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Spring is around the corner as we survived yet another winter in 
Canada. While the weather may not yet reflect it, warmer days 
are coming, and with them, some important updates regarding 
your Group Employee Benefits Plan coverage. 

The last couple of months have been eventful in Canada.  Our 
Prime Minister resigned, a new President in the States, and talk 
of tariffs on the horizon.  These changes have affected our 
industry heavily with many drugs coming from American 
Companies, and Inflation being an all-important piece in the 
financial space. 

Looking closer at Group benefits, the latest trends in healthcare, 
such as rising drug costs and increased dental claims, are 

influencing overall plan costs. This year, rather than looking at the new hottest drug or coverage, our team has 
prepared a document discussing the underlying trend, the demographic and sociocultural shift taking place in 
the workplace as Millennials become the largest cohort in the labor market with Gen Z entering while 
Boomers and Gen X exit for retirement.  This change in usage and perception is driving a different type of 
values, and interaction with benefits. 

There are so many things we want to share with you regarding the changes in the benefits space, and what 
that means for the world at large.  In respect of your time, we have tried to highlight the most important 
aspects of the benefits space to prepare you and your business for the times head. 

We understand that managing costs is a concern, especially amidst other financial pressures your business 
may be facing. That is why we are exploring various options for clients.  This year we have marketed many of 
our clients’ renewals to try and find the BEST fit.  We are committed to growing with you and your business 
and want to make sure we find a solution that works at a price that is solid. 

Our commitment as your broker is to ensure you have the best possible benefits program at a fair price. We 
are here to guide you through all the options, with any carrier, and to help you make an informed decision 
that aligns with your budget and business needs.  As always, we are here to help.  If you have a question about 
administration, claims or renewals, our team is here for you and ready to help. 

Service is such a critical component, and we want to be here for you no matter what.  As Winter leaves us for 
warmer days, I would like to thank you for your continued business and entrusting us as your Group Employee 
Benefits Broker. 

Regards, 

 

Lee Kinasewich 

A MESSAGE FROM YOUR BROKER, 

http://www.summitbenefits.ca/
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THE 2025 BENEFITS INDUSTRY 
2025 is off with a boom! 

A new president in the United States and Canada’s Prime Minister resigns.  The world is 
changing both at home and abroad with a trade war with our closest ally looming.   

Not only are the macro factors in our world changing, but a change is happening at home, in 
our workforce.  Gen X is retiring, and a new cohort of workers are entering.  These workers 
have different work ethics and values, leading to a shift in work culture.  

This year we wanted to focus on this change, and what it could mean for Benefits in years to 
come.  
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CANADA’S GENERATIONAL SHIFT 
 
Group Employee Benefits is a constantly changing industry, evolving with the times and trends.  Since 
the COVID Pandemic back in 2020, the Group Benefits space has been in a transitional period.  This 
transition was exacerbated by the Pandemic, not caused by it.  The transition is due to an inevitable 
shift, a change in demographics and a new cohort dominates the Canadian labour market. 
 
Since 2015, 4 generations have comprised the Canadian workforce: 

• Baby Boomers: 1946 - 1964 
• Gen X: 1965 - 1979 
• Millennials: 1980 - 1996 
• Gen Z: 1996 -2012 

Different generations have different relationships to work.  This affects employers who must compete 
with new expectations driven by new values and needs of their workforce. 
 
One of these aspects is Benefits.  Younger generation views Benefits in a different light from their 
parents.  Their expectations are not the same and will be one of the focal points when looking at these 
changes.  Benefit changes affect how they view different coverages, and how they interact and use 
their plans.   
 
As the workforce shifts away from the Baby Boomers and Gen X toward Millennials and GenZ, many 
employers have seen an increased cost in Benefits.  These costs were first blamed on COVID, then 
inflation.  What is becoming clearer is these costs are due to a generational shift, as a new cohort 
dominates the workforce with different values.  These trends are not going away.  All the new drugs 
and utilization discussed in previous updates are the symptoms of this demographic change that is 
here to stay until Millennials retire and GenZ dominates the workforce. 
 
In 2023 Millennials became the largest generation in the workforce, and over the next 10 years they 
will continue to gobble up a larger share.  By 2030, they will be the largest generation in Canada 
period.  The challenge faced by employers, brokers, and insurers alike is what to do with this change.  
Plan designs may have to change, or the underlying model of insurance in use today.  Something has 
got to give to make the costs incurred more palpable, but realistically everyone can expect higher 
costs in the short term, as the entire industry shifts into a new structure to better compete with the 
generational change. 
 
The Generations in Canada 
 
We started with doom and gloom, but if you made it this far, you likely want to know what we should 
do about it.  So, what is happening with the Generations?  Let’s talk about it!  First, we will discuss 
each generation, their relationship to work, and benefits.  Let’s begin with the Boomers! 
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BABY BOOMERS 
Born 1946 – 1964 
Following WW2 and Canada’s exit from the war, the world was faced with a new post war cohort, the 
Baby Boomers.  One of the largest generations in history, Boomers, were brought up by parents who 
had fought through the war.  They reminisce about their parents who never threw anything out, as 
they had to scrimp and scrape for everything. 
 
