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Emerging trends that matter
Changing demographics are driving change 
in your workforce and will continue to put 
pressure on your group benefits plan – its 
cost, plan design, effectiveness, and perceived 
value. as the baby boom generation ages, 
claims for prescription drugs and health and 
dental care are rising. With this growth in 
demand comes new and more expensive 
treatments to meet these needs. at the 
same time, the children of the boomers, the 
20-something Generation Y, are becoming 
an increasingly influential presence in 
their own right. With different needs and 
expectations of work, the younger generation 
is spearheading a growing demand for 
alternative therapies and wellness programs.

Reviewing your benefits plan regularly can 
help ensure it maintains its value – and its 
affordability. By understanding the trends 
that can impact group benefits plans, you 
gain the context you need for an effective 
review. these insights can also help you build 
and offer a plan that is both sustainable and 
a competitive advantage to attracting and 
retaining your best employees. 

this Bright Paper brings together Sun Life’s 
own extensive body of unique insight  
with secondary industry data and broader 
societal currents to highlight five important 
trends that will increasingly shape the  
group benefits world.

Trend 1 – page 3
FOCUS on containing costs

Trend 2 – page 5
MentaL heaLth – addressing  
employee stress

Trend 3 – page 7
the COnvenienCe imperative

Trend 4 – page 9
a GeneRatiOnaL approach  
to benefits

Trend 5 – page 11
increasing value – but not  
cost – through plan member 
eMPOWeRMent

at Sun Life, we know that it takes many voices to have a great conversation. that’s why we are working with a wide 
range of people – inside and outside of Sun Life – to bring the best thinking in Group Benefits to the marketplace. 
these are subject experts, visionaries and leaders in best practices and innovative ideas – coming together to  
take benefits to the next level. We will be using our resources, expertise and relationships to facilitate the dialogue. 
We understand the power of great minds. We want everyone to contribute.

Join The ConversaTion. Brought to you by Sun Life Financial. 

The ConversaTion.



3

F i v e  G RO U P  B e n e F i t  t R e n d S  F O R  2 0 1 3

Plan sponsors continue to be challenged by health care costs  
that are increasing much faster than the rate of inflation. 
Group benefit costs increased by 9.7 per cent in 2008-2009,  
slowing to 6.2 per cent in 2010-2011.1 this slowing is mostly 
due to a reduction in costs related to prescription drugs,  
as a number of high-volume brand drugs came off patent 
and provincial drug reforms across the country had  
a moderating impact on costs.

Unfortunately, the slowdown will be short-lived. the growth 
in group benefit plan costs will resume a blistering pace, 
as the cost of prescription drugs is forecast to increase 
significantly. drug utilization rates are increasing as the 
population ages. More significantly, a large number of new 
therapies are in the pipeline – most notably Biologics, a new 
class of drugs with exciting potential but a much higher cost 
than conventional medications.

Managing prescription drug costs is a priority

Cost pressures are evident in many benefit areas, but 
prescription drug costs – the largest group plan expense  
by a wide margin – is the key concern for most plans.  
the resumption of the rapid increase in the cost of 
prescription drugs poses a real threat to the sustainability  
of employer drug plans. that’s why 55 per cent of organizations  
are making controlling prescription drug costs a key focus  
of their next plan review or redesign.1 

Many employers have taken basic steps to manage 
prescription drug costs – which include introducing pay 
direct drug cards, promoting generic drugs, or adjusting 
levels of participant contributions or co-insurance.  
these steps are a good start, but they fall far short of  
any real mitigation of the cost pressures that the coming 
years will bring. Let’s look at other new plan designs that  
can meet this challenge:

A transformative approach
the newest and most significant step forward in drug plan 
design in a generation is the evidenced based formulary.

evidence based formularies recognize that higher costs drugs 
often are no more effective at treating a given condition 
than lower cost alternatives. the plan design measures 

The hidden costs of fraud 
and abuse
another significant plan expense and one that’s  
more difficult to quantify, is the cost of benefits 
fraud and abuse. the Canadian authority on 
healthcare fraud in Canada – the Canadian health 
Care anti-fraud association – estimates that fraud 
accounts for between 2 per cent and 10 per cent 
of total health care spending in Canada. applying 
these statistics to spending on healthcare by private 
insurers (i.e., employer-sponsored group benefit plans),  
means fraud may represent anywhere between  
$440 million and $2.2 billion in losses annually.2 

Given the spiralling costs of group benefits plans, 
group benefits fraud cannot be taken lightly.

