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Global Legislative Updates
This document summarises recent legislative developments and trends relating to employee benefits and
highlights recently passed and pending legislation that may require employers to take action to comply with new
rules. This document should not be seen as exhaustive and any action should be taken in conjunction with your
Global Benefits Consultant.

ABOUT INTERNATIONAL BENEFITS NETWORK
IBN is a network of independent employee benefits consulting firms in over 70 countries around the world. IBN
provides member firms and their clients with access to international employee benefits expertise. We select the
best consultants to provide services for each specific market, and we promote global standards in employee
benefits consulting.
Members offer a range of retirement and benefits services, as relevant in their country:
•

Pension and retirement plans

•

Health care plans

•

Insurance programs

•

Life and disability insurance

And many more…
Looking for someone to help with employee benefits? Contact them via www.internationalbenefits.net

Countries covered in this update:
Americas:

Argentina, Canada, and the United States

Asia Pacific:

Japan

Europe:

Denmark, Finland, France, Germany, Greece, Italy
and the United Kingdom

Middle East:

Israel and Saudi Arabia

International Benefits Network Ltd. This document has been prepared for your general guidance only. It does not constitute professional or legal advice and should not be relied upon
as such. Should you require advice of this nature you should consult your own independent legal and professional advisors. The contents of this document, current at the date of
publication, are for reference purposes only. No representation or warranty (express or implied) is given as to the accuracy or completeness of the information contained in this
document and to the fullest extent permitted by law, we accept no liability and disclaim all responsibility, for the consequences of you or anyone else acting, or refraining to act, in
reliance on the information contained in this document or for any decision based on it.

Recent developments summary
Argentina

Mandatory Life has been increased from ARS 44.330 to ARS 55.000 effective 1st March
2018.

Canada

Health and Welfare Trusts to be converted to Employee Life and Health Trusts.

Denmark

The Danish government has passed a new tax legislation which will increase tax deductions
for pension contributions.

Finland

As of 2019, earnings payment data will be reported to the Incomes Register.

France

Two compulsory point-based complementary pension schemes for the private sector will
merge into one scheme.

Germany

The Occupational Pension Improvement Act has come into effect

Greece

1.5% Discount on Income Tax Abolished as of 1st January 2018

Israel

New medical insurance policies and renewals must adhere to new regulations which require
a modular approach, reduced interdependencies of categories of cove, and a standardisation
of cover for surgeries.

Italy

New agreement for compulsory life insurance for Electricity, Gas, and Water industry.

Japan

Sector-based premiums for Statutory Workers Accident Compensation Insurance are revised
from 1st April 2018.

Saudi Arabia

New Medical Compulsory Insurance will replace the Cooperative Health Insurance Policy
issued in 2014.

United Kingdom

Childcare Vouchers to be replaced by Tax-Free Childcare from October 2018

United States

Disability Claim regulations take effect and Health Insurance Tax suspended for 2017.
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Americas
Argentina
Mandatory Life
Mandatory Life has been increased from ARS 44.330 to ARS 55.000 effective 1st
March 2018. Monthly costs have increased from ARS 9.090 per employee per
month to ARS 11.275 per employee, per month. The premium rate remains the
same: 0.205 per mille over sum insured. Mandatory life premiums are not invoiced
by carriers; they are collected every month through the social security system.

Pension
There have been changes to retirement regulations in that workers can choose to
continue working up to 70 years of age (retirement age is currently 60 for women
and 65 for men). This is not mandatory. Women are able to retire at age 60
providing that they have 30 years of contributions to the system. The same applies
for men at age 65. This took effective from 1st March 2018.

Canada
Health and Welfare Trusts to be converted to Employee Life and Health
Trusts
Health and Welfare Trust (HWT) is a trust established by an employer to provide
health and welfare benefits to employees. HWTs are not regulated by the Income
Tax Act but are subject to administrative positions published by the Canada
Revenue Agency.
Since 2010, the Income Tax Act has included rules relating to Employee Life and
Health Trusts (ELHTs). The rules for ELHTs are similar to those for HWTs but deal
explicitly with more issues, such as surpluses and pre-funding of benefits.
As of 28th February 2018, no new HWTs can be created. Furthermore, the existing
rules relating to HWTs will cease to apply after 31st December 2020. Existing
HWTs will have the option to convert to ELHTs or be subject to the usual taxation
rules relating to trusts.
Legislative amendments are expected to address the transition from HWTs to
ELHTs. The government is holding a consultation on the transitional rules.

