


2 Sun Life financiaL Group retirement ServiceS 

the phrase “knowledge is power” goes back centuries – and yet it’s every bit 

as relevant today as it was 400 years ago. as an employer offering a workplace 

retirement and savings plan, knowledge of emerging trends in the workplace 

retirement savings market is as critical as ever, with new, innovative products and 

services emerging and a new generation of employees poised to become the 

dominant force in the workplace.

 provides the most comprehensive, accurate reflection of 

capital accumulation plans (caps) today. it’s a roadmap for the capital accumulation 

plan journey, providing the “big picture” industry knowledge you need to stay current. 

the report gives you the power to:

• assess the strengths and weaknesses of your plan’s competitiveness

• examine emerging trends that are shaping the way employers help their employees save for retirement

•  consider changes you can make to maximize your plan’s effectiveness – and ensure a greater degree of 

retirement readiness for plan members

•  Determine whether your plan provides an appropriate outcome for employees in retirement – with a level of 

income that they need for solid financial health. 

the information we’ve provided comes from the largest database of plans and plan member behavior in the 

country – and has been analyzed by a multi-disciplinary team of subject matter experts. it’s timely knowledge that 

can give you important insights on the retirement savings landscape. 

as with our initial Designed for Savings report in 2014 and series of eleven industry reports in 2015, we’re 

committed to providing you this information on a regular basis and analyzing data in new ways to bring you fresh 

insight into evolving market trends. 

We appreciate the opportunity to be of service, and hope you find the information in this report to be both 

helpful and of interest. 

Sincerely,

thomas G. reid 

Senior vice-president 

Group retirement Services

presenting Sun Life financial’s 
comprehensive report on capital 
accumulation plans in canada
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  contributions on the rise
average employee contribution levels increased close 

to 9% in 2015. much of this increase was fueled by the 

use of tfSas, demonstrating a greater desire by plan 

members to consolidate assets in their workplace 

retirement savings plan. 

capital accumulation plans are growing in canada, and 

continue to provide exceptional long-term benefits to 

plan members. But to maintain this effectiveness and 

momentum, these plans need ongoing monitoring and 

review. We trust that the information in this report 

will help you in this process – and ensure your plan’s 

continued success.

plan abbreviaTions UseD in THis reporT

eXecUTive sUMMarY

our 2014 Designed for Savings report set out a detailed 

snapshot of what employers offering workplace 

savings plans across canada were doing with their 

savings programs – and the actions plan members were 

taking with their savings opportunity. two years later, 

we’re able to examine changes and trends based on 

that original benchmark data. 

While there is a wealth of information in our 2016 

report, there are a few key changes from our 2014 

report that are worth noting:

 Shorter waiting periods 
During the past five years, we have seen a trend 

towards shorter waiting periods, with more plans 

moving to immediate participation or participation 

within the employee’s first three months of 

employment. 

  Diversification in the  
face of volatility 

Despite the volatility of markets, plan members 

demonstrated a very limited reaction to market 

movements over the past two years – and continue to 

hold well-diversified portfolios.

  the move to matching 
matching contribution arrangements have increased 

significantly from the 2014 report, from 76% to 83% in 

Dcpps and from 47% to 53% in group rrSps. 

  continued growth  
in target date funds

five years ago, target date funds represented about 

7% of cap assets with Sun Life financial. By the end 

of 2015, assets held in target date funds have grown to 

22% of total cap assets.

CAP capital accumulation plan

DBPP Defined Benefit pension plan

DCPP Defined contribution pension plan

DPSP Deferred profit Sharing plan

EPSP employees profit Sharing plan

ESPP employee Share purchase plan

LIRA Locked-in retirement account

NREG non-registered Savings plan

PRPP pooled registered pension plan

RRSP registered retirement Savings plan

TFSA tax-free Savings account

VRSP voluntary retirement Savings plan
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01 Demographics, eligibility 
and employer-matching 
contributions 

at the end of 2015, 48.4% of global 
pension assets were in Defined 
contribution pension plans. in canada, 
Defined contribution pension plan assets 
account for roughly 5%.of.all.pension.
assets. During the last 10 years, Defined 
contribution assets globally have grown 
at an annual rate of 7.1% while Defined 
Benefit pension plan assets have grown at 
a slower pace of 3.4% annually.

DeMograpHics

at the end of 2015, 48.4%1 of global pension assets 

were in Defined contribution pension plans (Dcpp). 

in canada, Dcpp assets account for roughly 5% of all 

pension assets – compared with 87% in australia and 

60% in the united States. During the last 10 years, 

Dcpp assets globally have grown at an annual rate of 

7.1% while Defined Benefit pension plans (DBpp) assets 

have grown at a slower pace of 3.4% annually.

the number of canadian employees saving at work 

has increased by about 25%2 over the past five years. 

as of June 30, 2015, the cap industry included assets 

of approximately $171 billion for almost 51,000 group 

plans representing close to 5.7 million participants 

across the spectrum of cap products. With the 

introduction of the pooled registered pension plan 

(prpp) and the voluntary retirement Savings plan 

(vrSp) in Quebec, it’s reasonable to expect the growth 

in caps to accelerate as more canadians have the 

opportunity to save at work.

the data included in this report is drawn from  

Sun Life financial’s proprietary cap database 

of approximately 5,000 group savings plans. for a 

complete description of the methodology used, please 

see page 57.

1.  Willis towers Watson, 2016, Global Pension Assets Study 2016.
2.  Benefits canada, December issue 2010 and 2015, CAP Supplier Report.

