolment date.

Must an employer consult with workers if it plans to amend
its existing scheme?
Employers with more than 50 employees need to consult “affected members” (which
includes active and prospective members) before they make a “listed change” to an
occupational pension scheme or a personal pension scheme. Listed changes include:
• reducing or ceasing employer contributions
• increasing member contributions
• closing a scheme to new members (occupational pension schemes only)
• reducing or ceasing future accrual (occupational pension schemes only).
The consultation period must last at least 60 days. An employer may also need to
comply with any consultation arrangements that it has previously agreed with a trade
union or other employee representatives. In addition, the trustees’ agreement may
be needed before changes are made to an occupational pension scheme.
An employer may also be required to comply with the consultation requirements
under employment legislation if it needs to make changes to its employees’
contracts of employment in connection with the changes that it is making to its
pension arrangements.
In any event, legal advice should be sought where an employer intends to make
changes to its existing pension or employment arrangements.

What is NEST?

In any event, legal
advice should be
sought where
an employer intends
to make changes
to its existing
pension or
employment
arrangements.

NEST stands for the National Employers Savings Trust. NEST is an occupational pension
scheme that can be used by employers to meet their automatic enrolment obligations
in respect of all their UK-based workers. NEST can be used as an employer’s sole pension
scheme or it can be used alongside other pension arrangements. NEST is under a public
service obligation which means that it is required to accept all employers that want to use
it to fulfil their automatic enrolment duties. NEST is also available to the self-employed.
Total contributions (employer plus employee) to NEST are currently capped at £4,500 per
annum for the 2013/14 tax year (this limit will increase annually in line with earnings).

What are the penalties for failing to comply with the automatic
enrolment requirements?
The Pensions Regulator has been given various powers to enable it to ensure compliance
with the automatic enrolment legislation. These powers include the power to:
• inspect automatic enrolment records held by an employer
• issue compliance notices, requiring an employer or a third party to take action to
ensure that the employer complies with its legal duties
• issue fixed penalties, of £400
• issue escalating penalties ranging from £50 to £10,000 per day, depending upon of an
employer’s size, for serious or persistent breaches.
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How will workers’ automatic enrolment rights be protected?
The following legal safeguards are being introduced to protect workers and job applicants:
i. Prohibited recruitment conduct – during the recruitment process an employer or
their representative must not ask any question, or make any statement (whether
written or verbal) that either states or implies that a job applicant’s success could
depend on whether or not they opt-out of an automatic enrolment pension scheme.
ii. Prohibition against inducing opt-outs – an employer must not take any action, the
sole or main purpose of which is to induce a worker to opt-out of automatic enrolment
or to cease active membership of a qualifying pension scheme.
iii. Prohibition against detrimental treatment and unfair dismissal – an employer must
not subject a worker to detrimental treatment or dismiss a worker due to the fact that
the automatic enrolment legislation applies to a worker, a worker has taken action to
enforce their automatic enrolment rights or the employer has been prosecuted for
wilfully failing to comply with its duties. Any such dismissal will be automatically
unfair and the normal qualifying service does not apply.
iv. Prohibition against stopping active membership of a qualifying scheme – an
employer must not take action, or fail to take action, which results in a jobholder
ceasing to be an active member of a qualifying scheme (unless the worker (i) asks to
leave the scheme or (ii) is already an active member of another qualifying scheme or
(iii) immediately becomes an active member of another qualifying scheme).
Employers are required to comply with safeguards (i), (ii) and (iii) with effect from
1 July 2012, regardless of their staging date. Safeguard (iv) will apply from an employer’s
staging date.

In addition, an
employer may
be subject to
criminal proceedings
if it ‘wilfully’ fails
to comply with its
automatic enrolment
duty, its re-enrolment
duty or its duty to
enrol jobholders
who opt in.