Employment Insurance Parental Sharing Benefit
The government is introducing an additional five weeks of Employment Insurance
(EI) Parental Sharing Benefit. In addition to 15 weeks of maternity leave, 35 weeks
of parental benefits can currently be shared between two parents. The change
would allow for up to 40 weeks of parental benefits among two parents, provided
that each parent takes at least 5 weeks of parental benefits. If one parent takes all
of the parental benefits, the current 35 week limit remains unchanged.
If extended parental benefits are taken for a period of up to 61 weeks, at a benefit
rate of 33% instead of 55%, then the second parent can take an additional 8 weeks
of parental benefits.
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United States
Disability Claim Regulations Take Effect
The Department of Labor (DOL) has recently confirmed that final disability claims
procedures regulations originally issued on 19th December 2016 will take effect
from 1st April 2018. The rules apply to disability-related claims filed on or after that
date. These regulations impose standards similar to what already applies for health
plan claims rules (developed under the Affordable Care Act) to any ERISA
(Employee Retirement Income Security Act) benefit determinations based on a
participant’s disability status. As such, they have potentially broad application to
various ERISA plans. The linked Compliance Update focuses on employersponsored disability plans.

Cadillac Tax Delayed Until 2022 and HIT Suspended for 2019
The short-term funding bill passed by Congress to re-open the government
contains two employee benefits-related provisions that are of interest to employers.
The bill delays the tax on high-cost health plans (the “Cadillac Tax”) until 2022, and
it suspends the Health Insurance Tax (HIT) (paid by health insurance companies)
for 2019.

IRS Reduces 2018 Maximum Family HSA Contribution
The Internal Revenue Service (IRS) announced that it has reduced the maximum
permitted annual Health Savings Account (HSA) contribution for family coverage to
$6,850 for 2018. This $50 annual reduction – to comply with changes in calculating
annual cost of living adjustments mandated by the Tax Cuts & Jobs Act of 2017 –
is effective as of 1st January 2018.
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Asia Pacific
Japan
Premium Adjustments for Insurance
Sector-based premiums for Statutory Workers Accident Compensation Insurance
(WACI) are revised from 1st April 2018.
The amendment to the Labor Contract Act in 2013 required that a fixed term
employment contract must be converted to a non-fixed term contract when
renewed for 5 years. Workers hired as a fixed term contract in 2013 reach this
maximum renewable period this year, and they must be converted to non-fixed
term contract in 2018. Also, the period that dispatched workers can be assigned to
the same workplace is capped at 3 years in maximum; thus there are any
dispatched worker in your workplace started in September 2015 will reach this
maximum period this year.
From 1st May, a default investment option under the corporate plan must be
selected, if a default is selected, in accordance with the prescribed rules under the
amended DC regulations.
Life insurance companies have revised their rates in April 2018 onwards for many
of their products due to the revision of mortality table by the government. This has
resulted in lower premiums for some life insurance products.
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Europe
Denmark
New Finance Act
The second part of the new Finance Act has now been passed by the Danish
parliament. The first part of the Act was passed in December last year and among
others included changes in Old Age savings aiming to increase savings at the end
of working life.
The lack of financial motivation for increasing pension savings is often referred to
as the interaction problem and there is a general consensus that the new Act,
together with the first part of the Act, will significantly reduce the interaction
problem.
The four main factors in the second part of the Act are:
•

Additional tax deductions for contributions to a pension scheme: A new tax
deduction has been introduced which will be calculated on the pension
contribution to both private and employer administrated pension schemes and
ATP contributions to an upper limit of DKK 70,000 annually. The deduction
rate is carried out gradually:
Years to Official Retirement