Sun Life has state of the art detection technology 
and investigation programs to help prevent, deter  
and investigate fraud. and we continue to invest  
in powerful, industry-leading anti-fraud technologies 
and resources to help better protect your benefits plan. 

But there are also a number of steps that plan 
sponsors can take to reduce fraud and lower costs. 
these include:

• Reviewing your plan design with your advisor or 
account executive to find areas that may leave you 
unnecessarily exposed to fraud and abuse

• ensuring reasonable coverage limits and benefit 
maximums are in place

• Using deductibles and co-payment features to keep 
plan members financially involved with incentive 
to actively manage their benefits expenditures

• establishing a health benefits policy and code  
of ethics for your members – then educating  
your members about the roles they should play  
in helping prevent fraud and abuse.

4A GENERATIONAL 
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a drug’s demonstrated clinical effectiveness – as well as  
its cost – to determine the level at which it will be covered  
by the drug plan. drugs that provide a high level of 
effectiveness at a low cost are reimbursed at a higher  
rate compared to those that do not provide the same  
level of value. 

Sun Life’s Evidence-based drug plan is the first plan in the 
industry to use this strategy. an evidence-based approach 
and other supporting attributes allows evidence-based  
drug plan to deliver comprehensive drug coverage more 
cost-effectively than other drug plans designs.

Managing change
Change management can make or break the success of a 
new plan design aimed at managing costs – especially when 
the change relates to benefits as critical as prescription drug 
coverage. that’s why Sun Life undertook research to find 
out what employees would need for a smooth transition 
to an evidence-based drug plan. insight was gained from 
not only plan members, but also doctors and pharmacists 
– key stakeholders in the member experience. this unique 

research revealed several key success factors to managing 
the change to an evidence-based plan, including:

• Making the case for change with an honest and 
transparent message to employees; explaining the “why” 
of the change. this will go a long way toward gaining 
“buy-in” from members.

• Empowering employees with clear, concise information 
about the new plan. this will support them in having 
doctor discussions that will result in the best drug choice 
for them.

• Incorporating flexibility in the plan to ensure those  
on chronic medications have continuity if they need it,  
as well as an exceptions process for rare instances where 
an employee’s unique health profile excludes them from 
the affordable options in the plan.

With a new era of rising prescription drug costs upon us, 
the threat to drug plan sustainability is real. the good news 
is that employers can do something now to protect their 
plans. By adopting solutions such as an evidence-based 
plan design and supporting them with the right change 
management strategies, they can continue to provide 
comprehensive coverage for their employees, while ensuring 
the long-term sustainability of their plans. the savings from 
these types of plan changes is typically at or above 10 per cent. 
these savings can be reallocated into preventative health 
and wellness programs and help increase the added overall 
value of your plan while building a healthier workforce.

OveR haLF OF ORGanizatiOnS 

With GROUP BeneFitS aRe MakinG 

COntROLLinG PReSCRiPtiOn dRUG 

COStS a keY FOCUS OF theiR next 

PLan RevieW OR RedeSiGn.



F i v e  G RO U P  B e n e F i t  t R e n d S  F O R  2 0 1 3

5

Mental illness is a significant threat to employers in terms of 
loss of productivity, absenteeism, disability and medical costs. 

While stress and poor mental health are not one and the 
same thing – in fact, the right level of stress is an essential 
component of maximum performance in the workplace  
– prolonged periods of high stress levels are a risk factor  
for all forms of psychological illness. the consensus among 
the medical community is that prolonged exposure to stress 
is a predictor of depression and anxiety-related disorders.3 

We know stress levels are high, but how significantly are 
they affecting your employees? the Sun Life 2012 Canadian 
health index™ found that 72 per cent of Canadians are 
currently experiencing “uncomfortable levels of stress” 
both in and outside of work. For example, 44 per cent 
of Canadians reported they are currently experiencing 
uncomfortable levels of stress related to household 
finances, 30 per cent experience uncomfortable stress 
related to personal relationships and 26 per cent report high 
stress related to their personal health.

The relationship between work and stress

While work in itself can cause stress, and for some, distress, 
it’s important to remember that the role of work is generally 
a positive one. it’s a critical vehicle for self-fulfillment, 
involvement and social recognition. 

the move from a state of positive stress into a state of 
distress or a mental health problem often occurs when 
workplace stress combines with the stresses of family life 
and other social pressures. this isn’t a rare occurrence, and 
while stress issues may not necessarily relate to work, the 
statistics show that the cost to the workplace can be high. 
the good news is that employers – who provide a touch 
point for employees every work day – are ideally positioned 
to provide programs that can greatly reduce this impact.