A worker can complain to the Pensions Regulator which may issue a compliance notice to
any employer who breaches these safeguards. The Regulator may impose a fine of up to
£50,000 where an employer breaks the prohibition against inducing opt-outs and it may
impose a fine of up to £5,000 on an employer that engages in prohibited recruitment
conduct. A worker who is a victim of detrimental treatment or unfair dismissal can enforce
their rights in an employment tribunal.
Where the detriment involves the termination of a contract which is not an
employment contract, the worker should proceed with a detriment claim.
However, section 56(3) of the Pensions Act 2008 limits the amount of possible
compensation to the statutory cap for unfair dismissal claims.
In addition, an employer may be subject to criminal proceedings if it ‘wilfully’ fails to
comply with its automatic enrolment duty, its re-enrolment duty or its duty to enrol
jobholders who opt in. Criminal proceedings may also be commenced against company
directors and partners in a partnership who were party to the default by the employer.
Any person who is found guilty of wilful failure to comply with their automatic
enrolment duties may imprisoned, fined or both.
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What should employers do to prepare for
automatic enrolment?
Set out below are some of the key steps that employers need to take to prepare for the
introduction of automatic enrolment:
1. Find out when the new automatic enrolment duties apply to your organisation
Read “When do the automatic enrolment requirements apply?” for more information
and then visit The Pensions Regulator’s website to find out your organisation’s
staging date.
2. Put together a project management team
To ensure success, an employer should put together a team made up of representatives
from their HR, pensions, payroll, IT and communication teams to project manage the
design and implementation of their automatic enrolment strategy.
3. Identify the workers that will be covered
HR teams need to assess which eligibility category each of their existing workers is likely
to fall into, in order to calculate the likely cost of compliance as well as the potential
impact on future HR strategy and pay awards. Read “Who is eligible for automatic
enrolment?” for more information.
4. Make strategic decisions as soon as possible
Employers need to take several key decisions in order to determine their automatic
enrolment strategy including which scheme to use, what the contribution rate will
be, whether to operate a waiting period and whether to use contractual or statutory
enrolment. These decisions should be taken at the earliest opportunity.
5. Put in place administrative systems, payroll processes and record-keeping to cope
with automatic enrolment, opt-outs, opt-ins and re-enrolment
Enquiries should be made to see if existing payroll software and systems will be able to
support the employer in complying with its new duties, in particular the requirement
to monitoring workers’ earnings and to pay the correct level of contributions. With the
demands likely to be placed on payroll and software providers, these enquiries should
take place at an early stage in the planning process and sufficient time should be set aside
to test systems before an employer’s staging date.
Administrative systems will also need to be put in place to deal with automatic enrolment,
process opt-outs and opt-ins and deal with automatic re-enrolment. In addition, HR will
need to determine who will be responsible for providing information to the different
categories of workers, whether it is HR or an external party such as the pension scheme
provider or a benefit consultant. Whatever the preference, this information will need
to be produced before the employer’s staging date. Read “What information must an
employer provide to its workers about automatic enrolment?” for more information.

HR teams need
to assess which
eligibility category
each of their
existing workers
falls into, in order
to calculate the cost
of compliance as
well as the potential
impact on future
HR strategy and
pay awards.

6. Review existing contracts of employment and offer documentation
HR should review any contracts of employment and offer documentation for provisions
that may conflict with the automatic enrolment requirements, such as clauses that make
pension entitlement conditional upon a minimum period of service, or which require
workers to opt-out of pension benefits for all or part of their service. In addition, other
provisions may result in additional costs being incurred from the employer’s staging
date. For example, contracts which currently provide an enhanced rate of pay or benefits
to workers who do not join a pension scheme could result in the employer having to
automatically enrol the worker and make contributions based on the higher rate of
pay. As any attempt to vary or remove such additional benefits may require a period
of consultation and could be viewed as an inducement to get the worker to opt-out
of automatic enrolment, care should be taken when making any changes to existing
contracts to avoid possible enforcement action being taken by the Pensions Regulator
and/or claims from individual workers. Read “How will workers’ rights be protected?”
for more information.
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7. Develop an effective communication strategy
Communication is key to the success of automatic enrolment. Therefore, employers
need to develop an effective communication strategy to ensure that their workforce
knows what is happening, when and how they stand to benefit. Employers may find the
NEST phrasebook, NEST’s Golden Rules of Communication and DWP’s automatic enrolment
employer communication materials helpful when preparing such communications.
As well as deciding upon their overall communications strategy, employers also need
to ensure that they are prepared to provide workers with the mandatory automatic
enrolment information that they will be legally obliged to provide to their workers within
the relevant statutory timescales. Read “What information must be provided to workers
about automatic enrolment?” for more information.
8. Appoint somebody to oversee compliance
Failure to comply with the automatic enrolment requirements could lead to enforcement
action being taken by the Pensions Regulator (which may include a significant fine).
Therefore, it is important that someone within an organisation is appointed to oversee
compliance, whether this is someone in HR, payroll, pensions or elsewhere. Read “What
are the penalties for failing to comply with automatic enrolment?” for more information.
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What if I have other questions, such as using salary sacrifice,
flexible benefit packages, the impact of TUPE, our obligations
to internationally mobile workers, whether we should enrol
all employees and more?
Automatic enrolment generates a host of different questions and issues, depending on an
employer’s individual circumstances, which are beyond the scope of this guide. However,
our automatic enrolment team which consists of pensions, employment and tax experts
are dealing with these issues on a daily basis and they would be delighted to assist you.
Please speak to your usual Eversheds’ advisor or contact teresadolan@eversheds.com or
stuartearle@eversheds.com if you would like further assistance.

Where can I find out more information about automatic
enrolment?

Eversheds also
offers a variety of
training products on
automatic enrolment
which we can run for
your HR, pensions
and payroll teams.

Please speak to your usual Eversheds’ advisor or contact teresadolan@eversheds.com or
stuartearle@eversheds.com if you require more information about automatic enrolment.
Eversheds also offers a variety of training products on automatic enrolment which we can
run for your HR, pensions and payroll teams. Please contact timsmith@eversheds.com for
more information.

This guide is not a substitute for seeking specific legal advice. Where an employer has any doubts
about its automatic enrolment obligations or the status of a worker for automatic enrolment
purposes it should seek legal advice.
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