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2 GROUP RISK  SPONSOR’S COMMENT

Smooth transition

R
eturning to work after a long illness such 
as cancer may be a daunting prospect for 
some employees. Fear of going back to the 
workplace, especially after a lengthy time off, 
may prove diffi cult for some. For others, the 

return to work may mean a path to normality, supporting 
their overall recovery. To ensure a sustainable and 
successful return to work is achieved, introduction of a 
meticulous absence management plan could be crucial.

Figures from the Offi ce for National Statistics show 
that almost 120,000 people of working age in the UK 
are diagnosed with cancer each year, and there are 
more than 700,000 people currently living with cancer, 
according to Macmillan Cancer 
Support. However, with medical 
advances people are now more 
likely to survive cancer and wish 
to continue with their careers.

It is evident that employers play 
an essential role in supporting 
employees in their successful 
return to the workplace. It is, 
therefore, crucial that open 
and honest communication is 
established upfront and that 
return-to-work plans are agreed as 
soon as possible, meaning there is 
no risk of reverting into another long-term absence.

The introduction of a robust absence management 
plan would mean that employees are provided with a 
smoother transition into the working environment and 
any concerns that may arise are promptly resolved.

Being off work for a longer period of time may result in 
a feeling of isolation. A re-adjustment period and possibly 
some re-training sessions could support the transition. 
As individual circumstances differ, the level of support 
would also vary depending on the employee’s needs.

Phased return programmes, reasonable adjustments 
to working environments and the introduction of 

“It is crucial that 
open and honest 
communication 
is established 
upfront and that 
return-to-work 
plans are agreed 
as soon as possible”

Employers 
play a key role 
in helping staff 
return to work 
after cancer, 
says Steve 
Bridger, 
director 
of group 
protection 
at Aviva UK

To fi nd out more, visit www.aviva.co.uk/group-risk

This article is supplied by

fl exible-working hours can also provide meaningful 
solutions that can be introduced when required. Line 
managers should work alongside HR representatives 
to provide overall support, making sure that the return 
to work is sustainable and long lasting.

This becomes even more evident as we learn 
that less than 40% of people are advised by health 
professionals about the impact cancer and its 
treatment may have on their ability to work, according 
to The health and wellbeing of cancer survivors in the 
UK: fi ndings from a population-based survey by J Elliot, 
published in the British Journal of Cancer in 2011.

The support available through group income 
protection (GIP) policies can 
provide valuable support to both 
line managers and employees. 
Guides and supporting materials 
may be useful as a base to start 
diffi cult conversations, build 
successful return strategies or 
offer answers to some diffi cult 
questions, which may occur 
throughout the process.

The provision of occupational 
health advisers, as well as the 
assistance service programmes 
that most group risk providers 

offer as part of their GIP policies, provide a valuable 
library of support including face-to-face counselling, 
bereavement and cognitive behavioural therapy 
sessions, as well as physiotherapy, just to name a few.

With the survival rates on the rise, but also knowing 
that by 2020 almost one in two Britons are set to be 
diagnosed with cancer in their lifetime, according to 
estimates by Macmillan Cancer Support, the return to 
work after long-term absence is likely to increase. As 
a result, appropriate measures should be put in place 
to provide adequate support for all those who wish 
to return to work after a serious illness.
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Group risk benefi ts 
in numbers

Tynan Barton rounds up the facts and fi gures 
relating to group risk benefi ts provision over the 
past year that highlight the issues and trends 
aff ecting employers and their workforces

70%:
 the percentage of employers that 

would not be prepared to reduce 

benefi ts to maintain and reduce insurance 

premium costs (Aon, October 2014) 

bit.ly/ZTvews

1,529:
the number of employees that were 

successfully rehabilitated back into work 

in 2014 with support from an insurer 

(Group Risk Development (Grid), May 

2015) bit.ly/1KcpvDv

1,400: 
the number of Thirteen Group employees 

that will benefi t from protection benefi ts 

and private medical insurance via a voluntary 

scheme introduced in October 2014 

bit.ly/1G23dnF

7.9%:
 the growth of the UK group risk market 

in 2014 (Swiss Re’s Group watch report 

2015, April 2015) bit.ly/1apkyet

10-times salary:
the limit that Browne Jacobson 

employees can choose to fl ex their 

life assurance to, up from six-times 

salary bit.ly/1snFSbU

24%: 
the percentage of employees 

that would like to receive income 

protection, but currently only 6% 

do (Canada Life Group insurance, 

May 2015) bit.ly/1R6eg3R

50%:
the percentage that group income protection 

premiums could rise by if an organisation’s 

average employee age increases by fi ve 

years (Towers Watson, October 2014) 

bit.ly/1wfRf5w

77%:
the number of employees who would not be 

able to aff ord to live on statutory sick pay if 

their income stopped tomorrow (PMI Health 

Group, September 2014) bit.ly/1r0MXst
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Canada Life Limited is authorised by the Prudential Regulation Authority 
and regulated by the Financial Conduct Authority and the Prudential Regulation Authority. 