More than 15 Years

Less than 15 years

2018 a maximum of DKK
70,000

8%

20%

2019 a maximum of DKK
70,000

8%

22%

2020 a maximum of DKK
70,000

12%

32%

The deduction has a tax value of approximately 25%.
•

•

•

The basis for employment allowance: pension contributions will now be
included in the employment allowance, whereas the deduction previously was
calculated from the salary excluding pension contributions. Therefore, it will be
easier for employees with a lower salary to achieve the full employment
allowance. The maximum employment allowance will increase from DKK
37,400 to DKK 38,400.
Deduction in taxation for employees: a deduction has also been introduced,
4.5% (maximum DKK 2,500) of salary including pension contribution,
exceeding DKK 187,500. The maximum deduction is achieved with/for an
income of approximately DKK 245,000 and above.
Base rate tax: the base rate tax will be lowered by 0.02%.
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Finland
Incomes Register to Replace Annual Payroll Information Returns
The Incomes Register will replace the annual payroll information returns currently
submitted to the Finnish Tax Administration, earnings-related pension providers,
the Unemployment Insurance Fund and occupational accident insurers. The
information required by the various authorities will be submitted with a single report
made to a single, centralised register. The last annual payroll information returns
will be delivered to the Finnish Tax Administration, earnings-related pension
providers and the Unemployment Insurance Fund for 2018.
The information reported to the Incomes Register includes earnings, bonuses,
compensation for work and other earned income such as fringe benefits. Both taxfree and taxable reimbursements of expenses and costs must also be reported.
As of 2019, earnings payment data will be reported to the Incomes Register.
Pension and benefit data will also be reported to the Incomes Register as of 2020.

France
Private Sector Pension Schemes to Merge
Effective 1st January 2019, two compulsory point-based complementary pension
schemes for the private sector will merge into one scheme.
OECD (Organisation for Economic Co-operation and Development) reported in
December 2017 that:
•

•

By 2060, the age of retirement will be below 65 in France, meaning a year and
a half lower than average OECD countries, despite a lengthening of
contribution period to 43 years up to 2035 and AGIRC-ARRCO agreement
dated October 2015
Future net replacement ratio after a complete career in the private sector at an
average compensation level is higher in France (74%) than in the EU (71%)
and OECD countries (63%).

To improve financial balance, a reform of compulsory complementary schemes for
private sector aims at incentivising employees to extend their occupational activity
beyond age to get full pension rights through a bonus/malus coefficient. Other
aspects of the reform include contributions increase.
Currently, employee and employer contributions are split between “Blue collars”
collected by ARRCO at rates of:
•

•

7.75% on gross compensation up to one annual Social Security Ceiling (SSC)
(EUR 39,732 in 2018)
20.25% between one and three SSC (119,196 € in 2018)

And “White collars” collected by a) ARRCO up to one SSC and b) AGIRC between
one and 8 SSC at:
•

7.75% up to one SSC, unless otherwise provided by collective bargaining
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agreement
•

20.55% between one and four SSC (EUR 158,928 in 2018)

•

20.55% between four and 8 SSC (EUR 317,856 in 2018)

Gross compensation will increase and be split into two parts (T1 and T2) without
distinction between employment categories.
•

7.87% up to one SSC (T1);

•

21.59% between one SSC and 8 SSC (T2)

Each year, the cost to buy a pension point and service-value (to assess pension
amount) will be indexed on average salary, potentially corrected by a sustainability
factor per economic and demographic situation. The new scheme’s yield will have
an objective of stability at 6% on average.
Two new social contributions, not generating points, will be borne by the employer
(60%) and employee (40%):
•

•

CEG replacing current AGFF (paid by all categories) and GMP (paid by
one/third of executives having a salary below or near one SSC) : 2.15% on T1
and 2.70% on T2
CET replacing ex-CET for participants which remuneration exceeding one SSC:
0.35% on T1 and T2

Pension points accumulated up to December 31, 2018 will be converted at a rate
of 1:1 for ARRCO. AGIRC points will be increased by a 1.3478 factor.
Pensions (with three or more children) will be increased by cumulating AGIRC and
ARRCO ceilings (approx. EUR 2,000). The minimum age to benefit from a
survivor’s pension will be 55 years-old.