Number.of.plans 4,697

Number.of.members 1,133,000

AUM $65,300,000,000

cap DaTabase snapsHoT

the following is a snapshot of key demographics and 

asset breakdowns of that database.
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59%41%

72%28%

33%67%

30%70%

39%61%

25%75%

41%59%

49%51%

32%68%

17%83%

Associations & Affiliations

Academic

Consumer

Energy

Financial services

Healthcare

Industrial

Materials

Professional services

Technology

Voluntary Mandatory

eligibiliTY anD eMploYer-MaTcHing conTribUTions

approximately one-third of the group savings plans 

with Sun Life financial have mandatory participation 

and require new employees to join when they become 

eligible. the other two-thirds leave it up to the 

employees to choose once they become eligible.

fig 1.1: plan eligibiliTY bY inDUsTrY

fig 1.0: overall plan eligibiliTY

Key.factors in determining 
eligibility:
• turnover rate in the employer’s industry

•  competitive pressures in attracting and 

retaining talent

• Link to other probationary periods

employers in the majority of 

industries require employees to 

take action to join their workplace 

retirement savings plan. the 

associations & affiliations industry 

sector (which is heavily influenced by 

first nations plans) and the academic 

industry have a bias towards requiring 

employees to participate, while all 

other industry sectors rely on the 

employee to take initiative to join 

the plan.

33%

67%
Voluntary

Mandatory

01 | DemoGraphicS, eLiGiBiLity anD empLoyer-matchinG contriButionS
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across all plans, salaried employees are significantly 

more likely to be immediately eligible for their 

employer’s cap than are employees in other groups. 

they are also significantly more likely to be eligible for 

an employer match.

During the past five years, we have seen a trend 

towards shorter waiting periods, with more plans 

moving to immediate participation (either first day or 

first of the month following date of employment) or 

at some point within the employee’s first three months 

of employment. today, it is far less common to have 

waiting periods greater than six months than it was five 

years ago. 

fig 1.2: eMploYee eligibiliTY bY inDUsTrY

Other

6 months of service

1-3 months

Immediate

44% 27% 6% 23%

41% 15% 26% 18%

20% 28% 14%  38%

58% 26% 8% 8%

59% 19% 13% 9%

24% 47% 16% 13%

42% 36% 6% 16%

78% 16% 6%

15% 29% 12% 44%

63% 17% 5% 15%

Associations 
& Affiliations

Academic

Consumer

Energy

Financial services

Healthcare

Industrial

Materials

Professional 
services

Technology

participant surveys and related 

research confirm that plan 

members believe employer-matching 

contributions to be the primary 

advantage of saving at work, and place 

a high value on this benefit.

almost 80% of 
plans for salaried 
employees include 
some amount of 
employer-matching 
contribution – 
either full or partial.

01 | DemoGraphicS, eLiGiBiLity anD empLoyer-matchinG contriButionS
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to receive the maximum employer-matching 

contribution, the majority of eligible 

employees must contribute between 3% and 

6% of their annual earnings – a trend we have 

observed for the past several years.

the most common contribution rate 

expected of employees to receive the full 

employer-matching contribution is 5% of 

earnings. variations by industry can be seen  

in the chart to the right. many employers 

who are providing up to a 3% match are also 

providing a basic employer contribution that 

does not require the employee to contribute 

to receive this starting contribution. in most 

cases, these employers have transitioned 

from a DBpp to a Dcpp.

the majority of employers with 
a matching contribution program 
provide at.least a 75% match. 

fig 1.3: MaXiMUM eMploYer-MaTcHing conTribUTion bY inDUsTrY

fig 1.4: overall eMploYer-MaTcHing 
conTribUTion raTe

empLoyee contriBution 
 % reQuireD for maXimum 
empLoyer- matchinG 
contriBution

3% 4% 5% 6% 7% 8%+

Academic 0% 0% 23% 20% 34% 20%

Associations & 
Affiliations

27% 17% 24% 20% 4% 0%

Consumer 20% 15% 20% 10% 2% 2%

Energy 2% 13% 25% 30%  2% 24%

Financial services 22% 13% 25% 8% 5% 7%

First Nations 0% 0% 64% 7% 15% 14%

Healthcare 25% 16% 23% 16% 5% 5%

Industrial 36% 19% 13% 4% 2% 0%

Materials 17% 17% 26% 9% 9% 0%

Professional services 8% 13% 40% 11% 2% 15%

Technology 15% 17% 22% 20% 0% 3%

More than 100%

100%

75% - 99%

50% - 74%

Less than 50%

3%  13
%  3%

 

73% 

8
% 

01 | DemoGraphicS, eLiGiBiLity anD empLoyer-matchinG contriButionS
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When we look at smaller workplace plans with less 

than 200 plan members, 95% provide an employer-

matching contribution of some amount. of these 

employers, 78% provide a dollar-for-dollar match. 

Seventeen percent provide a match in excess of 100% 

(some as much as 200%) or provide an employer 

contribution with no expectation of an employee 

contribution. only one in five of these smaller plans 

provide a match of 50% or less. 

the vast majority of plan sponsors provide a dollar-

for-dollar match to a maximum percentage of the 

employee’s earnings (often five percent). the industry 

sectors that typically provide a match greater than 

100% are those who may have had a legacy DBpp 

or where attracting and retaining talent has been a 

challenge historically. 

fig 1.5: eMploYer-MaTcHing conTribUTion raTe bY inDUsTrY

fig 1.6: DeTerMining eMploYer-MaTcHing conTribUTion

Match.%
More.than.

