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Employee Benefits: What's Hot and What's Not

"Toronto Sun Wed. Sept. 24/08 (Sun Wire Service)

As companies scramble to attract and retain skilletkers in a market Car allowances (46%) are the second most populaefibe
characterized by an aging workforce and increagitadour shortage, “Drivers are very aware of rising gas prices ansumance

they are becoming very creative in designing new premiums, and a benefit that offsets some

employee perks in order to compete. of this pain is very attractive,” Rousseau
g explains. “In the future, we’ll probably

What are the most popular benefits? A new st ”e 0 see

the first of its kind in Canada, ranks all 39 cate 4 transit passes being offered more and

ries of taxable employee benefits in terms of . more as gas prices continue upward and

percentage of organizations offering them. D\S employees want to work for ‘green’ com-

~ panies.”
Conducted by the Canadian Payroll Associa
(CPA), the study contains some startling surpri
Yes, Canadians continue to place a high valu
financial protection, with group term life insurar //'é
(offered by 61% of organizations) and disabi
benefits (42%) among the most popular perks.

- Another interesting fact unearthed in the
o study is the relatively high importance
placed on counselling of employees
(21%). “This

probably reflects two positive trends,”
says Patrick Culhane, CPA’s president
But also at the top of the list are tuition fee2%) and CEO. “Employers are recognizing
and professional membership dues (39%). “Whatghys is that Cana- the detrimental effects of stressful work enviromiseand are
dian workers appreciate professional developmepbupnities. They taking steps to counter it. As well, people are enmpen now
want to continue to learn and grow on the job,"ss@jichard Rousseau,to using these services because there seemséasstigma
chairman of CPA. associated with mental health issues today.”

Continues on Page 4

Maxing Out Your Canadian RRSP

By Andrew Beattie

When the calendar year draws to a ary marks a hazy line in contributions, it is thsetl government created program to assist
close, many Canadians are deluged chance for Registered Retirement Savings Plan citizens in preparing for retirement. If
with advice, free and otherwise, about{RESP) contributions and is also considered the timyou were born after 1970, however,
what to do with their Registered Re- to max out any remaining room on your regular there is a

tirement Savings Plan (RRSP). Janu- RRSPs, either by setting up financing (taking ajoa very good Continues on Page 2

or transferring disposable income to your RRSP ac-

count (using cash). The soft limit of January isrso ) ) )
followed by the absolute line of March 1, the day || Integratis Benefit Solutions Inc.
your tax year resets as far as your RRSP contoibs 127 Victoria St. S.

are concerned. In this article, we'll look at sarhe Suite 202

the issues surrounding RRSP contributions. Kitchener, Ontario, N2G 2B4

Employee Benefits: What's Hot and

What's Not Paying Off Debt Or Saving For Retirement? Local: 519-746-2600
When Do | Start Saving for Pension Although most of the popular information on RRSPs  Toll-Free—800-561-7551
makes it sound like you should start one rightrafte
The Healthcare Spending Account  the doctor frees you from the womb, now is as ga@d www.integratis.ca
Alternative time as any. The RRSP is often described as the
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The Healthcare Spendlng fies for the Medical Tax Credit is

ACCOUﬂt Alternanve eligible for coverage through an

HCSA. Often this definition of eligi-
ble expenses is broader than that of a

) ) traditional employee benefits plan,
Healthcare Spending Accounts (HCSAs) hatie HCSA. A Healthcare Spending Account C&I'fbwing for additional flexibility for

become a popular alternative to traditiomaplace or exist alongside traditional medi(‘e%ployees and executives in particu-
group health and dental plans. They are pra&tid dental coverage. lar.

cal, affordable, flexible, and a cost-effectiithese accounts ensure controlled benefit costs

way to meet the changing needs of many dar-the employer and complete claim flexibili
ployers and diverse needs of their employeefor the employees. Healthcare Spending Accounts pro-
Many employers are considering HCSAs asAtnthe beginning of each benefit year, the p Be a way for plan sponsors to de-
alternative when reviewing or initiating thegponsor determines the amount of HCSA dollﬁ\;gr benefits to their employees using
employee benefits plan. It is important to takeailable in each employee individual acco
the time to understand the ins and outs(lwérmally by class of employee). For examp
HCSAs to determine if they are an appropriatecutives could receive $5,000 per year an A

