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Mental Health Parity And 
Addiction Equity Act

The Mental Health Parity Act of 1996 (MHPA) states 
that a group health plan may not impose annual or 
lifetime dollar limits on mental health benefi ts that are 
less favorable than any such limits imposed on medical 
surgical benefi ts.

The Mental Health Parity And Addiction Equity Act 
of 2008, MHPAEA, preserves the MHPA protections, 
and adds signifi cant new protections.  The law requires 
“parity”, or equivalence, with regard to annual and 
lifetime dollar limits, fi nancial requirements and 
treatment limitations. But, it is important to note that  
MHPAEA does not require large group health plans to 
include mental health and substance use disorder (MH/
SUD) benefi ts in their benefi ts package.  The law’s 
requirements apply only to large group health plans 
and health insurance issuers that already include MH/
SUD benefi ts in their benefi t packages.

MHPAEA is generally effective for plan years beginning 
after October 3, 2009. As such, many employers will 
want to review the new requirements as a part of their 
benefi t planning for 2010. 

Key provisions of the MHPAEA include:

• If a group health plan includes medical/surgical 
benefi ts and mental health benefi ts, the fi nancial 
requirements (e.g., deductibles and co-payments) 
and treatment limitations (e.g., number of visits 
or days of coverage) that apply to mental health 
benefi ts must be no more restrictive than the 
predominant fi nancial requirements or treatment 
limitations that apply to substantially all medical/
surgical benefi ts

• If a group health plan includes medical/surgical 
benefi ts and substance use disorder benefi ts, the 
fi nancial requirements and treatment limitations 
that apply to substance use disorder benefi ts 
must be no more restrictive than the predominant 
fi nancial requirements or treatment limitations 
that apply to substantially all medical/surgical 
benefi ts

• MH/SUD benefi ts may not be subject to any 
separate cost sharing requirements or treatment 
limitations that only apply to such benefi ts
• If a group health plan includes medical/surgical 

benefi ts and mental health benefi ts, and the plan 
provides for out of network medical/surgical 
benefi ts, it must provide for out of network 
mental health benefi ts

• If a group health plan includes medical/surgical 
benefi ts and substance use disorder benefi ts, and 
the plan provides for out of network medical/
surgical benefi ts, it must provide for out of 
network substance use disorder benefi ts

• Standards for medical necessity determinations 
and reasons for any denial of benefi ts relating to 
MH/SUD, must be disclosed upon request

• The MHPA parity requirements under existing 
law (regarding annual and lifetime dollar limits) 
continue and are extended to substance use 
disorder benefi ts.

There are three exceptions to the MHPAEA 
requirements:

• MHPAEA requirements do not apply to small 
employers who have between 2 and 50 employees

• Large group health plan sponsors that meet 
the requirements stated in the MHPAEA and 
demonstrate that compliance with MHPAEA 
increases their claims by at least two percent in 
the fi rst year (one percent in subsequent years) 
may request exemption from the MHPAEA. 

• A nonfederal governmental employer that 
provides self-funded group health plan coverage 
to its employees (coverage that is not provided 
through an insurer) may elect to exempt its plan 
(opt-out) from the requirements of MHPAEA. 
There are specifi c procedures to opt-out and 
notifi cations must be provided to plan participants 
and to CMS. 

Experts are still sorting out how the new rules impact 
other benefi t programs, such as Employee Assistance 
Program’s that attempt to incorporate mental health 
gatekeeper programs. 
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Health coverage for dependents was impacted by recent 
federal law. The federal law known as “Michelle’s Law” 
prohibits a group health plan from terminating a college 
student from coverage if they have left school due to 
medical condition. Many employer plans have required 
that students must be a full-time student to be eligible to 
remain on the plan. This federal law provides exceptions 
to these requirements.

Michelle’s Law Provides Extended 
Coverage for College Students

Survey Finds Employers 
Contributing to HSA Accounts

A survey by Aon Consulting and the International Society 
of Certifi ed Employee Benefi t Specialists found that 
more employers are contributing toward employee HSAs. 
The survey found that 66 percent of employers were 
contributing to HSA accounts, up from 60 percent a year 
ago.

- Make 2010 the Year - 
Deliver Total Compensation 

Statements to Your Employees
Mid American Group clients receive Total 
Compensation Statements as a complimentary 
Leading Edge service 
There are three (3) template styles to select 
from
It is best to deliver these in Q1 or Q2 of 2010.
Service includes data collection tools, state-
ment preparation, printing and mailing of the 
statements
Result: Improved employee appreciation for 
your 2nd largest variable payroll expense









Mid American Group received the 2008 Business Insurance Magazine Most Productive Broker award for the 4th consecutive year.
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Tax Deductions for 
Long Term Care

Corporations can take a 100% premium deduction 
for tax-qualifi ed Long Term Care (LTC) insurance 
policies purchased for employees, their spouses and 
dependents.  Deductions are not limited based on age, 
as they are for individuals purchasing LTC policies.

Moreover, companies can, generally, choose which 
employees receive this benefi t. There are no non-
discrimination rules addressing this coverage. There 
have been tax rulings that provide more guidance 
regarding any restrictions, such as a prohibition on basing 
coverage on stock ownership.

Company paid Long Term Care insurance can be part 
of a fi rm’s fi nancial planning. Companies that want to 
reduce or minimize retained earnings may fi nd LTC 
insurance to be tax-effective with the added benefi t of 
offering a highly valued benefi t to key employees.

Please call (630) 789-9508 to receive this 
quarterly publication in the mail.