Get strategic

in many workplaces, existing supports are not being used 
by employees due to both a lack of awareness and to the 
stigma attached to seeking help for mental health problems. 

So a strategic approach is needed to maximize existing 
resources and build on this foundation. here are four 
steps employers can take to better address mental health 
problems in the workplace:

1 Improve mental health literacy: Mental health literacy 
refers to the knowledge and beliefs about mental 
disorders that aid in their recognition, management  
and prevention. it involves education and training  
– for managers in particular – that provide the skills to 
recognize mental disorders, understand causes, and direct 
employees to help from services. this training can also 
be instrumental in removing the stigma that surrounds 
mental illness. 

2 Put existing programs under one umbrella: it’s important 
to clearly communicate and create greater awareness 
of any existing plans and programs – like employee 
assistance Programs – and bring them together under  
one umbrella. this gives employees a one-stop mental 
health resource that they can use as needed. 

According to the Canadian 
Institute for Mental Health:
• Psychological health issues are responsible for  

$16 billion of disability claims annually or 12 per cent  
of overall Canadian business payroll costs

• Mental illnesses cause more days of work loss and 
impairment than many other chronic conditions such 
as asthma, diabetes and arthritis

• Productivity losses due to mental illness are 
approximately $4.5 billion per year as a result of 
workers who are present but are not performing, 
with depression and anxiety reducing a worker’s 
productivity/performance by about 2.2 hours per day.4A GENERATIONAL 
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3 Program expansion: health and wellness programs are  
a proven way of reducing employee stress and improving 
health – and can be structured to the needs of each 
organization. these can include lifestyle modification and 
coaching programs, financial literacy courses, screening 
and health promotion programs, or workplace changes 
such as the introduction of flex-hours and telecommuting 
that allow employees to more easily juggle work 
responsibilities with family obligations.

4 Disability management: For most of us, work is a 
healthy and fulfilling part of life, which is why disability 
management strategies that encourage a faster and more 
successful return to work for those who are off work is so 
important. Many benefits providers offer comprehensive 
disability management programs that are highly effective 
in re-integrating employees on disability leave into the 
workplace faster and more effectively.

The Sun Life 2012 
Canadian Health Index 

found that

26% report  
high stress 

reLated to their 
personaL heaLth

30% experience 
uncomfortabLe 
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reLationships and
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they are currentLy  

experiencing  
uncomfortabLe  

LeveLs of stress reLated to 
househoLd finances, 

72% of canadians  
are currentLy experiencing 
“uncomfortabLe LeveLs  
of stress” both in and  
outside of work.
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technology is no longer the exclusive domain of the 
younger generations. Statistics Canada reports that  
80 per cent of Canadian households have internet access, and  
it’s changing everything we do – from how we communicate, 
to how we work, to how we spend our free time. 

With the proliferation of internet and mobile use, 
consumers expect ever increasing convenience and speed 
from their service providers – and group benefit plan 
members are no exception. 

Sun Life Financial started moving the industry online more 
than a decade ago – being the first with online claiming. 
Plan members haven’t looked back. Online claims have 
increased by nearly 600 per cent over the past three  
years – with more than four million e-claims last year alone.

in 2010, we introduced online claims for mobile phones  
– the first of its kind in Canada – with huge success. there 
were 150,000 downloads of the my Sun Life Mobile app  
and 110,000 mobile submitted e-claims within the first year 
of launch.

these technological innovations are driving plan member 
engagement. Sun Life’s annual survey of plan members found  
that their experience with online and mobile claiming is 
significantly superior to paper claims. eighty-five per cent  
who used either the web or mobile claiming said they were 
“very satisfied” with their claims experience, compared  
to 64 per cent of those using paper claims, with ease and  
convenience driving the higher satisfaction rate. Furthermore,  
those who had submitted claims on the web or on their 
mobile phone reported significantly greater satisfaction with 
the overall administration of their group benefits plan.8

the member survey also found that direct deposit was  
overwhelmingly preferred to receiving claims reimbursements  
by paper cheque in the mail, with 96 per cent of members who  
are signed up for direct deposit rating it as “very superior”  
to receiving a cheque in the mail. 