That’s why our group life policies include 
bereavement counselling for employees’ 
families. It’s just one of the many invaluable 
extras we provide.
Ask your adviser for more information, call us on 
0845 2238000 or visit canadalife.co.uk/group

To most insurers
she’s lost an income.
To us she’s also
lost a husband.
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 Many of the issues that an employer may face 
when off ering insurance-backed benefi ts are 
common across the range of insured benefi ts 
available, although group income protection 

(GIP) policies can perhaps be the most problematic of all.
Most GIP policies will provide cover until retirement or a 

return to work, whichever is sooner, often at 50% or 75% of 
the current salary. Almost all potential legal problems can 
easily be avoided by appropriate contractual drafting.

The most costly error that employers can make is to refer 
to benefi ts in contracts or handbooks, without stating that 
the benefi t is subject to restrictions in the small print of 
the insurance company, and is subject to acceptance or 
maintenance of the claim by the insurer.

Courts have decided that this can create an obligation 
to maintain the replacement salary or insured benefi t at 
the employer’s cost, even when the insurer has refused or 
discontinued cover. This mostly happens in the context of 
GIP claims when the insurer deems that the employee has 
recovered, while the employee and his or her GP disagree.

The contract should make it clear that any insured benefi t 
is provided strictly under the conditions of the policy in place 
from time to time, and that if cover is refused or discontinued 
by the insurer, the employer will not be required to provide or 
continue those benefi ts.

Many GIP policies require that in order to benefi t, the 
employee must remain ‘on the books’, notwithstanding an 
anticipated long absence. In the case of Aspden v Webbs 
Poultry, it was decided that the requirement for the employee 
to remain in employment to benefi t created an implied duty 
on the employer not to dismiss an employee if that would 
prevent him or her from benefi ting from the insured scheme.

This same principle would probably apply to all insured 
benefi ts that have as a condition the individual’s continued 
employment. The principle would also suggest that an employer 
may well also be prevented from dismissing an employee 

who might be able to apply for the benefi t at some point in 
the future, even though that point has not yet been reached.

It is easily dealt with by drafting an appropriate contractual 
clause. Most employers will state that they reserve the right 
to dismiss an employee for long-term ill health, even if that 
will disentitle the employee from accessing GIP benefi ts. To 
protect staff , many employers now seek from their insurer 
confi rmation that cover will continue to be provided, even 
if the employee is dismissed for long-term ill health.

Since the case of Pereda v Madrid Movilidad, many 
employers have spotted that employees in GIP schemes may 
be running up considerable holiday benefi ts, which may need 
to be paid off  by the employer at the end of the employment. 
It makes sense to include in the employment contract a term 
that GIP benefi ts will be set off  against holiday entitlement. 
Many employers now pay a topped-up payment of full pay for 
28 days in each year of absence, to potentially exhaust holiday 
entitlement for that year, partially subsidised by the insurer.

Countering rising costs
Increasing premia can make the benefi t unaff ordable, so how 
easy is it to modify or remove insured benefi ts? An appropriate 
contractual term, which makes clear that benefi ts may be 
modifi ed, should make changes relatively easy to implement. 
Without it, employers will need to seek consensual variation, 
and may need to serve notice to terminate existing contracts, 
and off er a replacement that does not include the benefi t.

This can result in a stand-off , and the employer may 
need to dismiss employees who refuse to accept the change, 
although experience shows that relatively few employees 
will hold out, and refuse to accept a new contract. This is a 
complex process requiring expert legal or HR advice. It is a 
great deal easier to introduce such changes if some new level 
of benefi t, albeit often a cheaper one, is being off ered as an 
alternative to the benefi t that is being removed �
Jim Lister is a principal lawyer, employment, at Slater and Gordon

Almost all potential legal problems around group risk benefi ts can be 
avoided by ensuring appropriate contractual drafting, says Jim Lister

Law and order

Many group 
risk protection 
policies 
require that 
the employee 
must remain 
‘on the books’
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Group risk is an essential part of workplace health and wellbeing, but employees 
need more information about what the benefi ts cover, says Marianne Calnan

Key piece of the 
healthcare puzzle

 Group risk benefi ts are a key piece of 
an employer’s health and wellbeing 
package. But how should they be 
promoted to staff ?

Group risk benefi ts are considered to be a 
cornerstone of an employer’s benefi ts package 
and help to support employees when they are 
unable to work due to a serious injury or critical 
illness. Ideally, they should sit alongside health 
and wellbeing benefi ts, but many employees 
may be unaware of the role they play. Rachel 
Lock, HR director at TSB, says: “Group risk is only 
eff ective when integrated with a wider health 
and wellbeing programme, and when staff  are 
empowered to choose what is appropriate 
for them.”

