
Protecting Policyholders                                                            
 

In the event that a life insurance company is declared insolvent, a 
liquidator is appointed to manage the insolvency. Assuris and the 
liquidator work together to protect policyholders’ interests. 
It is not necessary for policyholders to file a claim with Assuris. Each 
policyholder will be informed on how their respective benefits are pro-
tected by Assuris. 
 

Transfer of Policies to a 
Solvent Company 
 

Rather than cancelling the 
policy and paying cash 
compensation, Assuris 
protects policyholders by 
facilitating the transfer of 
the policy to a solvent 
company and ensures the 
continuity of covered 
benefits under the original 
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Employee assistance programs (EAPs) also called employee fam-
ily assistance programs (EFAPs), are becoming a staple among 
large and mid-size companies. Even smaller companies are start-
ing to adopt them. The programs, which have evolved from coun-
seling and addiction services to include everything from financial 
advice to real estate and legal resources, have 
the potential to make a significant impact on 
absenteeism, healthcare costs and productivity 
in the workplace. The problem is EAPs are not 
used to their full potential by employers or em-
ployees. 
“One of the biggest challenges for EAP 
(providers) and organizations is to discover all 
(that an EAP) can do for them,” says Karen 
Seward, senior vice-president of business devel-
opment and marketing, with Shepell-fgi. “Some 
people don’t use it to the max.  People have 100 
priorities, and if something is running along, and 
nobody is complaining and you’re getting what 
you need, you don’t spend a lot of time trying to understand how 
to make it better.” 
Paula Cayley chief executive officer of Interlock EAP (a division of 
Personal Performance Consultants Worldwide), adds that, in gen-
eral, “EAPs are underutilized as an organizational tool.” 
So, how can you get the most from your EAP? 

Protection for your Life  
Insurance Products 

Source: Assuris  

Choose Wisely  

While it’s vital to know which services are provided in your con-
tract, the first step toward an effective EAP is to make sure the 
provider can meet the needs of your company. Many providers 
offer similar services, but not all EAPs are created equal. “There 

are a lot of EAPs out there. Companies need to look for 
one that is a good fit,” says Linda Hochstetler, president 
of the Employee Assistance Program Association of 
Toronto and contact centre manager for Family Ser-
vices Employee Assistance Programs. She suggests 
that employers look beyond price and start with a needs 
assessment of the company. “If you have an EAP that 
has a nine-to-five model for accessing services and you 
have people who work nights, it may not work. Match 
up your needs with their offerings.” 
Jacques Hébert, vice-president, with Aon Consulting, 
agrees with Hochstetler and says that more thought 
needs to go into the selection process. “My suggestion 
is that employers apply the same due diligence and go 

to the market, as they would when they are looking for an insur-
ance provider. Most of the time, if an EAP provider is [affiliated] 
with the company they are insured by, they will take the provider.” 
 

Set Realistic Expectations  
Once you’ve selected an EAP provider, make sure that your or-
ganization and the provider are on the same  
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Assuris is a not for profit organization that protects Canadian poli-
cyholders in the event that their life insurance company should 

fail. [Assuris’] role is to 
protect policyholders by 
minimizing loss of benefits 
and ensuring a quick 
transfer of their policies to 
a solvent company where 
their benefits will continue 
to be honored. 
Assuris is funded by the 
life insurance industry and 
endorsed by government. 
There is no cost to policy-
holders for Assuris’ pro-
tection. 
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Integrate and Communicate 
 

Consultants and providers alike agree that 
EAPs are usually not integrated into the work 
environment as much as they could be, or 
communicated thoroughly enough, which 
puts a damper on the impact they can have. 
A study on workplace depression from The 
University of Michigan showed that only 14% 
of depressed workers use their EAPs. Addi-
tionally, Hochsteler says that the average 
EAP utilization rate for all workers is only 8% 
to 12%. These numbers suggest that there 
are distressed workers not accessing the 
services intended to help them. But what’s 
holding them back? 
Merv Gilbert, registered psychologist and 
organizational health consultant with Gilbert 
Action Ltd., says there are a number of rea-
sons, including worries about confidentiality, 
a lack of employee awareness and a con-
cern that the EAP provider doesn’t under-
stand the culture of the company. These 
issues can often be minimized or dispelled 
with diligent communication—which should 
consist of more than handing out pamphlets 
and magnets to employees on their first day. 
Ongoing seminars, lunch and learns, posters 
and updated information on company intra-
nets are all ways to remind employees of the 
services available through the EAP. 
 And to truly get the most from the program, 
Gilbert suggests integrating the EAP into the 
organization’s strategy for health and pro-
ductivity management, organizational devel-
opment, team development and benefits 
management, rather than keeping the EAP 
at arm’s length. Integration will also help the 
EAP provider better understand the com-
pany’s culture, industry and employee is-

sues. Seward agrees. “Employers that 
have linked their EAP to their group 
health, to their disability management, 
and have a continuum of care that inter-
venes when a person is first showing 
signs of disability or having an issue in 
the work place are the most effective at 
reducing costs.” 
 