Plan member expectations – getting higher

Group benefit plans that provide a convenient and faster 
experience will be valued more by members. a plan that  
is valued more will drive greater employee engagement and 
retention. this is more dependent than ever on the quality 
of a provider’s web and mobile offerings. 

4A GENERATIONAL 
approach to benefits
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Much of the focus of technology 
is on speed and convenience 
– giving us the things we 
want faster and easier. 
a few examples: 

 Direct deposit
Over 90 per cent of all working Canadians receive their 
pay via direct deposit.4 the paper cheque is dying – with  
the federal government phasing out the issuing of its 
own paper cheques by 2016.5

 Banking
Personal money management is changing too, with  
45 per cent of Canadians using online banking as their 
main method of banking and nearly two-thirds (62 per cent)  
of 18-34 year old Canadians banking primarily online.6

 Smartphones
the growth in smartphone use is staggering. 54 per cent  
of Canadian mobile phone users now have a smartphone,  
up from 33 per cent in 2011.7 and 60 per cent of smartphone  
users expect to be banking on their mobile device in the  
next two to three years.6

$

$

$

$

$

$
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The “Three S” approach  
to a great e- experience
Simple – Whatever a plan member does online or  
on their mobile phone, it’s got to be easy. it’s not about 
replicating a website. no one has the time or patience 
to navigate through seven layers to get to where they 
want to go. 

Satisfying – Online and mobile interactions have  
to be useful and better than the offline experience  
to gain traction. Whether it’s filing a claim, adding  
a new feature, or getting information on their benefits 
– if you make the interaction meaningful, satisfaction 
will follow. 

Social – interactivity is one of the most powerful 
features of the online world, so add some fun and 
social interaction when you can. Contests, games, 
comment features – anything that connects your plan 
members to others will keep them coming back and 
drive a greater appreciation of their plan. 

The disintegration of 
the paper claim

over

of group benefits 
cLaims are now 

submitted and settLed 
eLectronicaLLy.

80% 

Today,

20 years ago,

nearLy 100% of Claims 
submitted to 

sun Life financiaL 
were on paper. 

that number is 
jusT 16.7% – and 

decreasing monthLy. 
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With society becoming ever more fragmented, this the first 
time that four distinct generational profiles have co-existed 
in the workplace at the same time. the presence of the 
Generation Y 20-somethings, Generation x members in  
their 30s and 40s, and the late and early boomers in their 
50s and 60s represents a significant challenge for group 
benefit plan sponsors.

not only do sponsors have to deal with the inevitable 
differences in what employees at different life stages want 
from their benefits, they must deal with the distinct “values” 
that each generation brings to the table in terms of life  
goals and the employment relationship.

that’s why Sun Life engaged ipsos-Reid to conduct in-depth 
research to gain a full understanding of the generations  
in terms of group benefits – the first research of its kind  
in Canada.

What we found was that the “distinction in values”  
in relation to group benefits is especially pronounced  
for Generation Y, the fastest growing segment of the 
employee population. and employers who can address 
these distinct needs will gain a competitive advantage in 
attracting, engaging and retaining Generation Y employees.

it’s something that can yield high value. While Generation Y  
members only make up a quarter of the workforce today, 
that percentage will swell to about 40 per cent by 2020, 
when a majority of boomers will have retired.9 

Our research revealed four key features that Generation Y  
is looking for from their group benefits plan.

1 More flexibility and control
 Generation Y employees expect benefit solutions that 

reflect their diversity and acknowledge their individualism 
– and are frustrated by status quo “one size fits all” plans.

 a full flexible benefits plan is the preferred choice.  
Of Generation Y plan members surveyed, 70 per cent said 
they would prefer a flexible benefits plan to a traditional  
plan – providing them with the ability to pick and choose 
benefits that meet their specific needs.10 

 employers may also want to consider “add-on” solutions 
such as health Savings accounts (hSas) and Personal 
Savings accounts (PSas), where they allot funds to 
employees to spend on health related expenses at their 
own discretion. 

2 Greater convenience in claims 
 Manual claims – filling out paper claims forms and putting 

them in the mail – is seen as an “absurd inconvenience”  
by Generation Y employees. they view online claiming with  
instant results as the minimum standard – and are very 
enthusiastic about mobile applications that allow them  
to submit claims and manage their benefits on the go  
via their mobile devices.

 indeed, 70 per cent of Canadian mobile phone subscribers 
between the ages of 18-34 have a smartphone,11 and they 
are using them to make benefit claims if their carrier 
provides that option.8 Sun Life Generation Y plan members 
are two times more likely to report having submitted  
a mobile claim than the average plan member – and  
67 per cent of Generation Y members who submitted 
claims did so online. 