100%
100% 75%.-.99% 50%.-.74%

Less.than.
50%

Academic 20% 80% 0% 0% 0%

Associations & 
Affiliations

0% 93% 0% 5% 2%

Consumer 4% 73% 0% 19% 4%

Energy 9% 87% 0% 4% 0%

Financial services 3% 68% 3% 23% 3%

Healthcare 31% 55% 0% 14% 0%

Industrial 8% 77% 4% 9% 2%

Materials 5% 64% 8% 20% 3%

Professional services 0% 94% 3% 3% 0%

Technology 5% 49% 7% 28% 11%

Fixed match rate based on employee
contribution as a percentage of earnings

Fixed match rate based on employee contribution 
as a percentage of earnings (with flat dollar cap)

Employee's length of service

Points system e.g. combination of 
age + service

Years of participation1%
 6

%  19
%  5%

 69 % 

01 | DemoGraphicS, eLiGiBiLity anD empLoyer-matchinG contriButionS
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the majority of plan sponsors base the percentage of 

their match primarily on the percentage of earnings 

contributed by the employee.

of the plans that offer a basic company contribution 

with no obligation for the employee to contribute, 

most have transitioned their workplace plan from a 

DBpp to a Dcpp for future service. 

approximately one in five plan sponsors 

automatically contributes to a cap without 

requiring employees to contribute. in many 

cases, employees will receive an additional 

employer contribution if they voluntarily 

contribute.

fig 1.7:  eMploYer aUToMaTic conTribUTion 
raTe WHere no eMploYee conTribUTion is 
reQUireD

Automatic.
employer.

contribution.
rate.%

Percentage.
of.plans*

1% 5%

2% 14%

3% 18%

4% 19%

5% 10%

6% 13%

7% 8%

8% 11%

9% 1%

other 1%

the basic.contribution 
is most prevalent in the 

following industry sectors:
• consumer • industrial

• energy • materials

• financial services • technology

• healthcare 

*the percentage shown is based on the 
approximately one in five plans that offer an 
automatic contribution i.e. of the one in five 
plans that offer this feature, 5% provide an 
automatic employer contribution of 1%.

01 | DemoGraphicS, eLiGiBiLity anD empLoyer-matchinG contriButionS
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02plan types  
commonly offered

there has been little change 
to plan design features 
since our initial report in 
2014. most plan amendment 
activity involved changes to 
the investment lineups for 
plans, or the addition.of.a.
TFSA to a plan for voluntary 
contributions.

plan TYpes coMMonlY 
offereD

Similar to the findings in our 2014 report, the larger 

the number of members, the greater the likelihood 

multiple products will be offered to give employees 

maximum flexibility in choosing their workplace 

savings plans. of course, employers must balance 

flexibility with the complexity of potentially having 

“too many choices,” something that can lead to plan 

member disengagement.

With the ontario retirement pension plan shuttered, 

the expanded canada pension plan does not extend 

coverage beyond those already covered by the existing 

canadian pension plan. in the next few years, will more 

employers choose to establish a workplace retirement 

savings plan where one doesn’t exist today? or will 

governments opt for universal access at some point as 

Quebec did with the vrSp? time will tell.
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#.of.plan.
members 1 2 3 4 5

1-99
rrSp 
63%

Dcpp 
16%

rrSp_DpSp 
5%

Dcpp_rrSp 
4%

rrSp_tfSa 
3%

100-199
rrSp 
21%

Dcpp 
17%

Dcpp_rrSp 
14%

rrSp_DpSp 
11%

rrSp_tfSa 
5%

200-499
rrSp 
17%

Dcpp 
17%

Dcpp_rrSp 
15%

rrSp_DpSp 
7%

Dcpp_rrSp_
tfSa_nreG 

7%

500-999
Dcpp_rrSp 

13%
Dcpp 
11%

Dcpp_rrSp_
tfSa_nreG 

10%

rrSp_DpSp 
8%

Dcpp_rrSp_
tfSa 
6%

1000+
Dcpp_rrSp 

16%
Dcpp 
15%

Dcpp_rrSp_
nreG  

13%

Dcpp_rrSp_
tfSa_nreG  

7%

Dcpp_rrSp_
tfSa  
7%

fig 2.0: Top 5 plan TYpe coMbinaTions baseD on MeMbersHip siZe

plans with fewer than 100 members 

continued to have a strong affinity to 

group rrSp only plans, as these have fewer 

regulatory and administration requirements,  

and usually result in lower costs to the 

employer. an emerging plan design is the 

offer of a tfSa to enable members to add 

after tax savings within their group plan.

Designs for smaller 
plans remain 

consistent with 2014.

note: the Dcpp and rrSp statistics are for plans that include these products exclusively.

02 | pLan typeS commonLy offereD
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Plan.types
Less.than.

$2M
$2M.
-$5M

$5M.
-$10M

$10M.
-$25M

$25M.
-$50M

$50M.
-$100M

$100M+

RRSP only 72% 29% 22% 13% 6% 5% 0%

RRSP /DPSP 5% 9% 11% 11% 11% 7% 2%

DCPP only 14% 28% 20% 18% 14% 11% 21%

DCPP /RRSP 4% 15% 23% 22% 17% 30% 19%

NREG or EPSP 5% 17% 20% 34% 50% 45% 56%

Other 1% 2% 4% 2% 2% 2% 1%

fig 2.1: plan TYpes coMMonlY HelD baseD on groUp plan asseT siZe

WHaT’s 
neW

conTinUeD 
increase in 

Tfsas

tfSa products were part of the top five plan designs 

across all group plan sizes, ranging from 3% in smaller 

plans to almost 5% in larger plans. current trends 

suggest this growth will continue in the future.

Smaller employers with less than 100 plan members 

are more likely to offer group rrSps only, given the 

simplicity and limited legislated requirements of 

these plans. Where vesting of employer contributions 

is desired, or where a business may have high staff 

turnover, employers may look to a rrSp/DpSp 

combination since the DpSp is the only plan type that 

allows for a vesting period.

the percentages shown in the table below for the 

non-registered or epSp plan types are based on 

the availability of these plans with any product 

combination. 

almost 80% of smaller employers (those with less 

than 100 plan members) offer a single product plan 

– a group rrSp. Less than 20% of larger employers 

offer just one product and, if they do offer just one, 

it’s typically a Dcpp. Large employers (i.e. 500+ plan 

members) tend to offer multiple products to provide 

maximum flexibility for their employees.

Some publicly traded employers also make their 

company stock available as an investment option 

in their non-pension plan products. See page 44 for 

insights related to employer stock and how it is used in 

a workplace savings plan.

the “other” category includes product types – after-tax savings vehicle (atSv) and sabbatical plans (SaBp).