Yax Advantages

-tax dollars. As with a traditional
loyee benefits plan, an HCSA is a
ate health services plan. The plan

solution. other employees $1’_000 per year. cost is a tax-deductible business ex-
Employees and their families can then cl nse and the benefits are received
How HCSAs Work from these accounts to cover Canada ReveUe oo This can be a significant

Healthcare Spending Accounts are pAgency (CRA) approved health and dental
determined amounts of money provided genses, which they encounter throughout
employees at the beginning of each benb#nefit year. This allows flexibility for employéi nificant medical and dental ex-
year for coverage of their medical and dengals to claim the expenses which are uniqut?)(_i,’ﬂseS with corporate dollars in the
expenses. their own families, rather than restricting ther%st tax effective way possible.

This amount is held in trust and claims ace the dollar limits and specific expenses 0 be considered a tax-deductible
submitted by employees and reimbursed irraployer may set out in a traditional benef
similar fashion to a traditional benefits plaplan. One employee can replace his glasses A must be a preset limit which is
Eligible expenses are reimbursed at 100 peother can pay for their children's orthodonti 80 per cent employer funded. The
cent up to the total dollar amount availablelimder the Income Tax Act, any item that qu Inds

vantage for owners, executives, and
employees as they can pay for

nse to the plan sponsor, an

Continues on Page 3

T UTNTUTOTCTOTOUOT TGO O GhhhaahaawahaaaaaaaaaaaaaaamEE
Continuation from Page 1 (Maxing Out Your CanadiziRSP)

This is a fact that most people find disagreeatledasons

outside of the numbers. There is a sense of figecarity
that comes from maxing out your RRSP every
year, regardless of whether you are making
money in it or not. This desire to balance mort-
gage responsibility with the psychological edge
of investing for retirement has led to many
different tax strategies. One of the most popu-
lar is the system of maxing out your retirement
savings plan and using your tax fund to make
an extra payment on your mortgage. It keeps
you in debt for longer than if you simply used
the money against your mortgage instead of the
RRSP limit, but it balances financial and psy-
chological necessities.

chance that it will be the only government prograhen it comes time
for you to retire.

The best way to start an RRSP is by regular contri-
butions. These are automatic withdrawals that you
can set for just after payday so that you're never
tempted to skip a month.

There is confusion over whether it is worth staytin
an RRSP while still owing on consumer loans (lines
of credit, credit cards, car loans, etc.). Fronumn
bers perspective, it is always more financiallyrabu
to pay down the debt first because servicing dabt h
a guaranteed rate of return in increased disposable
income as the debt is reduced, whereas investing of
any kind carries risk. . . o .
There is nothing wrong with investing for re-
Paying off the Mortgage or Adding to the RRSP? . tirement .v_vhiIe paying your mortgage. Doing so
Mortgages and student loans fall into the gray afedebt when it comes'S much better than piling up consumer debt whelging
to RRSPs. These debts are usually long term andhtienest. Student your mortgage. I_f you do deC|_de to go all out omymort-
loans even carry a tax deduction themselves. Agaim the numbers gage, you will still have to S\.N'tCh. later and gbm# on your
perspective, when you are young, paying down yoantgage should RRSP once your mortgage is paid Oﬁ_‘ You cant'ch_ae!
take priority over most investments. Paying downrymortgage faster make debt management count for retirement p".”‘r_‘”‘!'“@ce
now will save you a lot in interest payments in tieire. As such, your VE'Sa: but the two are interlinked. In the ends decision

mortgage should take priority thanks to the guaeditreturn you earn inProPably comes down to a personal choice. . .
interest savings. ~ Andrew Beattie
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Continuation from Page 2(Health Care Spending Aot@iternatives)