3 Clear, plain language communication
 Generation Y wants simple, concise, plain language 

communication that is free of “industry-speak”, and they 
want the option to receive it on their terms. that means 
receiving information digitally – by text, email, social 
media, and video.

 there’s a long way to go. While 50 per cent of Sun Life’s 
Generation Y plan members are “very satisfied” with their 
group benefits information, they lag the 60 per cent of baby  
boomers and 70 per cent of seniors who claimed the same.

4A GENERATIONAL 
approach to benefits

3

5 Increasing value – but not cost – 
through plan member 
EMPOWERMENT

2
1 $

The CONVENIENCE imperative

FOCUS on containing costs

MENTAL HEALTH 
– addressing employee stress

70% OF Canadian MOBiLe PhOne 

SUBSCRiBeRS BetWeen the aGeS OF 18-34 

have a SMaRtPhOne,11 and theY aRe 

USinG theM tO Make BeneFit CLaiMS  

iF theiR CaRRieR PROvideS that OPtiOn.8

F i v e  G RO U P  B e n e F i t  t R e n d S  F O R  2 0 1 3



Early Career LIfE STAGE Late Career

Lo
w

 
IM

Po
rT

A
n

C
E 

o
f 

G
ro

U
P 

BE
n

Ef
IT

S 
H

ig
h

4 More wellness, health and lifestyle benefit options
 Generation Y employees aspire to live healthy and active 

lifestyles but of all Canadian demographic groups, they 
report the highest level of uncomfortable stress in their 
lives according to the 2012 Sun Life Canadian health 
index™, a national survey of Canadians’ health related 
attitudes and self-reported behaviors.

 Just 10 per cent of Canadians aged 18-24 say nothing  
is causing them excessive or uncomfortable levels  
of stress at this time – and just 20 per cent of Canadians 
aged 25-44 say the same. this compares to 49 per cent  
of Canadians age 65 and over.

 this is reflected in their benefit preferences. While 
Generation Y employees understand the value of core 
benefits – such as medical, dental, vision and prescription 
drugs – Sun Life’s Generation Y research found that they 
have a strong affinity towards employers to offer other 

programs that fits with who they are and what they value. 
this includes wellness-related benefits such as subsidized 
gym memberships, worksite fitness facilities, healthy  
food programs and reimbursement toward the cost  
of education or self-development courses.

Mind the gap

Our research suggests that Generation Y values group 
benefits less than older generations did at a similar life stage.  
this gap also suggests that even as they age, they will continue  
to value benefits less at every stage. So, the danger in 
ignoring the more progressive needs of Generation Y is the 
potential for increasing this value gap even more over time.

employers have an opportunity to shrink or even eliminate 
this gap by addressing these needs sooner rather than later  
– and ensuring that their group benefits plans remain both  
relevant and highly valued as the youngest generation matures. 

G a i n  t h e  a dva n taG e
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With costs rising and the economy stagnant, many  
Canadian employers are struggling to maintain their  
current benefit plan coverage – let alone increase coverage. 
and yet employee expectations continue to run high.

a recent national survey carried out by Sun Life with  
ipsos-Reid found that Canadian employees with group 
benefit plans expect a high level of assistance in meeting 
their benefits needs, with 29 per cent expecting an employer  
to pay for a plan that meets all of their group benefit  
needs, and 45 per cent expecting an employer to pay  
for a plan that meets most of their needs.

there’s a lot at stake for employers in maintaining  
a competitive plan – as the ability to retain and attract 
talent is one of the key reasons behind including group 
benefits as part of a total compensation program. 

innovative cost containment strategies can help greatly  
with sustainability, but there are solutions available that can 
also add significant value to an employer’s benefit offering 
– without costing additional money. it’s these solutions that 
can go a long way to helping meet employee needs and 
expectations against a tough economic backdrop.

the Sun Life survey revealed three key attributes that can 
“empower” employees with choice and information without 
additional costs. these are: 

1 introducing a flexible benefit plan design 
2 Facilitating the purchase of additional voluntary benefits 
3 Providing free access to professional advice 

flexibility 

employees have a clear desire for greater flexibility and 
choice in their benefits, with 72 per cent of those surveyed 
preferring a plan that can adapt to their needs at different life 
stages, and 66 per cent expressing a preference for a flexible 
or defined contribution benefits plan over a traditional plan.

the reason is simple: Flexible benefit plans let employees 
prioritize where to put their benefits dollars – and create  
a plan that is more relevant to their particular needs  
and preferences. they choose the benefits – and the level 
of coverage – that’s right for their personal situation. 