Baby Boomers are known for being hard workers.  They were the pull your boot strap up generation. 
Work Life Balance was not really a term growing up.  You worked to live, and that was that.  Since 
they grew up with parents who didn’t have much, they wanted to create a better world for their kids 
(millennials).  They worked hard so their children did not have to. 
 
When it comes to benefits, there was a lot of stigma around health, maybe blame their parents who 
went through the war experiencing shellshock and the likes.  Psychologist meant you were crazy, and 
being strong was a defining trait.  Because of this stigma around health, they didn’t use their plans as 
they jumped up the corporate ladders.  Benefits remained cheap, as only “unhealthy” people used 
benefits.  Now most boomers are in retirement.  They are taking all kinds of drugs for different 
conditions and want to travel as they are semi-retiring.  Many of this generation could fully retire, but 
they choose to continue to work.  After all this is the generation that worked to live. 
 
GEN X 
Born 1965 -1979 
If you are reading this, there is a high likelihood you are in Generation X.  The most notable thing 
about this generation is how they managed to fly under the radar.  You rarely hear about Gen X in 
news articles or headlines, all the stories are about their predecessors (The Boomers) or their 
successors (millennials). 
 
Gen X, like the Boomers, was brought up valuing hard work.  They are independent and resourceful as 
they were brought up to believe that the benefits for the Boomers would not be there for them in 
retirement.  Being born in the 60s and 70s, Gen X has been much more open to new ideas compared 
to previous generations.  This has resulted in a generational mindset shift over the life of Gen X from a 
work as hard as you can mindset like the Boomers to more of a work life balance mindset. 
 
Gen X today values work life balance.  Specifically, being able to travel with the money they earned 
from working hard like the Boomers.  As they retire from the workforce, they have started to value 
travel above all else in their benefits plans and are looking for solutions to either have multiple 
dwellings as snowbirds, or to frequently travel to warmer destinations. 
 
As Gen X has aged, it has also had a change in mindset on health.  Previously their benefits usage was 
low, but with age, there is increasing interest in longevity of life to enjoy the Golden years.  Gen X is 
increasingly looking to treat a variety of ailments no matter the cost. 
 
MILLENNIALS 
Born 1980 -1996 
Millennials grew up with Baby Boomer parents.  Their parents worked hard to provide their children 
with a better life and pushed their kids hard to go to college.  As a result, Millennials are the most 
educated generation so far, with over 30% having a bachelor’s degree or higher education in Canada. 
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Compared to previous generations, Millennials were brought up by a generation that lived to work, 
and value work life balance in a different way than their parents.  This rubbed off on Millennials who 
are more confident and socially conscious compared to their parents.  Millennials were also the first 
generation to grow up with the internet.  This has allowed them to have information constantly at 
their fingertips, which has definitely not made them experts in everything, or so they think. 
 
When it comes to Benefits, Millennials are much more concerned with their health then their parents.  
They want to be proactive with their health and are using benefits as a part of their Total 
Compensation.  What does this mean?  Unlike their parents Gen X or the Baby Boomers, Millennials 
feel as if Benefits are a part of their compensation, not a perk of their job.  They are going to use 
Benefits, because not using them would be comparable to a pay cut.  Balking the trend of previous 
generations, Millennials overturned the idea that young people use less benefits. 
 
GEN Z 
Born 1996 - 2012 
Gen Z are the children of Gen X.  Much like their parents, they grew up hearing how the benefits of 
their parents would not be there for them.  To succeed, they would need to pull themselves up by the 
bootstraps and work hard, because CPP would be gone.   
 
Their entry into the workforce coincided with the Pandemic, so they have a different sense of what 
the workplace is, with many interested in flexible arrangements with hybrid work schedules.  This 
generation is not opposed to the office, but they like to have choice when they go in. 
 
Gen Z has grown up with their whole life documented online.  First by their parents, and then 
themselves.  This had made them open to talking about their personal health in a new way we have 
never seen before. 
 
Similar to the Millennials, Gen Z values Total Compensation.  They are more aware of their personal 
health and want to prioritize proactive wellbeing.  Heavy users of benefits from a young age, Gen Z is 
particularly focused on mental health, with an overall emphasis on personal health and wellbeing.  
 
A Trip Down Memory Lane 
Looking at the generations, and how they used benefits, is a product of the times they grew up in.  
Societal values and barriers have changed as we have advanced both socially and technologically.  
Over the past 30 years, we have seen a huge shift in how benefits are administered as new 
technologies make direct billing and access to Benefits possible.  Couple this with the idea of Total 
Compensation instead of perks, and we have a different landscape in Benefits than what existed in the 
90s and early 2000s. 
 
To better understand the changes, let’s look at a young Gen X employee progressing through their 
career.  Strap in as we travel back to 1996, as a bright eyed 22-year-old leaving University about to 
take on the world, as they enter their first real adult job. 
 
1996 
We don’t talk about mental health.  It’s not common to share you are seeing a psychologist.  If you are 
seeing one, you don’t want it to get out. 
 
A mental health disability is unheard of, and there are pretty much no drugs that cost more than 
$1,000 per year.  And even that price is OUTRAGEOUS for a yearly supply of a drug. 
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Paramedicals?  This is a new term, your advisor explained what they were to you, but it doesn’t sound 
like something you would use much.  If you want to see a Physiotherapist, the process is a little 
complicated which is why you have stayed away.   
 

