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No Canadian headquarters
All staff currently hired/paid via PEO
all will be T4'd employees by Dec 1
10 employees, all work remotely
work / reside in BC, ON & QC

all benefits insured via PEO
Life, AD&D, Health & Dental
Insurer = Sun Life
low employee satisfaction
not benchmarked

retirement plan offered via PEO
Group RRSP; 3% match; immediate vesting
Provider = Sun Life
not benchmarked

Corporate HQ = Toronto, ON
All staff work in-office
All staff reside in ON
8 employees, no contractors / TFWs

in-house policy
Life, AD&D, Dep Life, LTD, Health, Dental,
EAP, HSA/LSA (combo)
Insurer = Canada Life
employees satisfied
not benchmarked
advisor attached; is involved

retirement plan not offered

next GEN
Learning

Case Study Outline

Summary

Mandate / Misc Info
Project must be completed by Dec 1st
All banking + payroll will be completed in November; PEO staff will be employees on Dec 1  st

No break in coverage; plan must meet / exceed what’s already in place
US employee, Jeff, is relocating to ON via TFW. Is single, will be on Canadian payroll, may apply for
PR in future.
Case Study Focus: structure benefits / retirement programs, payroll info is FYI only to guide you.



Case Study Outline

Instructor’s Takeaway Notes:
We have less than 2 months to complete this project – efficiency is top of mind. This would be my plan of
attack:

Plan Design-related work:

Use nextGEN plan with Canada Life as the policy moving forward for now
ask current advisor to compare both plan designs, do benchmarking, and then amend Canada Life policy
to have better-of for each benefit element
confirm corporate structure, policyholder name, and affiliated companies to be listed
confirm whether separate billing divisions are required for Accounting / Payroll
confirm with insurer re: potential limitations on coverage for Jeff as a TFW
confirm with insurer re: grandfathering of Life/AD&D/LTD benefits; prior auth Rx approvals; etc.
keep copy of LittleLink’s coverage booklet & last billing statement to confirm employee coverages if
needed for items such as dental Prior Extraction, etc.
confirm premium split + keep in mind taxability of benefits (particularly in QC)
ask advisor to implement Group RRSP program for all staff (doesn’t need to be same provider)

Communications-related work:

design communications to both companies re: upcoming changes. “Cheerlead” benefits that are being
enhanced for either group.
enrol LittleLink employees onto Canada Life plan
enrol all employees onto new Group RRSP program; transfer balances from LittleLink’s plan with PEO
communicate in writing to Jeff re: any limitations to coverage via PEO. Keep copy in employment file.
communicate in writing to any staff who are eligible for Life/AD&D/LTD benefits above non-evidence
maximum. Keep copies in employment files.
make benefit / retirement materials available when received from Canada Life / Group RRSP provider



 
 
 
 
 
 
 
 
 

 

Only consider group retirement plan related items as part of the Blue Steel Total Rewards Team. 
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Only consider group retirement plan related items as part of the Blue Steel Total Rewards Team. 

Blue Steel Team: 

How to align Magnum’s 
retirement plan with your 
compensation 
philosophy? 

- Consider all stakeholders: current, future and past
- Recognize the need to modernize the plan to better engage current and prospective

employees
- Provide more flexiblity and a better benefit to increase attraction of new workers to an

long-standing industry 
- Reassure and engage current employees for better productivity and profitability

What should be done 
with Magnum Steel’s 
current registered 
pension plan to get more 
value? 

- Review benchmarking data to understand plan’s current competitiveness when it comes
to contribution formula and eligibility

- Terminate the plan in favor of a more flexible solution, like a Group RRSP.
- Conduct a plan marketing to ensure competitive fees in the new plan.
- Choose a custom fund line-up that appeals to all employee demographics (DEI

considerations.) 
- Review plan member engagement metrics
- Provide retirement planning for employees over the age of 50+

What solutions would 
you put in place to 
address the legacy 
pension issues? 

- Group RRSP would reduce overall administration costs, as there would be no inactive
members or need for filing and other compliance

- Group RRSP would provide more flexibility to Magnum and their current and prospective
employees

- Possible payroll and HCM file integration with record-keeper for new plan
- Plan promotion and education sessions to highlight changes

What other features 
would an updated 
retirement plan design 
for Magnum Steel 
include? 

- More flexibility than a registered pension plan and more choice for employees
- Immediate vesting and no locking-in for Group RRSP
- Shorter waiting periods/immediate eligibility
- Ability to withdraw funds for Home Buyers Plan and/or Lifelong Learning Plan
- More socially responsible investment options
- Spousal plan option
- Group Tax Free Savings Account for voluntary contributions
- Plan advisor support and instruction on retirement planning tools
- Financial wellness education

Existing Magnum Steel 
employees: what do they 
need to do in light of any 
changes? 

- Determine what to do with their existing Magnum registered pension plan assets (locked-
in and not locked-in) once portability options letters are issued

- Enroll in new Blue Steel plan if they will remain employed
- Review existing and new investment options
- Attend education sessions and review educational content provided by Blue Steel in light

of changes to learn more about the new plan

Employee 
communications – 
considerations 

- Communication well in advance of any changes for plan members, to clearly articulate the 
rationale for change and the benefits of a new plan design.

- Simplified communication to provide employees with easy-to-understand next steps.
- Pension plan termination notice should have effective date of plan termination.
- Enrolment details for new plan to be provided to employees in advance of start date, so

there is no interruption of retirement savings coverage

Time frame for any plan 
changes – 
considerations 

- Establish a clear timeline for the transition and coordinate with all relevant stakeholders
- The changes will take time: setting up a Group RRSP for example will take at least 3-4

months to implement and the registered pension plan termination.
- All plan members need at least 60 days notice to termination the registered pension plan

(RPP) and regulators (FSRA) will need to be notified as well. 
- The termination of the pension plan is subject to regulator approval (FSRA) and this can

take some time before the portability options letters are issued to plan members.
- Final registered pension plan filing due within 180 days of termination.
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