Group risk benefi ts include group income 
protection, life insurance and critical illness 

CA
M

ER
ON

 L
AW

�  Group risk benefi ts are designed to 
support staff  and employers when 
workers are absent due to an injury 
or critical illness.

�  Employers could do more to highlight 
the importance of group risk benefi ts 
and promote these alongside other 
healthcare benefi ts.

�  An ageing workforce increases the need 
for more awareness of group risk products.

IF YOU READ NOTHING ELSE, 
READ THIS . . .

July/August 2015  I  www.employeebenefi ts.co.uk
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NHBC uses group risk benefi ts to prepare for the future

CASE STUDY

The National House Building 
Council (NHBC) aims to take 
care of its 1,200 staff  for 
the long term through its 
provision of group risk and 
healthcare benefi ts.

Employees receive group 
life insurance if they are part 
of the homeowners insurance 
fi rm’s group personal pension 
scheme. The insurance policy 
consists of four times the 
employee’s annual salary to 
be passed onto dependants. 
Dependants of employees 
who are not a member of the 
pension scheme receive one 
year’s worth of salary. The 
benefi t is also used as an 
incentive for employees not to 
opt out of the pension scheme.

John Attley, engagement 
manager at NHBC, says: “We 
want to look after the whole 
person in terms of wellbeing 
and group risk. We have built 

a landscape of benefi ts to 
help employees, even for 
what the future holds.”

NHBC’s healthcare 
provision includes an 
employee assistance 
programme (EAP), blood 
pressure checks, seasonal 
fl u vaccinations, eye tests, 
private medical insurance 
(PMI), pilates classes, 
healthy-eating options in the 
head-offi  ce restaurant, gym 
membership off ered via salary 
sacrifi ce and online health 
assessments that provide 
tailored feedback for all staff .

Attley adds: “Critical to 
success is to give staff  as many 
options as we can regardless of 
geography. For example, we can 
run a fl u jab clinic in our head 
offi  ce, but give remote staff , 
about 60% of our colleagues, 
the option of a voucher they 
can redeem locally.”

With its average length of 
service for staff  standing at 
nine years, NHBC recognises 
the need to provide health, 
wellbeing and group risk 
benefi ts for the long term.

Attley says: “It is important 
for employees to see how 
healthcare and wellbeing aligns 
with group risk with a single, 
coherent campaign package.

”Inevitably, staff  are going 
to be working longer, and the 
next generation will see the 
eff ects of that trickle through 
even more. That’s when group 
risk comes into its own.”

cover. The options available and how these are 
off ered to staff , however, have changed over 
time. John Dean, director at Punter Southall 
Health and Protection (PSHPC), says: “In the 
1970s and 1980s, [life insurance] was part of 
fi nal salary [defi ned benefi t] pension schemes 
and income protection wasn’t really around.”

The number of the UK population covered 
by group risk schemes grew by 200,000 in 2014, 
according to the Swiss Re Group watch 2015 
report, published in April 2015, highlighting 
that recognition of schemes’ advantages and 
popularity continues to improve.

Vital part of workplace health
Employers should consider group risk benefi ts a 
vital part of workplace health and wellbeing, but 
employees need more information about what 
the benefi ts cover and how these can support 
them. Tania Pierce-Jones, senior relationships 
manager at Wellbeing People, says: “I would 
imagine that 70% of employees don’t know 
what group risk entails. The communication 
around it really needs to improve.”

When health and wellbeing and group risk  
benefi ts work well together, their integration can 
actually decrease the need for group risk benefi ts, 
she adds. “The process would work a lot better if 
people were aware of its stages rather than just 
utilising group risk benefi ts once an employee 
has already gone off  sick, and employers tried 
to prevent absences in the fi rst place.”

Looking at both group risk and health and 
wellbeing in tandem can provide employers 
with a comprehensive health provision to 

counter any eventuality. John Matthews, 
senior consultant at Mercer, says: “It’s about 
preventative care and balancing where 
healthcare budget is spent, because 

employers need to provide support to those 
who might not make a group risk claim. A 
decent health and wellbeing strategy really 
needs to embrace something that will help ill 
employees to be supported in their recovery.”

Some 77% of employees cannot aff ord 
to maintain a living on statutory sick 
pay, according to research by PMI Health 
Group published in September 2014. This 
demonstrates the necessity of group risk 
benefi ts in supporting employees and 
their employers. Matthews says:  “Group 
risk gets overlooked and disconnected from 
overall health and wellbeing. We’re faced with 
an ageing working population, which will bring 
more chronic illnesses and presenteeism. It’s 
this kind of situation where group risk acts 
as a vital backstop.”