1. First you have to go to your family physician (yes, you had one of those) and get a referral.   
2. Then you go to your physio appointment which you pay for in cash (physical money, remember 

that!).   
3. Then you go back to your office, print off a claim form which you fill out by hand.   
4. Then you go to the mail room, steal a stamp and envelop (why would you pay for it?), and put 

your claim in the out mail. 
5. Next you wait 6-10 weeks patiently for your claim to travel to Winnipeg or Waterloo for 

someone to physically look at your claim and cut you a cheque.   
6. The cheque is then physically mailed back to you. 
7. It’s exciting, you get a cheque in the mail, with money.  But the journey doesn’t end there.   
8. To cash the cheque you have to walk to the bank, they are only open 8-5 Monday/Friday.  So, 

if you want to go to the bank, you have to go during lunch or take time off work. 
 
Look at you, it only took 2-3 months, but you got your $50 dollars back from seeing your 
physiotherapist.  As you leave the bank, you ask yourself, was it worth the hassle? 
 
2006 
Its 2006, 10 years have gone by, but don’t worry, your bringing sexy back, YUP.  You’re still with the 
same employer, but you have moved up the corporate ladder.  You are now middle management with 
the company.  Millennials are just starting to join your company.  Your benefits plan has online claim 
submission and direct deposit.  This is very nice, but you don’t really trust it.  Even though you can do 
your claims online, you still like getting that cheque in the mail, as it feels more secure. 
 
You’re still doing physio, but the process is much simpler than it used to be.   
 

1. At your annual physical with your physician (yes, still have one) you get your referral.  
2. Claims can now be submitted by your Physio clinic, so its one less thing you have to do 
3. A cheque still comes in the mail, but banks are open later now, so it’s easy to drop in after work. 
 

From the millennials you are hearing about this new thing on the internet -Face something.  You’re not 
really sure what it’s about.   
 
2016 
Happy 50 birthday!  It’s 2016. 
 
Its Bell let’s talk day.  Everyone is going on and on about their mental health.  You figure you should 
post something on Facebook and Twitter too.  Your same employer of 30 years just added something 
new to the plan.  EAP?  It doesn’t seem like something for you, so it must be for those millennials.  
They all seem very stressed and anxious, so maybe this will help.  You don’t think they are going to 
make it.  But on the bright side, it’s really easy to submit a claim now.   
 
You have an app on your iPhone.  Very Handy.  Not to mention, you don’t need a doctor’s note 
anymore.  You still have one though, so it’s not a problem if you did.  You only really see your 
physiotherapist not much else still. 
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You just started taking medication for high cholesterol.  Your doctor told you; you need to start 
moving more and eating better, or you’re going to end up with type 2 diabetes. 
 
This is the Lense of the past 30 years of benefits.  This is how we saw Generation X use their plan. 
   
Now let’s look at the current day. 
 
Back to the Present 
Welcome to the office in 2025.  You’re 30 years old.  You are on your third employer since you left 
school and got a “real job.”  You work from home!  You’re already proactive with your health, and you 
practice self-care. 
 
Today you are off work for a massage.  Thank God you don’t have to be out of pocket for it, the 
Massage Therapist direct bills, otherwise you would literally not be able to afford it.  It’s super easy to 
book whenever you want.  They have an online booking calendar, plus if you forget they are going to 
reach out to remind you, as they don’t want you to miss out on any of your benefits.  Not only do they 
reach out, but they have other services in their office.  If you hit your limit, they just put it under one 
of those other benefit lines, like Acupuncture or Chiro.  Soo Helpful. 
 
Tomorrow you’re seeing your therapist again.  They are the best in the city.  You know, because you 
saw them on TikTok.  You are seeing them online, so you don’t even have to leave your house.  Which 
is ideal.  You will take the call at 2pm, as mental health should be managed on company time. 
 
As you can see from our story, accessibility and practitioner promotion has led to higher usage of 
benefits.   

1. Providers are now equipped with tools to remind you of appointments and make booking 
convenient and easy. 

2. There are no more referrals.  Doctor’s notes are a thing of the past, you can book directly. 
3. Appointments can take place Monday-Friday during work hours.  There is flexibility when you 

take those appointments, with many being available right from your home.   
4. Turnaround time is usually 24-48 hours.  This is both for booking and for payments. 

 
INSTANT AND CONVENIENT 
Practitioners are savvy.  They know how to remind their customers to come in for visits, and how to 
maximize their benefits.  And some time they are “optimizing” benefits when there is more than one 
service being offered (we will decline from commenting on this practice, but we have seen it happen 
time and time again). 
 
Not only has it become more convenient to access benefits, but people are more open to talking about 
their health.  The stigma around mental health has come down, not to nothing, but a long way over 30 
years.  In particular the stigma is much higher still for men, but it is not uncommon to people sharing 
their mental health journeys online. 
 
People today are proactive with their health.  They want to do things to maintain their health long 
term compared to previous generations, that would deal with health concerns as they arose. 
 
To summarize what we are seeing: 
 
More claims per claimant, and higher cost per claim. 
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Don’t believe us, here are some numbers from Equitable of utilization of benefits over October 2022 
to January 2023.  They consider this period to be peak for benefits usage: 
 
In 2022-2023 Equitable saw a 30% growth in claim dollars paid out.  They calculated the breakdown 
as 15% by utilization (more claims), and 10% by rising costs of practitioners.  Only 5% of the amount is 
attributed to inflation. 
 