02 | pLan typeS commonLy offereD
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fig 2.2: nUMber of plan TYpes offereD baseD on plan MeMbersHip siZe

4

3

2 5

6

1

77% 16% 5%

12%

7%

2%

4%

2%

3%

7%16%

30% 32% 23% 9%

25% 27% 22% 16%

16% 13% 29% 27%

16% 12% 28% 21%

1-99

100-199

200-499

500-999

1000+

# of plan types offered

# of plan 
members

as membership or assets 
in a plan grows, so does 
the number.of.products 
offered, and the use of 
Dcpps.

cHange
froM
2014
reporT

Because the Locked-in retirement 

account (Lira) is an extension of a group 

rrSp – known as a Locked-in rrSp 

in federally regulated plans, (in the 

figures above), it is no longer being 

reported as a separate product in the 

2016 report.   plans offer a Lira to allow 

employees to consolidate their rrSp savings in 

their workplace plan. this offers member benefits 

such as institutional fees, convenient investment 

management and integrated retirement income 

projections. the other bucket includes plan types 

such as acpp (ancillary pension plans), vrSp 

(voluntary retirement Savings plans), and notional 

plans.

02 | pLan typeS commonLy offereD
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note: each row may total more than 100% since many 

plan sponsors offer more than one plan type in a 

workplace plan.

fig 2.3: plan TYpes offereD – bY inDUsTrY

Industry.sector DCPP DPSP RRSP TFSA NREG EPSP LIRA Other

Academic 38% 1% 62% 9% 12% 0% 8% 0%

Associations & 
Affiliations

50% 1% 58% 6% 3% 0% 5% 0%

Consumer - 
discretionary

20% 11% 86% 6% 5% 1% 13% 0%

Consumer - staples 49% 9% 69% 11% 17% 5% 17% 0%

Energy 29% 8% 85% 23% 31% 4% 24% 0%

Financial services 26% 13% 78% 16% 19% 7% 19% 0%

Healthcare 26% 7% 82% 8% 8% 0% 12% 2%

Industrial 31% 13% 81% 10% 5% 2% 14% 0%

Technology 26% 16% 88% 14% 13% 0% 21% 1%

Materials 45% 13% 78% 11% 17% 4% 18% 0%

Professional services 31% 11% 78% 12% 8% 1% 18% 0%

Public services 32% 0% 73% 6% 2% 0% 4% 0%

Recreation 22% 0% 84% 9% 5% 0% 4% 0%

Telecommunication 
services

33% 14% 72% 0% 11% 0% 11% 0%

Utilities 41% 2% 84% 14% 16% 0% 30% 0%

the figures in this table represent the percentage of 

plans in each industry that offer each plan type. for 

example, in the utilities industry, 41 % of plan sponsors 

offer a Dcpp, 2% offer a DpSp etc. 

02 | pLan typeS commonLy offereD
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03 employee  
participation rates

participation is voluntary in about 
two-thirds of our caps – meaning that 
employees must take the initiative to 
make an active choice to join their 
workplace savings plan.

eMploYee  
parTicipaTion raTes

participation is voluntary in about two-thirds of 

our caps – meaning that employees must take the 

initiative to make an active choice to join their 

workplace plan. the enrolment decision is framed as a 

positive election: “Decide if you’d like to join the plan.” 

research in the field of behavioural finance provides 

a number of explanations as to why employees fail to 

take advantage of their workplace plan:

•  Some employees find it challenging to make 

decisions in the present for something that will 

happen many years in the future.

•  faced with many (and sometimes complex) choices 

and unsure of what to do, many employees take the 

“no decision” default choice.

•  When faced with difficult decisions, many individuals 

defer the decision to another day, which means they 

don’t get around to joining the plan.

When it comes to an automatic enrolment (with 

opt-out) environment, which exists in many other 

countries, the decision to not save is framed 

negatively: “Quit the plan if you like.” With this type 

of design, “doing nothing” leads to participation in the 

plan. and the results are staggering. With automatic 

enrolment, fidelity investments’ u.S. operation 

has experienced an overall average participation 

rate of 89%1. opt-out rates remained at the same 

level regardless of default contribution levels (81% 

participation at a 1% default contribution rate and 91% 

participation at a 6% default contribution rate).

in the past few years, alberta and British columbia 

passed legislation allowing for automatic enrolment 

with the ability for the employee to opt-out of their 

workplace pension plan.

1.   fidelity, 2012, Points of View Presentation - The Status of automatic 
enrollment and annual increase programs in America’s DC plans.
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ManDaTorY vs. volUnTarY parTicipaTion

for the main product in a workplace plan, 

approximately one-third of all employers require 

employee participation once eligibility requirements 

have been met.

for many plan sponsors, a comparison of their plan’s 

participation rate compared to others in their industry 

is the broadest – and most pressing – concern when 

assessing the health and competitiveness of their plan.

in the figure below, plan-weighted participation is 

calculated by taking the average of participation rates 

among all plans. plan member-weighted participation 

considers all employees in all plans as if they were in a 

single plan. Sufficient sample size data is not available 

at this time to calculate the participation rate for 

each industry sector. instead, aggregate results where 

relevant information is known has been used.