This is reinforced by research published by 
Towers Watson in October 2014, which reveals 

GROUP RISK AND HEALTH AND WELLBEING

Word cloud created by Employee Benefi ts
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Read also The role of rehabilitation benefi ts in a group 

risk strategy at: bit.ly/1QFmK1x

how employers face cost increases in their 
employee insurance premiums as the age of the 
workforce rises. It also refl ects the necessity for 
employers to do more to highlight the purpose 
of group risk benefi ts and how they play a key 
role in a health and wellbeing strategy.

Ensuring group risk benefi ts are 
promoted alongside healthcare and wellbeing 
programmes will help to boost employees’ 
understanding of the schemes. Nick Skipper, 
head of major accounts at Willis Employee 
Benefi ts, says: “There’s always more that can 
be done to communicate what group risk 
means to diff erent sections of a workforce.”

And with three-quarters (75%) of employers 
not being able to identify or manage known 
employee health risks, according to Aon’s 
Benefi ts and trends survey, published in October 
2014, it is important for employers to do more to 
improve their own understanding of group risk, 

as well as employees’ 
understanding. 
Ron Wheatcroft, 
technical manager at 
Swiss Re, says: “There 
is a powerful bond 
between employer 
and employee 
to make staff  
understand the 
importance of 
group risk.”

Wheatcroft 
believes the most 
straightforward 
answer to increasing 

awareness around what group risk entails is to 
shout it from the rooftops. ”Employees have very 
little idea what their employer actually provides 
to them,” he says. “Group risk is a really positive 
statement that employers can make to staff .”

Willis Employee Benefi ts’ Skipper adds: 
“[Group risk] needs to be tailored to individual 
organisations’ and employees’ risk profi les as an 
end-to-end solution. Group risk and heath and 
wellbeing need to be a little more joined up to 
show how one feeds into the other.” �

Katharine Moxham
is spokesperson 
for industry 
body Group Risk 
Development (Grid) 

Benefi ts in silos are well and truly gone, and 
group risk is no exception to this.

Over recent years, group risk providers 
have worked hard to deliver value beyond 
the payment of claims, and to off er support 
services that complement their off ering and 
health and wellbeing strategies. 

Today’s group risk proposition focuses as 
much on mitigating risk and off ering support 
as on paying claims. As well as paying 
£3.45m a day in claims in 2014, group risk 
providers helped more than 1,500 employees 
back to work through active interventions, 
thus avoiding a long-term absence. 

Death or disability has a huge impact 
on staff  and their families. Crucially, 
group risk products off er many types of 
support, including employee assistance 
programmes. These benefi ts give staff  the 
help they need to make life changes.

Increasingly, employers are recognising 
the value to their business of having a 
healthy workforce. Moving forward, 
employers with group risk insurance 
protection will not only have insured their 
benefi t promise, but they will be well placed 
to support prevention as well as cure.

Viewpoint

Marianne Calnan
is a reporter 

at Employee Benefi ts

@Mazsays

We were the first Group Life insurer to provide an 
online claims form. 

Making it easier for your clients’ families to access 
important funds when they need it most.

For more information contact us on: 

0800 145 5684 
hcgrss@aviva.co.uk 
aviva.co.uk/healthcarezone

ADV0128 06/2015
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The internet has changed everything, and there is a world of online potential that 
is just starting to be tapped into for group risk customers, says Steve Bridger

Time to close 
the digital gap

Supplied by:

We are being bombarded by digital 
innovation, 365 days a year. Following 
a spate of must-have apps appearing for 
consumers, group risk providers as 
a whole could still be missing one vital 
digital trick.

Digital is everything. The internet 
has changed the world, and there is 
a world of online potential that is just 
starting to be tapped into for group risk 
customers everywhere.

The trend for monitoring wellness 
of every kind with a digital widget is 
worth more than $4bn (approximately 
£2.6bn), precisely because there is a 
market for it. People care about health, they 
love animated challenges and they relish 
opportunities to access instant, informative 
insights that can help them live life to the full.

Proof? A quick search on the App Store or 
Google Play fi nds more than 100,000 health 
or fi tness apps, and that is without including 
fi tness-tracking wearable technology. Of 
the dozen or so organisations recognised as 
being leaders in the industry on the Group 
Risk Development (Grid) website, it is diffi  cult 
to think of anyone that has not created a 
customer-focused app in the last couple of 
years. The question then is this: is anyone 
using digital to its full potential yet?

The industry is interpreting historic data 
and recognising trends more accurately than 
ever before, so it should be getting it right by 
now. And inevitably it is true that with progress 
comes an element of controversy: a law fi rm in 

Steve Bridger is managing 

director of group protection

at Aviva UK

Canada is using a client’s Fitbit history in a 
personal injury claim. 

But many employers see apps and 
information hubs as a simply fantastic, 
effi  cient, eff ective way to help improve the 
health of their workforce. Furthermore, they 
can support the group risk sector in using 
digital to improve awareness about the 
fi scal value of wellbeing at work.