Looking at Parameds, which are now closing on par with drug claims, Equitable saw the following 
increases: 

• 7% increase in Chiropractor claims 
• 16% increase in Massage claims 
• 15% increase in Physiotherapy claims 
• And 21% increase in Acupuncture claims 

Currently Massage claims are the highest followed by Chiropractors than physiotherapy.  Acupuncture 
claims are quickly climbing the ranks and may soon be on par or right behind Chiropractor claims if the 
trends continue. 
 
Equitable estimated growth for 2024 at 10%, which is lower than last year but still not nothing.  The 
data for equitable is still being compared for 2025, with the numbers for 2024 not being finalized yet 
(Trust me, we can’t wait to see them). 
 
Based on what they are seeing so far, Equitable has said these trends are the new normal.  In 
discussion with some of their VPs, Equitable expects the cost of benefits to increase over the next 
couple of years, as claims continue to grow across EHC and DNTL lines. 
 
Trends 
Now that we talked about the scary numbers, let’s have a quick look at some of the trends we are 
seeing. 
 
Deloitte did a study of work trends of Gen Z and Millennials and found the following insights: 
 

• Although work is core to this group’s identity.  They are not willing to sacrifice their wellbeing 
for their jobs 

• There is a lot more interest in total compensation.  Using benefits, and paid time off effectively 
and in its entirety is something that no other generation has done. 
Note here the term “Paid Time off” as opposed to the term “Vacation”. 

• When looking at places like WorkTok, we see many people talking about only doing what is 
required, not going above and beyond. 
A new term has emerged for this, Quiet Quitting. 

• You will see info on how your employer is not your family.  And you don’t owe your employee 
your soul. 

• Younger generations are concerned with knowing and using Total Compensation (benefits are a 
part of this), pay transparency, and a bit of a revolt against hustle culture.  

• For Millennials and Gen Z it’s not about Work Life Balance, but Life and work in the Balance. 
 
The final point here sums it up pretty well.  Whereas previous generations lived to work, younger 
generations want to work to live.  In an ideal world, they do minimal work so they can enjoy their life.   
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TRUST IN THE WORKPLACE 
One of the largest indicators of job satisfaction is trust in the workplace.  This has a couple of different 
aspects including: 
 

• How much employees trust their employer 
• How much employees trust their colleagues 
• Do employees have a work “bestie” or friend they can confide in 

 
Workplaces where all of these are true tend to be ranked as satisfying places to work, with employees 
feeling engaged and satisfied with their jobs. 
 
To preface a study done by Telus Health, let’s first preface with Generation Z entered the workforce 
when everything was 100% remote, which has an impact on their perception and norms of working. 
 
Telus Health, does a survey every year on workplaces in Canada.  In their findings from late 2024, they 
found some truly terrifying statistics. 
 

1. 45% of workers do not have trusted relationships at work. 
Who do these people go to for help?  Do they look over their shoulders every day at work? 

2. Workers who lack trusted relationships at work are 3x more likely to feel isolated, have lower 
mental health and productivity scores than those who have trusted relationships. 
3x!  That’s crazy.  When we see benefits usage where it’s at, this statistic really puts things into 
perspective. 

3. Younger people are more likely to say they don’t trust their friends. 
Of all the findings of the survey, this is the most terrifying one.  If you can’t trust your 
colleagues or your friends, who can you trust? 
 

Trust of colleagues and employers are two key metrics that have proven to show less burnout in the 
workplace.  This has been proven time and time again, and is touched on in both the Telus Health 
survey and the Deloitte study of Millennials and Gen Z.  With the erosion of Trust both inside and 
outside the workplace, younger generations are more anxious than their predecessors, which means 
more time off work, less productivity, and higher utilization of Benefits. 
 
That’s not even the tip of the spear.  According to the Environics 2024 Report: The State of Health 
and Wellness in Canada, it is estimated that 82% of Employees feel like they are overworked.  This 
feeds into the vicious cycle of burnout which makes workers less productive as they look to take off 
more time from work/ work less efficiently.  Not to mention they are unable to confide in someone at 
work, as they have no trusted relationships. 
 
Canada has one of the lowest productivities in the G7 countries.  Is this due to trust and burnout? 
How about benefit usage?  A generation that feels more isolated, more overworked, and less loyalty to 
their employers is a recipe for higher claims, as they look to overcome their challenges with 
compensation through their benefits plan. 
 
TENURE 
Millennial and Gen Z workers feel like they are behind compared to previous generations.  They are 
looking to get ahead, and one of the places we see this is tenure.  According to Stats Canada – the 
average tenure in Canada is 106 months, note this varies group to group. This number has been steady 
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between 111 and 103 months since 2010.  Looking at the data from Stats Canada below, we will likely 
see a decrease of the yellow bars, as younger generations are more open to switching jobs.  When 
asked by Deloitte, many Millennials said they looked to switch jobs every 2-5 years, otherwise they 
felt they were not being compensated fairly for the work they do. 
 