We often see too much emphasis placed on investing, 

investment fees and access to funds in a retirement 

plan. While these are important, the single most 

important factor in retirement readiness success is 

“saving” in an employer-sponsored plan at a meaningful 

rate consistently over one’s career. 59%

56%

51%

52%

51%

50%

57%

48%

57%

49%

Plan member-weighted

Plan-weighted

Plans with 
<200 members 
(n=121)

Plans with 
200-499 members 
(n=34)

Plans with 
500-999 members 
(n=21)

Plans with 
1,000+ members 
(n=30)

All Sun Life plans 
(n=206)

fig 3.0:  eMploYee parTicipaTion

Key.ways to encourage 
greater participation  
and savings:
•  make participation automatic 

(with opt-out)

•  actively promote value of the 

plan and any employer match

•  add additional savings plans 

(rrSp and/or tfSa) for 

flexibility

03 | empLoyee participation rateS
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04 investments

Some significant investment themes 
have developed since 2014 – most 
notably a continued.and.increasing.
trend.for.plans.to.offer.target.date.
funds as an investment option to 
members, and/or use them as the 
default investment option.

invesTMenTs

five significant investment themes have continued or 

developed since our initial Designed for Savings report 

in 2014:

five years ago, target date 
funds represented about 
7% of cap assets with  
Sun Life financial. as of 
the end of 2015, assets 
held in target date funds 
have grown to 22% of 
total cap assets.

plan members are increasing the 

diversification of their portfolios. this 

includes increasing flows to foreign equities 

and increasing their use of target date funds 

which tend to be highly diversified products. 

many plan members (especially at younger 

ages) may be too conservative when they 

build their own portfolios when compared 

to a solution such as a target date fund.

the access to and usage of target date funds 

continues to increase at a rapid rate. they 

have also become the default vehicle of 

choice for many plan sponsors.

plan members on average invest in two or 

three investment options, however, 20% 

of plan members are invested in five or 

more investment options. plans are balancing 

the need to not overwhelm members while still 

offering enough choice for members who build their 

own portfolios to achieve proper diversification.  on 

average, plans over $2 million  have between 12-14 

investment options.

plan members demonstrated a limited 

reaction to the volatility of equity markets 

over the past two years.

1

2

3

4

5
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fig 4.0: invesTMenT fUnD asseT class breaKDoWn bY overall plan asseTs 

fig 4.1: percenTage of plans Using eacH asseT class 

Guaranteed

Money market fund

Fixed income

Balanced

Assest allocation/target risk

Target date fund

Equity – Canadian

Equity – U.S.

Equity – Global

Equity – International

Stock – company specific

4%
 5%  6

%  
13

%  
11

% 22% 

14 % 6 % 4 % 3 % 12
% 

Asset.class.
Less.than.

$2M
Greater.

than.$2M
$2M.
-$5M

$5M.
-$10M

$10M.
-$25M

$25M.
-$50M

$50M.
-$100M

$100M+

Guaranteed 50% 84% 84% 90% 86% 84% 82% 64%

Money market fund 49% 92% 87% 92% 95% 95% 96% 96%

Fixed income 50% 95% 92% 96% 98% 96% 100% 98%

Balanced 65% 73% 81% 79% 69% 64% 55% 58%

Asset allocation / 
target risk

37% 40% 50% 43% 30% 35% 20% 30%

Target date fund 49% 72% 66% 72% 77% 70% 80% 70%

Equity – Canadian 66% 96% 96% 96% 98% 93% 97% 98%

Equity – U.S. 48% 87% 87% 86% 90% 86% 81% 89%

Equity – Global 42% 76% 76% 78% 76% 74% 72% 76%

Equity – 
International

39% 83% 81% 83% 85% 84% 81% 85%

Stock – company 
specific

0% 7% 2% 3% 6% 10% 19% 29%

Real estate / 
alternative

2% 6% 4% 6% 8% 6% 6% 8%
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HoW can alTernaTive invesTMenT opTions 
benefiT plan MeMbers?

alternative investments can provide important 

diversification benefits to plan members. Larger plans 

have been quicker to offer alternative funds to plan 

the single asset class 

categories that have the 

highest inclusion rate of 

passive funds by both 

advisors and consultants 

are fixed income and u.S. 

equity and the highest 

inclusion rate of active 

funds is canadian equity 

and global equity. this 

supports our research 

regarding the ability 

of active management 

to add value in these 

different asset classes.

advisor supported 

plans continue to favour 

actively managed funds.  

our research shows that 

members who work 

with an advisor are very 

satisfied with how much 

they are saving. 

Percentage.of.plans.offering.

Asset.class Active.only Passive.only
Active.and.

Passive

Fixed income 41% 18% 41%

Balanced 85% 1% 14%

Asset allocation /  
target risk

92% 5% 3%

Target date fund 82% 16% 2%

Equity – Canadian 70% 1% 29%

Equity – U.S. 40% 16% 44%

Equity – Global 86% 3% 11%

Equity – International 47% 17% 36%

Real estate / alternative 100% 0% 0%

Percentage.of.plans.offering.

Asset.class Active.only Passive.only
Active.and.

Passive

Fixed income 23% 47% 30%

Balanced 86% 5% 9%

Asset allocation /  
target risk

40% 55% 5%

Target date fund 35% 63% 2%

Equity – Canadian 56% 4% 40%

Equity – U.S. 13% 61% 26%

Equity – Global 85% 5% 10%

Equity – International 48% 23% 29%

Real estate / alternative 100% 0% 0%

fig 4.2a: acTive vs. passive invesTMenT offerings (consUlTanT-sUpporTeD plans) 

fig 4.2b: acTive vs. passive invesTMenT offerings (aDvisor-sUpporTeD plans)

members, perhaps in part due to greater familiarity 

with them through their Defined Benefit plans. as the 

available options in the alternative space grow and 

plan members become more familiar with them, we 

anticipate plan and member utilization will increase. 
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fig 4.3: foreign eQUiTY fUnDs offereD bY plan asseT siZe 

Asset.class.
(combination)

Less.than.
$2M

Greater.
than.$2M

$2M.
-$5M

$5M.
-$10M

$10M.
-$25M

$25M.
-$50M

$50M.
-$100M

$100M+

U.S. equity only 6% 0.97% 2% 1% 1% 0% 0% 2%

International & 
global equity

2% 0.84% 1% 1% 0% 1% 3%  0%

Global, 
international & 
U.S. equity

25% 62.92% 62% 64% 63% 65% 53% 65%

Global equity 
only

8% 7.36% 6% 8% 8% 6% 12% 9%

U.S. & global 
equity

8% 4.65% 6% 4% 5% 3% 4% 2%

International 
equity only

2% 0.58% 1% 0% 0% 0% 1%  0%

U.S. & 
international 
equity

10% 18.67% 17% 17% 21% 18% 23% 20%

No foreign equity 40% 4.01% 5% 4% 2% 8% 3% 2%

plan members have been steadily increasing the 

proportion of equities invested outside of canada. in 

2010, plan members directed $2 into canadian equities 

for every $1 into foreign equities. in 2015, they directed 

only $1 canadian for every $1 into foreign equities. 