Understand the Bigger Picture 
 

EAPs are key components in address-
ing workplace issues, and promoting the 
health and well-being of employees, but 
they are not the only tools. “I think that 
some employers think if they have one, 
they have everything covered,” says 
Gilbert. 
The goal of an EAP is to support em-
ployees with issues that may arise in 
their working or personal lives—be it 
physical health, mental health, relation-
ship problems or financial issues—on a 
short term basis. EAPs are not set up 
as, nor are they intended to be, long-
term treatment resources. 
However, Gilbert says that with the 
“ongoing challenges to the healthcare 
system, there has been an offloading of 
the provision of mental healthcare back 
to the private sector,” and it is expected 
that EAPs will pick up the slack. He 
adds, “This can be particularly true in 
small or remote communities with a lack 
of public mental health resources.” 
While EAPs have certainly evolved, 
they’re not designed or equipped to 
address serious mental health issues. 
And as much as EAPs are not for long-
term care, they Continues on Page 4 

Continuation from Page 1 (Helping Hands) 

page. How much of an impact do you want 
the program to have? How much are you will-
ing to invest? What are you expecting from 
the program? How realistic are these expecta-
tions? These questions need to be answered 
before any provider can set up an effective 
EAP. 
As with anything, when it comes to EAPs, you 
get what you pay for. And your expectations 
have to reflect the amount of money being 
invested in the program. For instance, Cayley 
says, depression in the work place is an issue 
that is top of mind for many employers. “If 
you’re thinking that a one-to three-session 
model for the treatment of depression [is 
enough], you may find yourself falling short.”  
More sessions means more investment, 
which goes back to the organization expecta-
tions and needs. 
 “Some employers don’t want a high impact 
program. They want to have a program in 
place, but they don’t necessarily want to see it 
utilized because they are afraid that it will add 
to their costs at the proactive end,” explains 
Cayley. “To have a healthy utilization, you 
have to be committed to putting your invest-
ment in health upfront.” 
 Just as organizations need to make it clear to 
their provider what they are expecting, EAP 
providers need to make organizations aware 
of what they can do for them. “Employers 
need to know how that EAP envisions helping 
them, the range of services and the pricing 
model,” Hochstetler says. “Sometimes there is 
a miscommunication in terms of what you’re 
looking for, how it’s delivered and how it 
works.” 
 

 

As organizations look to identify cost savings that will avert layoffs 
during tough times, employee benefits will likely come under re-
view. While cuts to benefits may be tempting, employers are 
urged to keep long time goals and outcomes in mind. 
“You shouldn’t impose a short-term solution that, in the end, might 
bite you.” says Brian Lindenberg, leader of Mercer’s health and 
benefits business for Western Canada. “This economic environ-
ment will pass, and we’re still going to have a shortage of skilled 
labour in this market. You don’t want to do anything to drive peo-
ple away in the short term.” 
Sean Maxwell, an associate with Bennett Jones LLP, points out 
that changes to benefits plans are slow to realize any cost sav-
ings, making them a bad interim choice. “There are significant 
costs associated with introducing a new benefit [plan] design,” he 
says. “So even if the cost of the new plan to the employer has 
been reduced, significant cash flow improvements will not be ap-
parent in the short term.” 
As an alternative to benefits cuts, Lindenberg suggests the intro-
duction of healthcare spending accounts, preferred provider ar-
rangements, and the utilization of free or value-added services 
from insurers and government agencies. Bundling those together, 
he says, will maintain a decent level of benefits for employees. 
According to an independent consultant, Jane Petruniak, while 
these are all viable options, it’s time that employers addressed the 

elephant in the room and considered increased employee contribu-
tions, “The last sanofi-aventis survey I read tells me that Canadians 
are abundantly aware that the costs are increasing. Workers don’t 
want benefits reduced, so they’d rather share in the costs. Wouldn’t 
this be a great opportunity for employers to get back to that mode of 
thinking?” 
Much of the battle for cost savings is fought on the internal commu-
nications front, according to Lindenberg—which, in turn, requires 
strong leadership. He explains that effective communications, even 
if the news is bad, engender a “we’re-all-in-this-together” spirit—an 
idea supported by François Poirier, a senior consultant with Watson 
Wyatt Worldwide. 
“Leadership is critical in a 
time of crisis, both in man-
aging the bottom line of 
your company as well as 
keeping employees en-
gaged and motivated,” he 
says. “In order to do this, 
the plan has to be well ac-
cepted by senior leadership 
and communicated down 
through the organization.” 
While advice abounds on what employers should do to cut benefits 
costs, Petruniak’s suggestion on what they shouldn’t do is simple. 
“Don’t do anything you can’t undo next year.”~ 