 
 
In June of last year a Canadian Benefits article titled “Employees hunting for discounts, deals can 
check perks offered by workplace”, claimed half of Candians employees are currently looking for a job 
or are planning on making a search.  This shows the willingness of employees to move, and how the 
hunt for a new job is more of a slow burn, rather than something done once notice is given.  This 
report also quoted the same 2-5 year timing for younger workers.  Groups they claim are highest rated 
to make changes in Canada are: IT workers, Generation X workers, Millenials, and workering parents.   
 
When asked why they leave, the number one reason given, was compensation.  Specifically a higher 
salary for taking a new job.  The second highest reason given, was a better benefits package. 
 
Another way to look at Tenure, is sick days.  Everyday a worker is out sick, is a day of low to no 
productivity.  A dayforce report found that sick days are up 55% since 2019 amongust all companies 
that use their services.  Looking back at the Deloitte articile, this aligns with the idea of work hustle 
culture.  Workers will take the day off rather than powering through, because to them, what the point?  
To help put this number into perspective (aka. Its not COVID).  Dayforce found that the increase in 
sick days for people over age 36, was only up 16%.  That means the lions share of sick days was from 
younger employees.  2 things to note with this data, is one an employee who is sick maybe marked as 
sick when working from home that day, if they are not usually a work from home employee.  The other 
is how society treats sickness since the pandemic.  Pre-Covid if you had a cold or a fever, you drugged 
up and went to work.  You had a job to do, and you did it.  After Covid, workers are more aware of 
their peers, and are more likely to take a sick day as to not infect their peers in the office.  Combined, 
these factors can attribute for some of that 55% increase, but not the whole thing. 
 
The next question you may ask, is what about Work From Home.  Where as many Gen X employees 
will work when sick from home, the share of workers in the Millennial cohort is reduced, with almost 
no Gen Z employees choosing to work from home, even when sick.  This idea that sick means too sick 
to work regardless of where they are, is very different from how previous generations used sick days, 
only as a last resort. 
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When it comes to sick days, Millennials are less confrontational then Gen Z, who is leading the charge 
on setting work boundries.  Not only are they using their sick days, and not working, but Gen Z 
employees are more strict on not working oustide of work hours i.e. turning their phone off at 5pm 
and not taking any calls. 
 
Bringing it Back to Demos 
By looking at the generations, we want to show why the trends we are seeing are happening.  In the 
fall we touched on these medium cost drugs in the $3,000-$9,000 drug range, and women’s health 
being Trends driving claims.  These Trends and others exist and are the reason why premiums go up 
and up every year, but that is not the full story. 
 
The story is about people, it’s about values.    Its about changing values over a generation and what 
that means for Canada.  By illustrating this change, we want to help you understand how your 
business is affected. 
 
Every renewal, clients ask about reduced costs, and what our outlook is for the next year.  Sitting here 
in Winter 2025, it looks like a long road ahead.  Until a new insurance model is built, we would 
anticipate increased costs for benefits as Total Compensation becomes a larger conversation piece in 
employment in Canada. 
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CANADIAN DENTAL CARE PLAN 
In 2024, last year Canada had its first look at the Canadian Dental Care Plan.  The plan initially rolled 
out to seniors in December of 2023 with seniors over 65 being eligible as of May 2024.  In June of 
last year, the plan also rolled out to children under 18 with the timeline for remaining Canadians to be 
sometime in 2025.  In October Health Minister Mark Holland said the “exact date is still being figured 
out,” giving no clear indicator for when we can expect to see the CDCP roll out to all Canadians.  With 
the current Liberal leadership race in full swing and an election predicted for this Spring, the future of 
the program is up in the air with the Conservative saying they would scrap the program if elected. 
With uncertainty about the future of the CDCP, we wanted to touch on what we do know, and how 
successful the program has been in 2024. 
 
During his October press conference, Mark Holland stated that the CDCP had provided dental care to 
more than 1 million Canadians.  The average cost of the treatment was $730 for oral health-care 
services under the plan.  On the provider side, over 22,340 oral health-care providers or 
approximately 89% of providers are now accepting patients through the program.  When the program 
was initially launched, there were concerns that many dentists would opt out of participation, but that 
does not appear to be the case. 
 
The CDCP in 2025 
Although benefits are not available for Canadians 18 to 64 under the CDCP yet, it has been quietly 
mentioned that they would be able to apply in January of 2025, with the program opening later in the 
year.  As of the time of writing (February 26, 2025), there is no option to apply for this age range. 
If a Liberal government gets back into power following the spring Federal election, the program will 
likely continue and open to all Canadians.  In the English Liberal Leadership debate on February 25, 
2025, all 4 candidates for the Liberal Leader confirmed the program is something they would consider 
keeping (Some did express making some changes).   
 
On the flip side, a Conservative Government would likely scrap the program.  Pierre Poilievre has not 
confirmed this stance but has raised concerns about the plan’s effectiveness.  Coupled with his 
statements that Dental should be provided at the provincial level, as it has for many years, leads us to 
believe that a Conservative Government would roll back or scrap the program. 
 
The third party, the New Democrats would keep the CDCP if they were elected.  When the plan was 
initially revealed, Jagmeet Singh and the New Democratic Party claimed they were behind its creation.  
The original origins of the plan are unknown, but a Federal dental care plan was something the NDP 
had been asking for a long time, and it would be no surprise they were able to work with the Liberals 
to cross an item off their agenda. 
 