percentages are based on the number of plans that 

offer each particular asset class fund. for example, 2% 

of all plans offer both a global equity and international 

equity fund, and 3% of plans with a total asset balance 

between $50-$100 million offer both these foreign 

equity funds. 

plan members show limited reaction to volatility of 

equity markets since 2014. While members did increase 

contributions to balanced funds in 2015, there was 

little evidence of members moving assets from equity 

funds over the last two years as market levels dropped, 

especially in 2015.
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Asset.class 2010 2011 2012 2013 2014 2015

Guaranteed 7% 6% 6% 6% 4% 3%

Money market fund 11% 10% 10% 9% 7% 6%

Fixed income 7% 8% 9% 8% 6% 5%

Balanced 14% 13% 11% 10% 9% 21%*

Asset allocation /  
target risk

12% 12% 12% 12% 11% 10%

Target date fund 10% 12% 15% 20% 27% 23%

Equity – Canadian 18% 18% 16% 14% 12% 11%

Equity – U.S. 3% 3% 3% 3% 4% 4%

Equity – Global 3% 3% 2% 3% 3% 4%

Equity – International 3% 3% 2% 2% 2% 2%

Stock – company specific 12% 13% 13% 13% 16% 12%

Real estate / alternative 0% 0% 0% 0% 0% 0%

*the significant increase in the balanced fund allocation reflects a large plan that transitioned to Sun Life financial in 2015. excluding 
this plan, the 2015 balanced allocation would be 11%.

fig 4.4: plan MeMber invesTMenT allocaTions (for conTribUTions) 

WHere Do plan MeMbers invesT? 

a key factor driving the growing use of 

target date funds by plan sponsors and 

plan members is the simplified approach to 

investment decision- making and portfolio 

construction. By design, the funds provide a 

disciplined, professionally managed approach 

to portfolio risk-taking, with risk levels falling 

as the plan member nears retirement age. 

While the adoption of target date funds will 

likely continue to rise in the coming years, it doesn’t 

mean these funds should be viewed as a “set it and 

forget it” investment option for plan members. finding 

effective methods to ensure that plan members 

understand how their investments are working – 

and that they are the appropriate choice to help 

them reach their savings goals – will continue to be 

important.

over the past five years, foreign equities (international 

and global equities) and target date funds have 

increased as a percentage of plan members’ asset mix, 

while all other asset classes have decreased. target 

date funds have increased from 7% to 22% and foreign 

equities have increased from 2% to 3%. the asset class 

that decreased the most was canadian equities which 

decreased from 23% to 14%.
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Asset.class 2010 2011 2012 2013 2014 2015

Guaranteed 7% 7% 6% 5% 4% 4%

Money market fund 7% 7% 6% 6% 5% 5%

Fixed income 7% 9% 9% 7% 6% 6%

Balanced 17% 15% 14% 13% 12% 13%

Asset allocation /  
target risk

12% 12% 11% 11% 12% 11%

Target date fund 7% 10% 14% 16% 20% 22%

Equity – Canadian 23% 20% 19% 18% 17% 14%

Equity – U.S. 2% 2% 3% 4% 5% 6%

Equity – Global 2% 2% 2% 3% 3% 4%

Equity – International 2% 2% 2% 3% 3% 3%

Stock – company specific 13% 13% 14% 14% 14% 12%

Real estate / alternative 0% 0% 0% 0% 0% 0%

fig 4.5: asseT MiX DisTribUTion for MeMber accoUnT balances

fig 4.6: percenTage eQUiTY eXposUre bY plan MeMber age 

5%

15%

25%

35%

45%

No Equity 1-25% 26-50% 51-75% 76-99% 100%

Under 20

20 to 29

30 to 39

40 to 49

50 to 54

55 to 59

60 to 64

65+

Total

*equity exposure for members who choose their own portfolio.
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the allocation to equities varies considerably among 
plan members, across ages. at one extreme, 13% of 
plan members had no allocation to equities at the end 
of 2015. at the other extreme, 9% of plan members had 
their entire plan account invested in equities.

these results underscore a tendency of at least 
some cap members to adopt extreme investment 
allocations. about one in four plan members in 2015 
held extreme allocations (a decrease of approximately 
five percent since our first report in 2014) – either with 

zero equity holdings or with 100% equity exposure. 
these extreme allocations may be a key reason for the 
increasing use of an automatic investment program 
such as target date funds which eliminate such 
extremes and structure plan member portfolios along 
more balanced lines.

having said that, some plan members may be making 
clear choices based on their objectives, time horizon, 
risk tolerance, investments held outside their 
workplace plan or other personal factors.

from the ages of 20 to 59, plan members who build 
their own portfolio have a very similar average level 
of equity exposure despite much different time 
horizons. Within most target date glidepaths, this 
60% equity would be an appropriate level of equities 
for a plan member in their 50s (and is similar to most 
balanced funds). a plan member in their 20s would 
have an equity exposure in the 90% range if invested 
in a target date fund due to their longer time horizon. 

plan members who are not using target date funds, 
or who don’t have access to them in their workplace 
plan, have lower equity exposure in their early years 
– exposure that remains relatively flat over time. it’s 
worth noting that these early career investors have 
roughly the same equity exposure as retirees who are 
not using target date funds.