Tempting Cuts 
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terms of the policy. This avoids any interruption in the provision of 
benefits and guarantees that policyholders, who may find it difficult 
to obtain a new policy due to change circumstances, retain their 
benefits. 
 

Member Companies  
 

All life insurance companies authorized to sell insurance policies in 
Canada are required, by the federal, provincial and territorial regula-
tors, to become members of Assuris. If you hold a policy from a 
member company, your benefits are protected by Assuris. The com-
plete member list is available on [the Assuris] web site. 
 

Policyholder Protection  
 

When policies are transferred to solvent companies, Assuris guar-
antees that policyholders will retain at least 85% of their promised 
benefits under a variety of products issued by life insurances com-
panies in Canada. However, Assuris also provides 100% protection 
when benefits are below certain dollar values: 

 

· Monthly income of $2,000 

· Heath expense of $60,000 

· Death benefit of $200,000 

· Cash values of 60,000 
 

The amount of the benefits covered by Assuris is either 85% of the 
original benefits or 100% when the total benefits are less than the 
dollar value listed above (examples 1&2). This means that policy-
holders receive the highest level of protection available. 
 
Accumulated Values 
 

Accumulated value benefits are 100% protected by Assuris up to 
$100,000 (example 3). This applies to the values of: 
 

·      Premium deposit accounts 

·      Dividend deposit accounts 

·  Universal life overflow accounts 
 

The 85% protection does not apply to accumulated values. 
 

Protected Products 
 

Assuris protection applies to the product benefits issued by a mem-
ber company including: 

 

1. Disability Income Insurance 
Monthly income coverage for disability insurance is 100% of the 
promised benefits when they are less than $2,000/month or 85% 
of the promised benefits, whichever is higher. 
 

 Sum insured payable  Assuris Coverage 
 $1,500/month   $1,500/month 
 $2,100/month   $2,000/month 
 $3,000/month   $2,550/month 
 
 

2. Term Life Insurance  
Death benefit coverage is 100% of the promised benefits when 
they are less than $200,000 or 85% of the promised benefits, 
whichever is higher. 
 

 Sum insured payable Assuris Coverage  
 $190,000   $190,000 
 $205,000   $200,000 
 $300,000   $255,000 
 
 

3. Accumulation Annuity 
Fully protected up to $100,000. 
 

 Accumulated Value  Assuris  Coverage  

 $90,000   $90,000 
 $130,000   $100,000 
 $220,000   $100,000 
 

Additional information and examples for other products issued by 
life insurance companies are available on [Assuris’] web site at 
www.assuris.ca 
 

Continued from Page 1 (Protecting your Life Insuran ce Products) 

 

Check out the new 
“Informative Links” section 

on our website!! 

· Life insurance 

· Critical illness 

· Health expenses 

· Disability income 

· Payout annuity 

· Long term care 

· Segregated Funds 

· Accumulation annuity 

· Group insurance 

· Group retirement 

Examples 



The content of this publication, based on information that we believe is accurate, is general in nature, and we cannot 
guarantee its accuracy or comprehensiveness. 
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aren’t enforcers either. If someone goes to the EAP provider and 
says he or she is being harassed at work, a counselor can help 
the client work through any issues that harassment is causing and 
advise the client to report the incident to HR—but the counselor 
can’t report the incident directly. EAPs are voluntary and confiden-
tial. Although reporting the incident to HR would help the client, it 
breaks the program’s confidentiality policies. 
The same applies to someone with an addiction or mental health 
issue. The counselor can suggest treatment outside of the EAP 
and follow up to see if the employee has acted on the advice, but 

the counselor can’t force the person to go into treatment, and the 
employer can’t be informed that the employee is struggling with the 
issue—even if it’s in the employee’s best interest. 
For some employers, lack of two-way communication and soft per-
formance measurements make them leery of investing significant 
amounts of time, effort and money into an EAP. But, providers say 
to those employers, consider the costs of doing nothing. 
“We are the first line of defense against those more serious costs,” 
says Cayley. “It’s a good time in our industry to help, lead and assist 
employers around some critical workplace issues. ~ 
 

Continuation from Page 2 (Helping Hands) 

Tax Tips for TFSA’s 
10 ways to benefit by contributing 
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With the launch of the new tax-free savings 
account earlier this month, you’d be hard 
pressed to find a client who could not benefit 
in some way from contributing up to $5,000 
to a TFSA in 2009.  
 

