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Group Private Medical Insurance 

While obtaining an individual private medical insurance can be expensive, private medical insurance 
arranged on a group basis can offer lower premiums. This is a result of the administrative savings 
caused by arranging a number of policies in one go.  

Group private medical insurance premiums paid by the employer are also a business expense for 
corporation tax purposes. However, they do count as a benefit in kind for the employees. 

There are two main types of private medical insurance:  

• Private medical insurance – This provides for the cost of receiving private medical care. The 
insurance pays the care provider directly. 

• Medical cash plans – These are less expensive policies which provide fixed sums for costs 
that may be involved with keeping your employees healthy. For example, this could include 
non-surgical procedures, dental care, hospital stay expenses, physiotherapy, chiropody, and 
podiatry. Often there is no need for a GP referral. 

A group private medical insurance can provide additional benefits for employees:  

• Family cover – In some cases, group medical insurance plans can include family members. 
Children of the employee can be covered up to the age of 25 depending on the policy 
conditions. The option to add family members is usually at the extra cost to the employee 
but again this is normally cheaper than with an individual policy. 

• Telephone support and helplines – Qualified personnel are on hand to speak about health 
and wellbeing when an appointment is not possible. 

• Dental and optical support – It is becoming increasingly difficult to obtain NHS dental and 
optical support. Group medical insurance helps employees in this key area. 

• Psychiatric treatment and complementary therapies – There is a greater awareness 
nowadays that mental health and wellbeing is just as important as physical. These therapies 
may be included in the cover.  



Group Income Protection 

Group income protection insurance is a benefit that helps an employer to continue to pay an 
employee should they be unable to work due to illness or injury for a prolonged period. Typically, 
the insurance pays a percentage of the employee’s pre-disability salary, such as 50% or 75%, directly 
to the employer. The employer then uses the pay-out to continue to pay the employee through 
PAYE, as net pay. 

Payments begin after an employee has been off work for a defined period. Most employers choose 
six months as this coincides with how long UK statutory sick pay is paid. The payments will continue 
until either the employee is well enough to return to work or they reach the end of the payment 
period insured under the policy. This may be a fixed number of years or until the employee reaches 
State Pension Age. 

Because the loss of a regular income for a prolonged period can have a catastrophic impact on a 
person’s finances, group income protection insurance is seen as a core employee benefit. One which 
offers long term financial security. 

Here are some of the main reasons why employers should consider providing this benefit to their 
staff: 

It helps to attract and retain the best talent 

Companies of all sizes are constantly under pressure to ensure they have the best talent within their 
business. This requires innovation in a competitive employment market. Group income protection is 
commonly provided by large employers on a company paid, compulsory basis. It offers long-term 
financial security and is therefore valued highly by employees as the equivalent individual insurance 
is often quite expensive. For SMEs, providing this benefit can be an important tool in attracting new 
employees many of whom may already have this benefit at their current employer and may not 
want to give it up. 

In addition, as a company provided benefit, the premiums are normally considered as a business 
expense and therefore tax deductible. This is not a P11D benefit so employees are not taxed either.  

Employee peace of mind 

In many cases if employees on sick leave do not receive the additional help and support provided by 
the insurer’s case management service at an early stage of their absence, this can significantly delay 
their return to work and cause longer term financial issues. 

For those still absent after 28 weeks when statutory sick pay ends, many employers do not provide 
any further financial support. So, all income stops for the employee, leaving them to survive on state 
benefits. This is where group income protection benefits kick in, providing valuable long-term 
financial security and peace of mind for employees. 

Doing the right thing 

Employers should be prepared for how they would support an employee who is absent from work 
for a prolonged period and in some cases permanently absent. Commonly in small businesses the 



employee may be a close friend or colleague. This scenario will impact how other employees view 
their employer. 

Continuing to pay a salary to the employee is likely to be unaffordable for the business. Yet leaving 
the employee to manage on state benefits is not easy either. By providing group income protection 
insurance the employer can continue to provide a regular income to the employee. This runs 
alongside vocational rehabilitation to help the employee manage their condition and hopefully 
achieve a successful return to work. 

Group Life Insurance 

Whilst a company car or private medical insurance may seem more attractive, a group life assurance 
scheme will be more affordable, and a more valuable benefit in a time of need. Group life assurance 
could be the perfect finishing touch to a benefits package and there is no doubting it is a cost-
effective way to reward your employees.  

A group life assurance scheme is essentially life insurance taken out by an employer on their 
employees as a group and is also known as ‘death in service’ life assurance. It provides life assurance 
for your employees at a much lower cost than they can buy individually and there are free cover 
limits with no underwriting requirements. It means that should an employee die, their nominated 
beneficiaries will receive a tax-free lump sum to help them cope at a time of great loss and need. 
The sum insured is normally based on a multiple of the employees’ salary, typically between 2 and 4 
times their salary, but it could be as low as one times or as high as ten times. Policy benefits can be 
adapted to suit any company’s needs and budget.  

Benefits for employers are as follows: 

• A more competitive and attractive benefits package helps you recruit and keep the right 
staff. 

• Premiums will normally qualify for tax relief depending on scheme choices, including 
Excepted Group Life policies, also known as relevant life policies. 

Benefits for employers are as follows: 

• Peace of mind for them and their loved ones. 
• Lump sum and dependants’ pension benefits can be paid without waiting for probate and 

free of inheritance tax. 
• This valuable cover is not classed as a benefit in kind. 
• Family members of employees often benefit from access to insurers’ support services. 

 

  



Workplace Pensions 

The staging process introduced by the government meant that by April 2018 all employers had to 

provide a qualifying workplace pension scheme and automatically enrol their eligible employees. 

Workplace pensions were designed to help employees save for their retirement and provide a lost-
cost method of doing so. A portion of their qualifying salary is paid into the scheme every time they 
get paid, normally monthly but in some cases weekly. In addition to employee contributions, the 
employer also has to contribute, along with the government in the form of tax-relief.  

By February 2018 all employers, no matter how big or small, new, or old had to have a workplace 
pension in place and enrol all eligible staff. 

Cost to the employer  

There has been a tiering process for the contributions employers have had to pay into their 
workplace pension:  

• Regulations stated that until 5th April 2018 the minimum employer contributions were 1% – 
the same for the employee, making a total of 2% 

• Between 6th April 2018 until 5th April 2019 the minimum employer contribution was 2% 
and the employee was 3%, a total contribution of 5% 

• From 6th April 2019 the minimum employer contribution rose to 3% of qualifying earnings 
and the employee contribution rose to 5%, making a total of 8% 

Compliance 

All employers must now offer a workplace pension scheme. However, it is still important to regularly 
assess the eligibility of employees and suitability of the scheme because:  

• Employers’ legal obligations do not cease once the scheme has been set up. There is a 3-year 
cycle of re-enrolment and eligibility assessment. For example, any employees who may have 
opted out will be automatically enrolled again and the eligibility of employees to be 
members of the scheme must be re-assessed. 

• Employers must complete a declaration of compliance whether they have staff to enrol or 
not. The declaration of compliance must be completed within 5 months of the pension 
scheme being in force. Re-enrolment of staff is not optional, as a legal duty it must be 
complied with or the firm may face a fine. Another declaration of compliance is required at 
re-enrolment. 

• Penalties for not complying with workplace pension regulations can be high. The Pensions 
Regulator can issue a fixed penalty notice of £400 and then hit employers with escalating 
penalties, the costs of which vary with the size of the firm but can reach £10,000 per day. 

 