Save time and money
Aviva UK has partnered with mobile health 
provider Babylon, for example, because it 
was a better way to ensure that employees 
going through a group income protection 
claim have rapid access to GPs, consultants 
and their prescriptions: saving time and 
saving money, all round, for everyone. No 
fl uff y features or zany graphics for the sake 
of it, just hard benefi ts that help employees 
get medical attention faster: pure and simple. 
Video consultations instead of visiting a 
surgery? Click. Making an appointment in 
less than a minute? Click. Symptom checker, 
online? Click. Click. Click.

People do want digital relationships 
and employees are digital savvy enough 
to embrace change as it happens, too.

As a result, all digital options are 
being explored that could help improve 
clinical outcomes across the board 
in the group risk sector. But as well as 
providing services that help improve 
employees’ lives today, the industry 
could use the data being collected as 
a two-way street to fi nd out exactly 
what employers want tomorrow.

Invite feedback
Employees have been using 

smartphones for ages and have had email 
addresses for more than a decade. They 
have all switched on to digital, and they 
are all accustomed to fi lling in surveys and 
responding to online polls. 

So, as well as launching customer-
focused apps, the sector should be inviting 
them to share feedback about its digital 
propositions themselves more often. Why? 
Because it is a good thing to invite their 
comments, particularly in an industry where 
success depends on people’s perceptions of 
tangible value.

If there is one trick that the industry is 
missing in general, it is that it could be sharing 
more digital insights about the data gleaned 
from each other and from each segment. It 
should be closing the digital gap, and giving 
more information back to the people whose 
lives it is actually trying to improve.

“Many employers see apps as a 
fantastic way to help improve 
the health of their workforce”
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At Canada Life Group Insurance we believe there is much more to 
insurance than simply providing financial benefits. Group risk claims 
do not happen every day, so we aim to provide value and engagement 
throughout the policy year by including additional services that can be 
used daily by employees, and often their immediate family members 
too, at no charge to them.

We work with our service partners to ensure the non-financial 
benefits are understood and used by employees and their family 
members. To demonstrate this we have a dynamic communications 
programme which includes a variety of material, all available on 
our website.

Group Life Assurance (GLA)
As the GLA  market leader1 we recognise that setting up a scheme 
correctly is crucial to obtaining the best tax advantages, which 
requires having suitable trust documentation. Our website contains 
draft documentation that can be used to establish your scheme, 
although we always recommend seeking legal advice to ensure it is 
suitable for you.

In addition to the benefit payment on the death of an employee, 
we offer the following support at a difficult time for the employee’s 
family and relatives:

•  A 24/7 bereavement helpline for the deceased’s family, with up 
to four 
face–to-face counselling sessions. 

•  A helpline to provide support in dealing with all aspects of 
obtaining probate2.

Group Income Protection (GIP)
Alongside paying a financial benefit for long-term absences, 
we want to ensure the best outcome for employers and their 
employees, so our GIP product offers: 

•  Access to a medically trained, experienced, regionally-based 
Rehabilitation Team.

•  Regional Claims Management Consultants who work with 
employers on every claim, ensuring clear communication of 
decisions, progress and forecasting likely absence durations.

All of the following services are offered to all employees, whether 
insured by the GIP policy or not. Our ambition is for employees and 

employers to make the most of what we offer.
•  EmployeeCare, our Employee Assistance Programme gives 

employees access to a 24/7 counselling helpline. It also offers up 
to 4 face-to-face or structured telephone counselling sessions (per 
employee, per issue, per year).

•  Online health risk assessment and portal supports workplace 
health and wellbeing initiatives.

•  Best Doctors® second medical opinion service supports decisions 
on diagnosis and treatment for employees and their family 
members, which can reduce the need for medical treatments.

•  Treatment Sourcing Service provided by MCD, to help 
employees and their family members to access cost-effective 
private healthcare.

Our GIP product also offers support to companies. BusinessCare 
offers online document creation for employment, Health & Safety 
and business management and a helpline to discuss specific 
workplace scenarios.

Group Critical Illness (GCI)
While GCI makes a payment on diagnosis of a specified condition, 
we also provide:

•  The Best Doctors second medical opinion service to insured 
employees and their family members.

•  All claimants will be contacted by the RedArc nurse-led service, 
which provides unlimited ongoing practical and emotional 
support – a unique complement to Best Doctors.

•  Treatment Sourcing Service for all employees and their family 
members.

•  Procedural support for employees, through a claims helpline. 
•  An online, indexed condition guide for potential claimants, 

which employers can make available on flexible benefit 
platforms or their intranet.

We insure almost 2.7m employees and 21,000 employers3. We do 
not compromise on quality, and we leverage our economies of scale 
to deliver the best services we can through the partners we have 
chosen. As you can see there is much more to our group risk offering 
than the financial aspects of an insurance product.