Here then is a list of my top-10 TFSA oppor-
tunities: 
 

1. Emergency Funds  
 

The TFSA, with its enormous flexibility, may 
be the ideal place to begin that proverbial 
“rainy day fund.” Such emergency funds are 
often parked in high-interest savings ac-
counts, guaranteed investment certificates 
or money market funds. 
The problem with such investments when 
held outside a registered account is that 
they generate interest income that is fully 
taxable at marginal tax rates. By holding 
such interest-paying investments in the 
TFSA, clients will be able to earn otherwise 
highly taxed interest income, completely tax-
free for life... 
      

2. High-Risk Investment Speculation 
 

On the other side of the investment spec-
trum, the TFSA can also be the perfect 
place to hold equities and other riskier as-
sets to generate unlimited tax-free returns. 
Imagine putting $5,000 into penny stock, 
perhaps purchasing 10,000 shares of that 
speculative junior mining-oil-gas-potash play 
into the TFSA and hitting a home run. The 
entire amount of the gain would be tax-free. 
What if you lose it all? The downside is lim-
ited since all you’ve really lost (besides the 
value of your investment, of course) is the 
ability to claim, at least initially, a $5,000 
capital loss, which is worth a maximum of 24 
per cent, depending on your province of 
residence. 
 

3. Collateralized Lending 
 

Unlike an RRSP or RRIF, you may be able 
to pledge your TFSA assets as collateral for 
a loan or a secured line of credit, thus per-

haps getting a lower interest rate than an 
unsecured line. Clearly this will be of 
greater advantage as the TFSA balance 
builds up over future years. 
 

4. Protecting Government Benefits 
 

For Canadians with low and modest in-
comes, the TFSA can help preserve certain 
income-tested government benefits since 
TFSA with drawls are not considered to be 
income. For a young person receiving the 
GST credit or the Child Tax Benefit or a 
senior living on the Guaranteed Income 
Supplements (GIS) or the Old Age Security 
(OAS), the ability to protect these benefits 
even when funds are withdrawn from a 
TFSA is a major victory of sorts. 
 

5. Tax Rate Planning 
 

For Canadians with limited funds who are 
currently in low tax bracket but who expect 
to be in a higher tax bracket upon retire-
ment, contributing to a TFSA may be pre-
ferred to making an RRSP contribution. 
Ultimately, as you get into a higher tax 
bracket before retirement, the TFSA money 
can be moved into an RRSP, tax-free, re-
storing TFSA contribution room beginning 
the following year. 
 

6. Retirement Planning 
 

Taxpayers who can’t contribute to an RRSP 
(for example, someone over age 71, or with 
no earned income, or with a large pension 
adjustment) can use the TFSA to invest for 
their retirement on a completely tax-free 
basis and with no forced minimum with-
drawl—ever! 
 

7. Education Planning 
 

While RESPs are expected to remain the 
vehicle of choice primarily because of the 
federal (and in some cases, provincial) 
grants, for savings beyond the level 
needed to maximize the grants, TFSAs 
offer another flexible alternative. Plus, 
TFSA money can also be used to save for 
private school education since RESP 
monies can only be used to fund post-
secondary schooling. 
 

8. Income Splitting With A Spouse and 
Kids (over 18)  
 

If you’ve got a spouse or partner, you are 
permitted to give him or her funds to open 
up their own TFSA without having the 
normal attribution rules for income and 
capital gains apply. Similarly, you can give 
each child over 18 money to open up his 
or her own TFSA, with no attribution con-
sequences. Note that you cannot open an 
“in-trust for” TFSA. 
 

9. Estate Planning 
 

The entire TFSA will be tax-free upon 
death. The TFSA monies can be rolled 
over to a surviving spouse or partner’s 
TFSA after death to maintain the tax-free 
status of the account. If left to anyone 
else, future income and gains will be tax-
able… 
 

10. Emigration (Non-Resident Planning) 
 

Finally, clients wishing to emigrate from 
Canada can still hold a TFSA tax free for 
the rest of their lives and pay no Canadian 
tax on continued TFSA growth. No future 
contributions would be permitted as a non-
resident without having to pay a penalty 
tax. Of course, the other country will likely 
tax the earnings and growth in the TFSA 
annually.~ 
 
 
 