0%

10%

20%

30%

40%

50%

60%
Target date fund

Target risk fund

Single asset class fund

Combination

Balanced

Under 20 20 to 29 30 to 39 40 to 49 50 to 54 55 to 59 60 to 64 65+

fig 4.8: MeMber Use of fUnDs – bY caTegorY bY age banDs 

fig 4.7: percenTage eQUiTY eXposUre age – DeTaileD 

%.Equity Under.
20

20.to.
29

30.to.
39

40.to.
49

50.to.
54

55.to.
59

60.to.
64 65+ Total

No equity 18% 11% 11% 12% 13% 15% 19% 25% 13%

1-25% 1% 2% 3% 3% 3% 4% 4% 4% 3%

26-50% 13% 10% 11% 11% 11% 12% 13% 12% 11%

51-75% 41% 44% 40% 39% 39% 38% 38% 37% 39%

76-99% 14% 20% 25% 27% 25% 22% 18% 15% 24%

100% 12% 12% 10% 9% 9% 9% 8% 6% 9%
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target date funds continue to contribute to significant 

improvements in the overall asset allocation within 

plan member accounts. five years ago, target date 

funds represented about 7% of cap assets with  

Sun Life financial. as of the end of 2015, assets held 

in target date funds have grown to 22% of total cap 

assets. they make one of the most daunting plan 

0%

10%

20%

30%

40%

50%

60%

70%

80%

90%

100%

Members not using
target date funds

Members using target
date funds exclusively

Average target date
fund glide path

Und
er 

20

20
 to

 29

30
 to

 39

40
 to

 49

50
 to

 54

55
 to

 59

60
 to

 64

65
 an

d 

gre
ate

r

$3.9
$5.0 $5.7

$6.9

$9.1
$10.9

$12.8

$16.6

$18.8
$20.6

$22.2

$1.9 $2.5 $2.8 $3.6
$4.5

$5.6
$6.5

$8.3
$9.4

$11.1
$12.1

Dec
2010

June
2011

Dec
2011

June 
2012

Dec
2012

June
2013

Dec
2013

June
2014

Dec
2014

June
2015

Dec
2015

Industry*

Sun Life

member decisions – how to invest one’s retirement 

savings – much easier.

Despite the popularity of this ‘newer’ style of 

investment product – and its growth as a default 

investment option – plan sponsors still need to 

monitor these funds just as they would any other 

investment option in their plan’s lineup. 

fig 4.10: TargeT DaTe fUnDs -groWTH 

fig 4.9: age anD eQUiTY eXposUre 

4.11: percenTage of plans WiTH a TargeT DaTe fUnD invesTMenT opTion 

plans and plan 
members continue to 
increase access to and 
usage of target date 
funds.

Since 2011, over 95% of new Sun Life financial clients have included target 
date funds in their investment lineup.

2010 2011 2012 2013 2014 2015

Plans using an advisor 26% 33% 40% 45% 49% 52%

Plans using a consulting firm 41% 48% 58% 62% 67% 69%

*Source: Strategic insight.
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fifty four percent of all members in plans added to 

Sun Life financial’s platform in 2014 and 2015 are now 

invested in target date funds. forty five percent of 

these members are using target date funds exclusively.

fig 4.12: percenTage of 
plan MeMbers WiTH 
access To TargeT DaTe 
fUnDs 

fig 4.13: percenTage of plan MeMbers WHo Have access To anD also HolD TargeT DaTe fUnDs

fig 4.14: percenTage of plans WiTH TargeT DaTe fUnDs

Plans using an advisor 37% 49% 59% 66% 69% 72%

Plans using a consulting firm 43% 50% 59% 62% 66% 74%

Total 41% 50% 59% 63% 67% 73%

Plans using an advisor 22% 27% 33% 38% 41% 43%

Plans using a consulting firm 43% 47% 51% 54% 57% 59%

All Sun Life Financial clients 37% 41% 45% 49% 53% 54%

Plans using an advisor 26% 33% 40% 45% 48% 52%

Plans using a consulting firm 41% 48% 58% 62% 67% 69%

2010 2011 2012 2013 2014 2015

Since 2010, plan access to target date funds has increased from 41%.to.73%.

Since 2010, plan members with access 
to and holding target date funds has 
increased from 37%.to.54%.

With a growing number of existing plans including 

target date funds in their investment lineup, many 

employers are providing plan members with a window 

of time (usually 60-90 days) to make an active 

investment decision as to which funds are most 

appropriate to use. most plan sponsors “sweep” assets 

from closed funds into target date funds if the plan 

member does not act. the assets being moved are 

generally in money market, balanced and fixed income 

funds, which are typically mapped to the target 

date fund with a maturity date closest to, but not 

exceeding, the member’s 65th birthday. 
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target date fund 

maturity dates used 

by plan members fall 

within the expected 

retirement corridor 

ages (in gold). 

for some plan 

members who stray 

beyond the gold 

area, there could be 

a deliberate attempt 

to use other target 

date funds for specific 

objectives not related 

to retirement.

fig 4.15: percenTage of plan MeMbers invesTing in THe appropriaTe TargeT DaTe fUnD 

fig 4.16: nUMber of TargeT DaTe fUnDs HelD bY plan 
MeMbers 

Maturity.date Total Under.30 30.to.39 40.to.49 50.to.59 60+

Retirement fund 2.0% 0.2% 0.4% 0.3% 0.4% 0.8%

2020 12.3% 0.5% 1.1% 1.3% 7.2% 2.2%

2025 13.7% 0.4% 0.9% 2.1% 10.1% 0.3%

2030 15.5% 0.4% 1.3% 9.3% 4.3% 0.1%

2035 14.4% 0.4% 2.5% 10.8% 0.6% 0.0%

2040 15.4% 1.1% 10.0% 4.0% 0.4% 0.1%

2045 16.8% 4.7% 11.2% 0.7% 0.2% 0.0%

2050 9.2% 6.5% 2.2% 0.3% 0.2% 0.0%

2055 0.7% 0.6% 0.0% 0.0% 0.0% 0.0%

2060 0.0% 0.0% 0.0% 0.0% 0.0% 0.0%

Total 100% 14.7% 29.5% 28.8% 23.4% 3.6%

percentaGe of pLan 
memBerS outSiDe 
appropriate maturity 
ranGe

10.3 % 3.0 % 3.7% 2.6% 0.8% 0.2%

consistent with our first Designed 

for Savings report in 2014, the vast 

majority (almost 90%) of plan 

members are using only one target 

date fund. those using multiple 

maturity dates appear to be using 

them sequentially which is a 

reasonable approach.