What Plan Sponsors Should Know 
Many Canadians still offer their employees Private Dental Care.  Originally the CDCP plan did not 
address many of the questions posed by the Canadian Dental Association or other groups about what 
is covered, but now with the plan in full swing, many of these questions have been answered. 
Last year we had conversations with clients who wanted to know more.  We don’t yet have all the 
answers, but we have more information than we did.  The following questions are compiled from 
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business owners across the country.  We hope this provides insight into CDCP and helps you decide if 
this is something worth considering for your staff:  
 
What is covered? 
The CDCP is 100% covered for dental up to a special CDCP fee guide which is on average lower than 
the Provincial Fee Guide.  Since Dentists are private practices, they can charge above the fee guide, 
but we have no information if this is common practice with the CDCP. 
 
Regarding coverage, the plan initially rolled out with basic and preventative coverage i.e. regular 
checkups/ cleanings.  In November of 2024, the CDCP also rolled out Major and Restorative 
coverage, but requires a pre-authorization before any work is done. 
 
The final aspect of the plan is Orthodontics.  The CDCP doesn’t cover Orthodontics but claims this 
will be available in 2025 with a maximum spending limit.  There is no other information available about 
orthodontics at this time. 
 
Who Can Apply? 
The criteria to apply for the CDCP has remained relatively consistent throughout the plan’s life.  The 
following criteria must be met to apply for the CDCP: 

1. Don’t have access to dental insurance – if you opt out of your employer’s plan, you are still not 
eligible for coverage 

2. You and your spouse where applicable must have filed your tax return in Canada for the 
previous year 

3. Your Adjusted Family Net Income must be less than $90,000 
4. You’re a Canadian resident for tax purposes 

What about Health Spending? 
If you offer Health Spending to your employees, this is considered a private plan for purposes of the 
CDCP. 
 
Should we scrap our plan for the CDCP? 
This is a question we heard time and time again last year.  Based on the intentions behind the plan, 
this would likely set off some flags with the CRA as the CDCP is supposed to be for those who don’t 
have private insurance.  That being said, the government has yet to clarify if this is allowable. 
 
The other thing to consider with scraping benefits is the carriers.  Most insurance companies require 
groups coming onto benefits to offer a package with Life, AD&D, Dep Life, Health, and Dental.  These 
are not optional benefits in their eyes.  
 
Some carriers will allow a group to take just health or just dental, but this is a rare thing for carriers to 
offer.  If a business is looking to Scrap Dental for the CDCP this is likely, where they are going to face 
pushbacks at this time. 
 
A great work around that we haven’t seen yet would be the private plan topping up CDCP.  This is 
likely the direction that Dental Care will go in if we keep CDCP, but this is likely a few years away. 
 
Split firms and anti-selection? 
If a firm decided to scrap dental, and the carrier allowed it, every person on the plan would need to 
have an Adjusted Family net income of $90,000 or less to qualify. 
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If a firm has employees earning above this amount, they would not be eligible for CDCP.  Some 
insurance brokers have proposed creating 2 classes, one with dental and one without, but this may set 
off some red flags. 
 
In Canada we have anti-selection laws, that say all employees have to be treated the same.  There are 
some exceptions to this, but splitting employees into classes based off income is sure to set off some 
red flags with the CRA.  As of writing this, most carriers would not allow this type of arrangement for 
firms. 
 
Plan Sponsor Takeaways 
The future of the CDCP is unknown, with its future in jeopardy depending on who is elected in the 
Spring.  Even if the Liberals get back in power, we could see some big changes to the plan if the new 
Prime Minister makes it a priority.   
 
As the year progresses, we will continue to monitor developments with CDCP and let you know if 
anything changes.  If you would like to discuss the CDCP, please let us know. 
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GETTING THE MOST OUT OF YOUR BENEFITS 
Benefits can get complicated.  At Summit Benefits we want to make sure you and your employees are 
getting the most of our benefits and want to touch on a few aspects to help enhance your benefits 
experience. 
 
Taxable Benefits 
When the conversation of benefits comes up, one of the many conversations that are had, is How 
Much does it cost? And who is going to pay?  With the second question specifically, the question is 
about cost share.  Will the staff pay for a portion of their benefits?  How much will they pay? 
 
With Group Benefits, the CRA says that the company should be contributing at least half of the cost, 
but that still allows for 60/40, 50/50, 70/30 splits.  For most employers, their initial thought is to take 
the total monthly premiums for each staff, split them by the cost share and away you go.  I pay half, 
you pay half, or whatever the cost share is.  What many employers don’t realize and what we are 
covering here, is the tax treatment of some benefits and how they should be paid. 
 
LIFE, AD&D, AND DEP LIFE 
Life, AD&D, and Dep Life premiums are taxable to the employee even if they are paid by the 
employer.  At the end of the year, these premiums should be totaled in BOX 14 on the T4.  This is 
entered specifically into line 10100 of the tax return. 
 
Because Life, AD&D, and Dep Life are always going to be taxable to the employee, it is better for the 
employee to pay 100% of these premiums.  The premiums are usually not too expensive (less than 
$20/m) unless the group has a volume over $50,000.   
 
SHORT/LONG TERM DISABILITY 
Disability is the important benefit for tax purposes because the tax treatment of the benefit is based 
on who pays the premium.   
 