Flex plans are often a win-win all around. employees  
get the choice and flexibility they need and employers 
benefit from a plan design that lets them monitor  
and control benefit costs. and with the increased awareness 
and higher perceived value that flex often brings, employers 
gain an additional tool in helping to attract and retain 
valued employees. 
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despite the advantages of flexible benefits programs,  
nearly three-quarters of organizations continue to offer  
a fixed or traditional plan.12

facilitate the purchase of voluntary benefits

Many employees are looking to their employer to facilitate 
the meeting of their benefit and extended-benefit needs.

Of group plan members in the Sun Life survey who did  
not expect their employer to meet all their benefit needs, 
over half (58 per cent) want their employer to offer them  
additional features and benefits that they could purchase 
with their own money.

these are purchase options that: 

• have been selected to provide both quality and value 

• Leverage the power of group volume discounts to provide 
preferred pricing and conditions (such as no medical 
history for critical illness insurance)

• Offer convenience – with options that are easy to buy 
and pay for through payroll deductions.

Purchase options can range from traditional insurance 
solutions (life, critical illness, disability, travel) but also  
other offerings like home and auto insurance, pet insurance, 
and preferred discounts from major retailers.

Advice

Many employees are looking for help in assessing both their 
benefit coverage and retirement saving options. the Sun Life 
survey found that over half (54 per cent) of Canadian employees 
with a group benefits plan would like their employer to 

provide them with access to a professional advisor for 
advice regarding their health and life insurance and their 
savings and investment options. 

By selecting a carrier that has a professional advisor network,  
you can offer employees the extra help they may need in 
understanding their options and assessing their own needs. 
For example, new employees could receive a “welcome call” 
from an advisor who would explain the plan and its features, 
and describe any voluntary options that line up with an 
employee’s needs.

to ensure this service is both effective and valued, it must 
be advice focused – not sales focused. all recommendations 
must be based first and foremost on an employee’s needs.

1 2
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The power of flex
Flexible benefits plans can allow employers to 
maintain— or even enhance—the value of benefits 
for employees, and still control costs. the increasing 
diversity of their workforce also enhances the appeal 
of flexible benefits plans, as they can be tailored to 
the needs of a wide mix of employees and different 
demographic groups.

Conference Board of Canada, Benefits Benchmarking, 2012
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different trends will affect different plans in different ways. 
an analysis of your member demographics, plan goals  
and ongoing challenges in light of these trends – then taking  
appropriate actions based on your findings – can yield 
significant benefits. it can help reduce costs to preserve 
coverage levels, increase the perceived value of your  

plan and improve overall plan awareness and  
member engagement. 

Your group benefits plan provider can work with you  
to structure a strategy that’s right for your plan – and 
position it for maximum success in the future.
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Life’s brighter under the sun

About Sun Life
a market leader in group benefits, Sun Life Financial serves more than 1 in 6 Canadians,  
in over 12,000 corporate, association, affinity and creditor groups across Canada. 

Our core values – integrity, service excellence, customer focus and building value – are 
at the heart of who we are and how we do business. 

Sun Life Financial and its partners have operations in 22 key markets worldwide including 
Canada, the United States, the United kingdom, hong kong, the Philippines, Japan, 
indonesia, india, China and Bermuda. 

1 Conference Board of Canada
2 Based on 2009 Canadian institute for health information (Cihi) spending statistics by source of funding
3 Global Business and economic Roundtable on addiction and Mental health
4 Canadian Payroll association
5 Public Works and Government Services Canada
6 Canadian Bankers association
7 comScore
8 Sun Life Group Benefits 2012 Member Survey
9 derived from Statistics Canada 2011 Labour Force Survey; the Public Service Commission of Canada,  

“emerging trends affecting the Public Service Commission of Canada and the Public Service employment act”, 2009
10 2012 Sun Life Financial survey of Canadians with group benefits coverage
11 Canadian Wireless and telecommunications association
12 Conference Board of Canada