cannot be used to purchase additional insurande asidife insur-carried forward to the next year under the incoaxeguidelines.
ance. The amount of reimbursement is limited toah®unt allo- Expense Carry Forward or No Carry Forward arrangesneequire
cated to the account by the employer and to thggbédi expenseghat any unspent HCSA funds are returned to thelarap at the
defined in the Income Tax Act. Funding Under themte of the end of each year. Some employers may choose to fioattesr
Income Tax Act, to qualify as a tax-deductible enge=to the com-arrangements for the unspent funds outside of émefit plan once
pany, HCSAs must be fully funded by the employehede returned, such as contributions to group RRSPss Gain be dealt
amounts can be billed on a monthly basis, rathen ttequiring awith in conjunction with the employer's financiativdsor or ac-
large lump sum payment at the beginning of the fieyear. This countant, ensuring that employees without claintstdose out.
budgeted approach is particularly effective for knsampanies Employers should expect that employees might cldigir full
that require predictable expenses each month. imesimstancespalance each year. Employees are aware of theinbalon an on-

such as with an executive HCSA, going basis which can encourage us-

annual contributions may be
billed at a specified date each
calendar year.

Employee expenditures may not
exceed the HCSA maximum set
by the plan sponsor. Employer
costs will not exceed the total
employee HCSA amounts, plus
administration costs and taxes.
There is no increase in HCSA
contributions annually unless the
employer chooses to change the
total HCSA dollar amounts avail-
able to the employees which
means no surprise at renewal
time. The employer retains com-
plete control over the cost of the
plan.

Unspent Funds

ing up credits available to them. In

some cases, employees who would
normally be restricted by the limits in

a traditional plan ($200 for vision

care) may spend more as their entire
claim would be eligible ($400 pair of

glasses). Overall, however, employ-
ees are limited to their annual bal-
ance, which encourages them not to
spend it all at once as they may need
the credits later in the year.

HCSA And Insurance

Healthcare Spending Accounts pro-
vide no insurance coverage. They are
strictly a reimbursement plan. Tradi-

tional insurance products — group life
insurance, accidental death and dis-
memberment insurance, critical ill-

ness insurance, and out-of-country

As there may be employees who spend their entiefladole bal- emergency medical coverage — can be added to arAHEGH to
ance in a short period of time, there will alsodraployees whoround out an employer sponsored benefit plan afferMany em-
incur no medical or dental expenses in a given gadrhave fundployers also add stop loss insurance protectioimgare medical
remaining in their accounts. expenses that exceed a certain pre-determinechtiides his helps
Through a Balance Carry Forward arrangement, graployee hasplan sponsors protect employees and th€ihtinues on Page 4

a remaining balance at the end of the year, thésfumay be carried—
forward and added to the next year. If at the einthat year they

have not spent the carry forward funds, the remgiramount Looking for a preViOUS Issue of
would be returned to the employer. This allows #meployee to ; ; 2
plan and budget for large expenditures, such dsodantic ex- The Integratls Ins!der.
penses, over a two-year period. Once an employseexiaausted Visit WWW.|ﬂtegrat|S.Ca

their full balance, any additional expenses they tr@ve cannot be
R
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1a

tory or preferent

N:2ither

that may occur

extended hospital stays,
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fits as well. The employer gains the

vantage of one-stop shopping. A pro-
fessional administrator can manage not
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ows the employer to ensure h

dvertently
uired to be ¢

fe to dedicate the time re

ment of employees
bi
an

|

i-
p

tional core health and dental plan. For exam
and an 80 per cent basic dental plan and a top-
up HCSA. This type of plan design can reduce
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HCSAs can be added to @ipped down trad
an employer may offer an 80 per cent drug
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surance the employer wishes to include

Itonal

tes for any add
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Reporting, And Privacy

Administration,
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duced

administration for the employer's HR
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level of service for employees.
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employer managing relationsh
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resulting in re

Insurers,

several
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?ims costs each year because the em-
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administer within their own office. A capable
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ts from employees and

cheque to reimburse these expenses.
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human resources person could manage accept-

ing receip
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popular incentive. Stock options (8%), while stille penef
down the list, are growing in popularity as publigor em

Employer-paid RRSP premiums (28%), which hagyghef
traded companies offer them more broadly across

replaces pension plans in many workplaces
ance and gain buy-in to the business objectives.

Continuation from Page 1 (Employee Benefits
(2% of companies reported that they have this

ing

the workforce as a way to reward employee perfofygre than 2

are not permitted access to information regg
At the very bottom of the list are child care exgpen
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