Germany
Occupational Pension Improvement Act
Since the new Occupational Pension Improvement Act (BRSG) came into effect in
January 2018, a “pure” defined contribution pension scheme is possible, but only
within members of large blanket agreements between employers’ associations and
trade unions. It is not possible on a single company group level.
A “Pure” DC plan means that there needn’t even be the guaranteed minimum
payback of accrued contributions anymore.
The traditional German legal definition for a DC plan contains a minimum
contributions sustainability guarantee - at least the accrued contributions must be
available for cashing out when reaching pension age.
Market opinion on this new model is quite restrained and expectations are
dampened, as it removes any reliability and accountability from the employee’s
point of view. It is expected that the majority of labour unions will reject any
possible advances from the employer’s side.
On the other hand, employers might face increased liabilities if negotiations
demand so called “security funds / contributions to back up such systems.
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There is not a single example of the model in effect yet.
The existing and proven traditional DC promise is widely appreciated by both the
employers and the trade unions.

Greece
1.5% Discount on Income Tax Abolished
Until the end of 2017, all employees were subject to a tax on their salaries. The
calculation was based on a projection on their annual salary and the applied tax
withhold rate was the average applicable to that projected annual income (as
income tax in Greece is scalable and a different % is applicable on each income
bracket). At the end of each fiscal year, the employees would file their tax returns
and any positive or negative balances would be settled accordingly. As the system
was pretty accurate, in most cases the balances were minor.
The system worked monthly, so each employee would have tax withheld from their
salary each month.
Due to the fact that employees were effectively paying income tax from day one of
each fiscal year, in contrast to everyone else (tradesmen, corporates, etc.) who
pay income tax after the end of each fiscal year, the lawmakers had acknowledged
this and offered a discount of 1.5% on the tax amount. This means that an
employee would pay 1.5% less tax than a tradesman.
As of 1st January 2018, the system will remain as it was, only this 1.5% discount
has been abolished. To provide some reference, in salaries up to EUR 1,500 a
month, the effect leads to a higher payable tax of not more than EUR 50 a year. All
major payroll software have been correctly updated to account for this change.
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Italy
Compulsory Life Insurance for Electricity, Gas, and Water Industry
Starting from 1st January 2018, a new agreement has been signed between the
Trade Unions and Electricity, Gas, and Water Industry sectors.
Electricity Sector – all employees except executives:
Life insurance coverage is compulsory, covering only cases of death from illness,
with a premium of EUR 70 per year per person.
The Insured Amounts provided are the following:
•

Employees without dependents: EUR 50,000

•

Employees with dependents: EUR 75,000

•

Employees with dependent non-self-sufficient minors: EUR 150,000

Gas & Water Sector – all employees except executives:
Life insurance coverage is compulsory covering death from any causes and Total
Permanent Disability. The premium must be EUR 60 per year per person, but
there is no requirement of what the limits of insurance must be.

United Kingdom
Childcare Vouchers to be Replaced by Tax-Free Childcare
The Government’s policy is for childcare vouchers to be replaced by Tax-free
Childcare. From 21st April 2017, parents of the youngest children (aged under 4 on
31st August 2017) and all parents of disabled children have been able to start
applying for Tax-Free Childcare which began on that day. The programme was
rolled out thereafter. Tax-free Childcare became available to all parents of children
under 6 from 24th November 2017, all parents of children under 9 from 15th January
and all eligible parents from 14th February 2018.
However, concerns were expressed in Parliament that the Government had fallen
short of their take-up target for Tax-free Childcare. Following a debate in
Parliament on 13th March 2018, the Government has agreed to delay the closure of
the Childcare Vouchers scheme which was originally due to close to new entrants
on 5th April 2018.
The existing scheme, Employer-Supported Childcare (which includes childcare
vouchers), remains open to new entrants until at least 1st October 2018 to support
the transition between the schemes. Currently HMRC guidance says:
From October 2018, childcare voucher schemes will close to new applicants. You
may be able to get Tax-Free Childcare instead.
You can keep getting vouchers if you’ve joined a scheme and get your first
voucher before the scheme closes in October 2018, as long as:
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•