If the employer pays the premiums for Disability, then the Disability Benefit is Taxable when it is paid 
out.  If an employee is on disability and receives $3,000/m they would pay income tax on that amount.  
Companies that choose to pay disability at 100% typically choose to gross the amount from 66.67% of 
income to 75% to offset the tax if an employee goes on the benefit.  When we calculated this out for 
firms, this means they pay more at the end of the day for less benefit. 
 
On the flip side, if the employee pays the premiums on the benefit, then the benefit is tax free.  If they 
received the same $3,000/m, they would get the whole tax free because they pay the premiums. 
If you share Disability, say at 50/50, then the tax is based on the premiums paid by the employer, with 
the portion of the premiums paid by the employee being received tax free.  It would not be $1,500 is 
tax free, and $1,500 is taxed using our same $3,000.  Instead, it would be the sum of the premium paid 
by the employee subtracted from the total benefit.  The remainder would be taxed at the income tax 
level for the period. 
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This calculation is usually easier to do after a couple years of disability depending on how much 
premium was paid.  As a result, most carriers will tell the employee with cost share to pay taxes on the 
whole amount, and claw back the tax-free portion once they can use their whole tax-free deduction, 
which maybe on year 2 or 3 of disability if they paid in for a long time. 
 
To keep things simple, we recommend employees pay 100% of their disability.  If an employer wants 
to gross up earnings to offset the disability premium, this is a better way of doing things, rather than 
paying the premiums directly, as it makes the benefit non-taxable. 
 
HEALTH/ DENTAL 
There is no preferred tax treatment for Health, Dental, Vision, EFAP, Virtual Care, Travel, etc.  This 
benefit should be at a minimum of 50% paid by the employer.  With most plans, this is where the 
majority of the costs are. 
 
CRITICAL ILLNESS 
Critical Illness or CI is the same treatment as Life Insurance and should be paid 100% by the employee 
as it otherwise is added into their taxable income at the end of the year. 
 
Setting up Cost Share 
You signed up for benefits and decided you want to do a 50/50 cost share with the staff.  Seems easy 
right?  You take the total premiums for your employee Bob of $500, you pay $250 and deduct $250 
from Bob’s paycheque each month, simple. 
 
To give Bob an actual 50/50 split the better way to do things would be the following: 
 
Bob pays: 
 

• 100% Life 
• 100% AD&D 
• 100% Dep Life 
• 100% LTD 

Based on your premiums we would then look at the total of these benefits.  If this was say $50, then 
we would want to get the Cost Share on the EHC Dental to a position where you pay $250 as the 
employer and Bob’s portion is $200.  This would overall give us a 50/50 split. 
 
That split maybe closer to 60/40 for EHC and Dental, or it maybe 70/30.  It may even be a gross 
number like 62/38 (typically we recommend rounding this to the nearest fifth or tenth).  When it 
comes to Cost Share, we are happy to help with the calculations on what it should be, to get this 
preferred tax treatment.  Some groups will opt to do a 100% for the benefits listed under Bob with a 
50/50 on EHC/ DNTL which is fine to do.  This makes everything fairer for the employees, who get a 
more consistent pay cheque and with disability, a non-taxable benefit. 
 
Supplemental Drug Plans 
These programs are phenomenal if you are taking regular medication.  We want to make sure all staff 
are aware of these programs, because they can save you tons of money, and let you take the Brand 
Name Version of many different drugs. 
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AN EXAMPLE FROM LEE 
Lee went into the Pharmacy to pick up a medication for his wife.  The total cost he was told to pay was 
$18.85.  Knowing a thing or two about benefits, Lee looked at the receipt to make sure Innovi ESI Canada 
was on the bill.  Sure enough, his wife’s plan only paid $30 of the drug, since the generic version was 
cheaper than the brand name.  Innovi ESI had paid out $107 for the two month’s supply.  Without Innovi, 
Lee would have had to pay $107 more for the medication that was $155.85.  Instead, he only paid $18.85 
which he could then submit to his plan to cover the remainder. 
 
In this example Lee saved over $100 on one medication, and all he had to do, was keep a card on his profile 
at the pharmacy.  We know this isn’t going to cover everything, but it is still a great way to cover some of 
the drug costs. 

 

INNOVICARES 
This program is funded by participating pharmaceutical manufacturers.  The program is FREE to sign 
up for and gives you a drug card.  The one downside here is that each family member needs to sign up 
for their own drug card, but that’s it.  Once you have a card, you can leave it on your file at your 
pharmacy.  The card will coordinate with your benefits plan and pay the difference between the 
generic and brand name version for listed medications. 
 
To get started go to https://www.innovicares.ca/en to sign up for a free card.  Their website also 
provides a list of all the covered medications.  This list is constantly being updated, so it can be a good 
thing to have on your pharmacy profile. 
 
RXHELP 
Similar to INNOVICARES this program is funded by participating pharmaceutical manufacturers.  The 
program is FREE to sign up for and gives you a drug card.  RXHELP also has a program for doctors 
called eSample which allows patients to receive prescribed medication for a certain number of days at 
no cost.  This requires a physician to set up an account with RXHELP but it can be a great way to test 
medications effectiveness.   
 
When you go into your pharmacy, they should be able to add the drug card to your file, so you don’t 
need to provide it again.  The card will coordinate with your benefits plan and pay the difference 
between the generic and brand name version for listed medications. 
 