Advertisement feature

MUCH MORE THAN A 
FINANCIAL BENEFIT

Paul Avis explains how group risk is 
more than a financial benefit

1 Swiss Re Group Watch 2014
2 Please note that in Scotland probate is known as a grant of confirmation
3 Swiss Re Group Watch 2014
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Employers need to send the right messages to younger employees to get them 
thinking about the importance of group risk benefi ts, says Robert Crawford

Planting the seed

 Group risk benefi ts are often perceived 
as being better suited to certain age 
demographics, rather than an entire 
workforce. But the reality is, with state 

benefi ts being withdrawn and employees living 
and working longer, group risk benefi ts have 
never been more relevant to all staff . In particular, 
these issues make younger employees the most 
important age group to insure.

A large proportion of this group will have 
no savings, and if something was to happen that 
would remove their income, their options would 
be limited. This can put pressure on employers to 
make benefi ts such as group income protection 
and critical illness insurance available. 

John Ritchie, chief executive offi  cer of Ellipse, 
says: “What makes risk benefi ts so relevant to this 
demographic is that younger generations will do 
slightly more riskier things in life: jumping off  cliff s 
on holiday for example; driving fast is another.

“Risk is always there, which makes having a 
policy even more relevant if an employee is young.”

But relevance can be hindered by some 
employees’ uncertainty around what group risk 
benefi ts are. It becomes hard for employees 
to see the relevance when organisations off er 
blanket communications, says Tom Gaynor, 
employee benefi ts director at MetLife UK. 
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�  Benefi ts are more relevant to younger 
employees than they realise.

�  Blanket communications skew relevance.

�  Younger staff  taking out a mortgage need 
insurances as collateral for lenders to see.

�  Technology can help improve perception 
of the relevance of group risk benefi ts.

IF YOU READ NOTHING ELSE, 
READ THIS . . .

“Group risk benefi ts are relevant to all age 
groups and maybe more relevant to younger 
employees than they think or realise,” he says. 
“The need to have protection is important, 
but it is an unknown area to this demographic. 
It becomes a problem when employers do 
blanket communications. People need to 
know where they can get these benefi ts 
from before they need them.”

Forward-thinking employers will 
communicate what they have and how this links 
to employees’ needs, with specifi c and segmented 
communication key for the younger generation.

During an organisation’s communication 
eff orts, the words ‘group risk’ should not be 
used when talking to members. It is about death 
and health catastrophes, as well as hard-hitting 
messages to get the relevance across to engage 
younger employees.

Matthew Lawrence, head of broking at Aon 
Employee Benefi ts, says: “Communication needs 
to educate employees and raise 
awareness of what these 
benefi ts are and how 
they work in an event of 
something happening.

“In an ideal 
world, the employer 
should tailor the 
communications 
by segmenting 
the workforce 
because the 
younger generation Y 
is more online savvy.”

According to the 
UK employee benefi t 
trends study by MetLife, 
published in May 2015, 
take-up of group risk policies 
could treble when off ered via 
fl exible benefi ts schemes if the 

“Risk is always 
there, which makes 
having a policy even 
more relevant if an 
employee is young”
John Ritchie, Ellipse
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benefi t was partially funded by employers. The 
research estimated that take-up of life insurance, 
for example, could rise from 23% to 59%.

Including such benefi ts within a fl ex scheme 
could also allow younger employees to be more 
active by fl exing up and down their level of cover. 

Using clear messages around the added-
value benefi ts that come with group risk policies 
will also enhance potential take-up. Paul Avis, 
marketing director at Canada Life, says: “More 

Read also Is there a place for group risk in a modern 

benefi ts package? at: bit.ly/1vJvJaI

Choose Aviva to provide your clients’ employees 
with award winning Group Life, Group Income 
Protection and Group Critical Illness cover. 

For more information contact us on: 

0800 145 5684 
hcgrss@aviva.co.uk 
aviva.co.uk/healthcarezone
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Robert Crawford
is a reporter 

at Employee Benefi ts

@RCrawford_EB

often than not, the fi nancial benefi t does not 
have relevance to younger employees, but it is 
the additional value-added services, for example 
the ability [to use] an employee assistance 
programme to talk through debt, buying a home 
or consumer legal issues, [that are relevant].”

There are signs of comfort for employers, with 
the number of employees in the UK covered by 
group risk insurance growing by 200,000 in 2014, 
according to the Swiss Re Group watch 2015 report. 
Despite this, employers take a paternalistic approach 
when putting in group risk benefi ts for staff .

Ron Wheatcroft, technical manager at Swiss 
Re, says: “Employers face challenges to make 

ISSUES EMPLOYEES ARE 
WORRIED ABOUT

Arup employees engage with group risk benefi ts

CASE STUDY

Professional services fi rm Arup 
provides a minimum level of 
cover of group risk benefi ts for 
its younger staff  to help protect 
dependants or family members 
if the worse should happen.