You stay with the same employer and they continue to run the scheme

•

You don’t take an unpaid career break of longer than a year

More Details:
•

•

•

•

•

•

•

Coverage is widened to include children under 12 (and for children with
disabilities up to the age of 17).
For every 80p that is paid in by a parent (or someone else) the Government
will add a further 20% up to a maximum benefit of £2,000 per child per year
(so for £10,000 of childcare costs).
Parents will be able to open an online account, into which they can pay to
cover the cost of childcare with a registered provider. This will be done through
the government website, GOV.UK.
Higher rate tax relief is not available and if either of the parents earns more
than £100,000 p.a. they will not eligible for the scheme.
To qualify, both parents will have to be in work, and each earning at least
around £120 a week (or working at least 16 hours a week for younger
employees/apprentices on National Minimum Wage).
Self-employed parents will be able to get support with childcare costs in TaxFree Childcare, unlike the current scheme (Employer-Supported Childcare)
which is not available to self-employed parents. To support newly selfemployed parents, the government is introducing a ‘start-up’ period. During
this, self-employed parents won’t have to earn the minimum income level.
If parents’ circumstances change or they no longer want to pay into the
account, then they will be able to withdraw the money they have built up. If
they do so then the Government will withdraw its corresponding contribution.
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Middle East
Saudi Arabia
New Medical Compulsory Insurance in Saudi Arabia
The Council of Cooperative Health Insurance (CCHI) issued a circular on 30th
January 2018 addressed to all health insurance companies stating that a new
Cooperative Health Insurance Policy will come into effect in 2018. The 2018
Cooperative Health Insurance Policy will replace the Cooperative Health Insurance
Policy issued in 2014.
The 2018 Cooperative Health Insurance Policy shall apply to new or renewed
health insurance policies starting from 1st July 2018. Policies concluded before this
date will continue under the 2014 Cooperative Health insurance Policy until their
expiry date. Insurance companies are not entitled to cancel health insurance
policies before their expiry date and reissue the same policies before 1st July 2018,
except in the situations specified by the law. The 2018 Cooperative Health
Insurance Policy shall apply to all health insurance policies as of 1st July 2019, and
the 2014 Cooperative Health insurance Policy will not be accepted after that date.
The 2018 Cooperative Health Insurance Policy includes additional compulsory
benefits. The maximum limits of the 2018 Cooperative Health Insurance Policy is
SAR 500,000 (no increase from 2014). The policy covers a package of benefits
including expenses of medical examination, diagnosis, treatment and medicines,
and expenses of surgery and one-day surgery or treatment as detailed in the policy
schedule. The new benefits introduced in the 2018 Cooperative Health Insurance
Policy include:
•

•

•
•

•

•
•

•
•

Treatment of dental and gums diseases including one-time dental cleaning
costs
RSV vaccination for children, coverage of early hearing impairment program in
early childhood
New-born program for critical congenital heart disease
Coverage of Sleeve gastrectomy surgeries for beneficiaries with 45 BMI up to
a maximum of SAR 20,000
Treatment of serious and non-serious psychological disorders up to a
maximum of SAR 15,000 for serious psychological issues including SAR 5000
for non-serious disorders for 4 sessions with medications
Treatment of conditions requiring hospital isolation, and psoriasis treatment
The cost of infant formula for infants in need of formula for medical reasons up
to the age of 24 months
The limits on autism care have increased from SAR 15,000 to SAR 50,000
Impairments costs have been introduced alongside disability costs with an
aggregate limit of SAR 100,000
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Israel
New regulations affecting medical insurances
Employers with 50 or more employees are required to provide monthly detailed
payment reports in a standardised format to the relevant insurance broker or
alternative pensions administrator. From February 2018, these regulations will
apply to employers with 20 or more employees.
Recent regulations allow contribution rate increments to be paid into a secondary
arrangement. Current regulations require that contributions rate increments be
paid to the same arrangement used for current contributions. This is a technical
correction to facilitate proper alignment of contribution rates and does not affect
costs.
New medical insurance policies and renewals must adhere to new regulations
which require a modular approach, reduced interdependencies of categories of
cover, and a standardisation of cover for surgeries.
Effective 4 March 2018, employers will not be required to countersign employee
pension benefit choices, this in accordance with the freedom of choice rights,
except in exceptional circumstances.
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