To get started go to https://www.rxhelp.ca/en to sign up for a free card.  Their website also provides a 
list of all the covered medications.  This list is constantly being updated, so it can be a good thing to 
have on your pharmacy profile. 
 
  

https://www.innovicares.ca/en
https://www.rxhelp.ca/en
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TREND & INFLATION 
One of the main aspects of a renewal is Trend and inflation (T&I).  Last year we saw most carriers 
moving to a high on T&L based on new lifestyle drugs like Ozempic which carriers assured would be 
an anomaly.  Trend this year is looking just as high as last year, which is starting to create a new 
pattern for Trend moving forward. 
 
EXTENDED HEALTH 
The following chart is a summary of major insurance companies’ trend for 2025.  Some carriers such 
as Sirius Benefits have not released their Trend and Inflation calculations for 2025 yet, as they have a 
block renewal in June. 

In 2024 Trend and Inflation was calculated as 11.62% at the end of February with some fluctuations 
based on carriers releasing new information.  The current average Trend and Inflation is 11.67% 
which is similar to last year.  One thing that is different this year variance, which is lower than 2024.  
This means carriers are more in line with their calculations for Trend. 
 
Health Trend is difficult to calculate because the individual health data is kept by the carriers and not 
shared.  Using Inflation from last month, the industry is looking at an increase in cost/ usage of 
approximately 9.77%.  How this is broken down is tough as we don’t have a full picture of how claims 
numbers have increased across the blocks. 
 
This being the case, Equitable had provided data showing a 30% Claims Growth in Paramedicals in 
2022-23 with an estimate of 10% for 2023-24.  This shows that claims are on the rise, with new 
claims coming out of acupuncture. 
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In Fall 2024, we heard that the “blip” in claims we are seeing is not in fact a blip, but the new normal.  
Claims look to be increasing with new drugs on the market, and the per dollar amount of each claim is 
increasing as higher costs are in order for these new drugs. 
 
DENTAL CARE 
Whereas Health can be vague, dental is easier to understand, as we can see the cost increase per 
claim in the Dental Fee Guide.  All provinces and territories in Canada have a dental fee guide that is 
published annually.  Abbreviated guides for most provinces can be found online, with the full fee 
guide being viewable at the public library. 
 
The fee guide increases for 2025 are illustrated below by Province.  Please note that some provinces 
have not posted their fee guides yet and are left with ---. 
 

Province/ Territory Fee Guide Increase Province/ Territory Fee Guide Increase 
QC 4.50% MB 3.10% 
AB 4.12% ON 2.03% 
NS 3.81% NF --- 
SK 3.63% PEI --- 
NB 3.50% NWT --- 
BC 3.27%  

 
Taking the data from the Provincial Fee Guides and the Trend and Inflation calculations from the 
carriers, we can see most of the average trend in Alberta is from the increasing cost (4.12%).  
Increases in the number of claims only accounted for 4.04% of the calculation with inflation 
accounting for the rest. 
 
The fee guide for Alberta remains the highest fee guide in Canada by a large margin due to its 
adoption back in 2017.  This has led Alberta to have the highest dental costs in Canada and by 
extension the highest dental rates.   
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This year’s increase of 10.06% is lower than 2024’s 10.13%, but it’s close.  The lower rate this year is 
interesting as the guide fee in 2024 increased by 3.8% compared to the current 4.12%.  The 
difference here could be inflation, which was calculated at 2.9% in 2024 opposed to the inflation for 
2025 at 1.9%. 
 
Another noteworthy change we have seen is the range of factors.  In 2024 the variance was broader 
than 2025 with 5 carriers marking trend for dental at 7%.  At the opposite end of the spectrum, we 
had 4 carriers in the 12% range with BBD coming in over 15% on trend! 
 
This year most carriers fell in the 9-11% range with a couple outliers.  Most of the outliers are from 
outside the province on the low end, which makes sense BC and SK having some of the lowest rates 
and fee guides in the country. 
 
Overall Dental seems to be going up, which is interesting considering the new CDCP taking up chairs 
in dental offices, another concern raised by the Canadian Dental Association in their memo to the 
government.   
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CONCLUSION 
You made it to the end!  We know there is a ton of information here and want to be transparent about 
what is happening in industry.  Some of the news we are seeing is terrifying to say the least, but not 
talking about it doesn’t make it go away. 
 
Overall costs appear to be going up across the board in 2025.  The main driver here is the change in 
demographics and claims patterns not keeping pace with the “old model.”  Speaking of carriers, the 
temperature in the room is the model is not broken, but claims are going up.  It will be interesting to 
see though how 2025 shakes out, and if a new model will be proposed.  As Millennials are now the 
largest cohort in the workforce, with Gen Z right behind them, something has to change.  Millennials 
and Gen Z are clearly not their parents, and their utilization is going to look different.  The question for 
2025 is how this is going to look with all the changes both within and outside of Canada. 
 
From all of us at Summit Benefits, we would like to thank you for your continued business.  We are 
here to help you navigate the Group Benefits space and are committed to finding the BEST fit.  This is 
not always easy with challenging times ahead, but we are here for you and your employees. 
If you would like to talk about your current plan or look at options with your current carrier or a new 
carrier, please feel free to reach out to us. 
 
Thank you for your Business 
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