It off ers four types of group 
risk cover: life assurance at four-
times salary, income protection, 
critical illness insurance and 
personal accident insurance.

Evan Davidge, head of reward 
at Arup, says: “We have a moral 
responsibility to provide minimum 
protection to employees and 
allow them the opportunity to 
have extra cover if they wish.

“The benefi ts are relevant 
because younger members of 
staff  think they are indestructible.” 

However, its strategy changed 
to put more of a focus on 
preventing employees from using 
such benefi ts and going off  sick, 
launching a number of healthcare 
plans, such as 
private medical 
insurance, fl u 
vaccinations and 
health screening, 
as a result.

But because 
of the problems 
applying for 

a mortgage causes, younger 
employees have become 
engaged with group risk benefi ts. 
Davidge adds: “We are fi nding 
that life assurance and income 
protection are being accepted by 
lenders as a collateral for making 
mortgage decisions.”

65%

55%

52%

52%

47%

45%

43%

42%

40%

38%

37%

Being able to have a comfortable retirement

Job security

Having time to spend with the family

Having enough healthcare for retirement

Financial security if the principal wage earner can’t work

Financial security to cover serious illness costs

Financial security if they die prematurely

Having appropriate health insurance

Having enough money to buy a house

Having the resources and time to pay for ageing parents

Financial security if their spouse dies

group risk relevant to younger employees and 
there is a need to show it in benefi ts statements 
and fl ex arrangements. Technology opens it up to 
younger employees to engage and remind them 
what cover they have got.” �

Source: MetLife
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ENGAGE YOUR EMPLOYEES, 
STRENGTHEN YOUR BUSINESS

*Research conducted from a sample of 300 employers and 301 employees in the UK, 2014. Products and services are offered by MetLife Europe Limited, which is an affiliate of MetLife, Inc. and operates 
under the “MetLife” brand. MetLife Europe Limited is authorised by the Central Bank of Ireland and subject to limited regulation by the Financial Conduct Authority. Details about the extent of our regulation 
by the Financial Conduct Authority are available from us on request. Registered address: 20 on Hatch, Lower Hatch Street, Dublin 2, Ireland. Registration number 415123. UK branch address: One Canada 
Square, Canary Wharf, London E14 5AA. Branch registration number BR008866. www.metlife.co.uk ©2015PNTS COMP 1822.1.JUN2015

Want the facts about employee engagement? Get fresh 
insights to help boost staff loyalty and drive performance
More than one in three employers are worried about talent shortages in the next 12 months.* That makes employee 
engagement more important than ever to your business. Our ‘Employee Benefit Trends Study’ gives you simple, 
effective ways to increase engagement and improve productivity. Now’s the time to take action.

For your copy, call 0845 603 8899  
or email ebmarketing@metlife.com

ENTER A MORE CERTAIN WORLD

Follow us @UK_MetLife
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Employers can reduce group income protection costs with a few tweaks, says Sam Barrett

Making the cut

 Group income protection 
(GIP) is a valuable 
employee benefi t but, 
with claims relatively low, 

it is important to balance cost with 
cover. While chopping benefi ts may 
seem the obvious way to cut costs, 
there are other ways to achieve 
greater value from this product.

1. Tweak the features
Although GIP typically costs around 
1% of payroll, the product design 
off ers plenty of opportunities to 
trim this expense back. Alex Pickard, 
senior consultant at PMI Health 
Group, says that GIP has traditionally 
been benefi t rich. “[Employers] could 
cut back on the percentage of salary 
covered, remove escalation from 
benefi ts or increase the deferred period,” 
he explains. “Any of these steps will help 
to reduce the premium.” For example, cutting 
the percentage of salary paid from 75% to 50% 
saves about 20% while removing escalation 
will take about 15% off  the premium. 

2. Cut the term, with caution
While steps such as reducing benefi t levels and 
removing escalation can trim the cost of cover, 

reducing the length of time a plan will pay out 
can drop the price signifi cantly. For example, 
fi gures from Canada Life show that a plan with 
a fi ve-year payment term costs a third less than 
a plan paying out until normal retirement age.  

However, advisers warn against cutting the 
benefi t payment term on an existing scheme. 
David Dolding, director of consulting at Portus, 
says: “Doing this fundamentally changes the 
reason to have the benefi t. A limited-term 
policy is great if [an employers is] introducing 
GIP, but if it already has cover [it could] consider 
reducing the benefi t level or removing 
escalation before slashing the payment term.”

2. Check added-value extras
Over the past 10 years, GIP insurers have 
added a variety of extras to their plans, 
including employee assistance programmes 
(EAPs), second-opinion services and absence 
management systems. But these extras can go 
unnoticed and some will even be duplicated at 
an additional cost. For example, an organisation 
that provides an EAP to its 14,000 workers at 

the annual cost of £5 a head could 
save itself £70,000 a year instantly by 
switching to its free EAP, says Paul 
Avis, marketing director at Canada 
Life Group Insurance. Employers 
must check the literature to make 
sure they are getting as much value 
as they can from these extras. 

“We also fi nd that employers 
overlook the early intervention 
services,” Avis adds. “These provide 
vocational rehabilitation to help an 
employee return to work and can 
often prevent a claim altogether.”

3. Shop around
Thanks to healthy competition in 
the GIP market, it is worth shopping 
around for a lower premium. Nick 
Homer, corporate propositions 

manager for protection at Zurich, recommends 
that employers highlight their organisation’s 
approach to employee wellbeing and absence 
management to get the biggest savings. 

4. Promote the plan
With GIP often seen as a way to cover an 
employer’s salary expenses when someone 
is unable to work long term, it is not always 
communicated properly to employees. Dolding 
says that, as a valuable benefi t, it needs to be 
promoted to staff . “We fi nd that employees 
usually appreciate their employers more when 
they understand what cover they have. This 
can deliver benefi ts that far outweigh a 10% 
reduction in the cost of GIP.” �
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�  The design of group income protection 
(GIP) schemes can be tweaked to provide 
a valuable benefi t but at a cheaper price.

�  Using added-value services can save 
money on the cost of providing GIP

�  The benefi t should be promoted to staff  
to ensure a good return on investment.

IF YOU READ NOTHING ELSE, 
READ THIS . . .

14 GROUP RISK  GROUP INCOME PROTECTION

Read also The evolution of group income protection at: 
bit.ly/1zQMeOd

Sam Barrett
is a freelance journalist
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Join our exclusive 
Corporate Network

The FEM Corporate Network is a 
valuable member only service aimed 
exclusively at corporate employees 
with global assignee programs. It 
provides an opportunity to develop 
and meet with peers from leading 
corporate organisations and global 
mobility professionals to discuss 
the latest industry trends; such as 
assignee satisfaction, best practice, 
vendor performance and value for 
money services. 

Included in the Package...
   Policy Benchmarking Tool – Compare 

current policies or gain insight for 
setting new ones

   Corporate only meetings* 

  Annual lunch*

  4 exclusive FEM webinars

   Private members forum to discuss topics 
with other Global Mobility professionals 
and experts in the industry

   Monthly Q&A sessions with our editor
*For all regions with 15+ members

Visit www.forum-expat-management.com 
and find out about the full Corporate Network package

Don’t miss this opportunity  
to network with your peers!

If you have any questions about Corporate Network 
please contact Sarah Bramley on 020 7943 8063  

or email sarah.bramley@centaur.co.uk

FEM_FP_EB_0715.ps   11FEM_FP_EB_0715.ps   11 12/06/2015   15:1312/06/2015   15:13



Now’s the time to start 
looking at your clients’ 
Group Risk cover

With our Group Risk products in place, you can rest assured 
that we’ll look after your clients and their employees, 24/7.

By taking out our Group Life, Group Income Protection 
and Group Critical Illness cover, you’ll be dealing with an 
experienced and strong team of people. 

Group Income Protection
Access to our Employee Assistance Programme (EAP) is available to all 
employees when your client takes out our Group Income Protection cover.

They will have access to over the phone or face to face counselling, 24 hours a 
day, 365 days a year, to offer a helping hand if things get too much - from work 
pressures to dealing with the loss of a loved one.

Group Life
Access to our GP and stress helplines for all Group Life  clients.

We offer your clients’ employees extra support and guidance from a GP 
or trained counsellor when they are feeling unwell at home or work*. 

*The helplines are available to over 16’s only.

Group Critical Illness
Access to a personal nurse advisory service with our Group Critical 
Illness cover.

Through our partnership with RedArc, we can offer your clients’ employees 
and their families access to a qualified nurse, who will help them cope with 
a diagnosis or second opinion.

Aviva Health UK Limited. Registered in England Number 2464270. Registered Office 8 Surrey Street Norwich NR1 3NG. Authorised and regulated by the Financial 
Conduct Authority. Firm Reference Number 308139. This insurance is underwritten by Aviva Life & Pensions UK Limited. Registered in England No 3253947. 2 Rougier 
Street, York, YO90 1UU. Authorised by the Prudential Regulation Authority and regulated by the Financial Conduct Authority and the Prudential Regulation Authority. 
Firm Reference Number 185896. www.aviva.co.uk/health
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For more information on how our Group Risk products can 
help benefit your clients, call us on 0800 145 5684 or email 
hcgrss@aviva.co.uk

We’re the largest insurer in the UK so you can trust us to look after your clients’ employees and their family.
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