For.example: “Sequential 5 year” 

would be a plan member investing 

in the 2020 and 2025 fund. 

“Sequential 10 year” would be a 

plan member investing in the 2020 

and 2030 fund.
0%

10%

20%

30%

40%

50%

60%

70%

80%

90%

100%

10 yr and 5 yr

Other

Sequential 10 yr

Sequential 5 yr

# of target date funds

Multiple maturity date funds

21%

17%

62%

12%

16%

15%

57%

1 2 3 4

90% of plan members are 
only using one target date 
fund as intended.  
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fig 4.17: nUMber of TargeT DaTe fUnDs HelD bY plan MeMbers bY age 

fig 4.18: DefaUlT fUnDs 

#.of.funds Under.
20

20.to.
29

30.to.
39

40.to.
49

50.to.
54

55.to.
59

60.to.
64 65+ Overall

1 fund 95% 90% 88% 88% 88% 89% 91% 94% 90%

2 funds 3% 7% 9% 9% 9% 9% 7% 5% 7%

3 funds 1% 2% 2% 2% 1% 1% 1% 1% 1%

4 or more 
funds

1% 1% 2% 1% 1% 1% 1% 0% 1%

Plan.assets. Average.number.
of.funds.offered

Average.number.
of.funds.held

Less than $2M  7.1  1.9 

$2M-$5M  13.6  2.3 

$5M-$10M  13.8  2.4 

$10M-$25M  13.4  2.5 

$25M-$50M  13.3  2.6 

$50M-$100M  11.9  2.6 

$100M+  12.6  2.6 

automatic de-risking vehicles such as glide path 

strategies are becoming the default of choice for many 

cap sponsors. Since 2011, over 95% of new plans with 

Other

Balanced fund

Target risk/asset allocation fund

Money market fund

Target date fund

3%
  

16
%  

15
%  

11% 
55 % 

regardless of plan size or the 
number of options offered, 
most plan members limit their 
investments to two or three.
funds.

Sun Life financial have added target date funds to their 

plan’s investment lineup – and all but a few are using 

this vehicle as the plan’s default investment option.

fig 4.19: invesTMenT fUnDs offereD vs. UseD 
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fig 4.20: nUMber of fUnDs HelD bY plan MeMbers 

fig 4.21: percenTage of plan MeMbers 
HolDing a single invesTMenT opTion 

1 Fund (other)

2 Funds

1 Fund (target date/multi-risk target date)

1 Fund (asset allocation/target risk)

3 Funds

4 Funds

5 or more funds14
%   

10
%  

18
%  19% 

11 % 

9 % 
19

% 
members holding one fund maintain 
diversification, as 70%.of them are 
holding a balanced, target risk or target 
date fund. 

for members who hold a single investment option, 

the vast majority at younger ages hold a diversified 

portfolio using a target date, balanced or target risk 

fund. as they age they become more likely to hold a 

guaranteed or money market fund. While guaranteed 

and money market funds can play an important 

role in a portfolio, 100% exposure is potentially too 

conservative as most people still need some additional 

growth through their retirement years. 

Asset.class
Total.
%.of.

members

Under.
20

20.to.
29

30.to.
39

40.to.
49

50.to.
54

55.to.
59

60.to.
64 65+

Guaranteed 5% 2% 2% 3% 5% 6% 8% 11% 14%

Money market fund 9% 3% 7% 8% 9% 9% 10% 13% 16%

Fixed income 1% 0% 1% 1% 1% 2% 2% 2% 2%

Balanced 9% 2% 7% 9% 9% 10% 11% 12% 13%

Asset allocation /  
target risk

15% 12% 15% 16% 15% 14% 14% 14% 14%

Target date / multi-risk 
target date

45% 75% 56% 48% 45% 41% 38% 33% 28%

Equity – Canadian 2% 0% 1% 1% 2% 2% 3% 2% 3%

Equity – U.S. 1% 0% 0% 1% 1% 1% 1% 1% 0%

Equity – Global 0% 0% 0% 0% 0% 0% 0% 0% 0%

Equity – International 0% 0% 0% 0% 0% 0% 0% 0% 0%

Stock – company specific 12% 5% 10% 12% 13% 13% 14% 12% 9%
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Guaranteed

Money market

Fixed income

Balanced

Asset allocation/target risk

Target date fund

Equity – Canadian

Equity – U.S.

Equity – Global

Equity – International

Stock – company specific

6% 

2% 

2% 

3% 

4% 

5% 

7% 

8% 

8% 

%5% 

%5% 

4% 

5% 

5% 

6% 

6% 

2% 

5% 

6% 

6% 

6% 

6% 

6% 

7% 

%%%%%%% %3% 

7% 

9% 

11% 

13% 

14% 

18% 

28% 

33% 

13% 

11% 

10% 

10% 

11% 

12% 

12% 

38% 

37% 

29% 

23% 

21% 

20% 

17% 

11% 

2% 

9% 

13% 

16% 

15% 

14% 

12% 

12% 

%%1% 

5% 

7% 

7% 

6% 

5% 

5% 

4% 

%2% 

3% 

4% 

4% 4% 

4% 

4% 

3% 

4% 

% %% %%%1% 

 3% 

4% 

3% 

3% 

2% 

2% 

5% 

9% 

10% 

11% 

13% 

13% 

11% 

8% 

Under 20 Asset class

20 to 29 

30 to 39 

40 to 49 

50 to 54 

55 to 59 

60 to 64 

65+ 

fig 4.22: asseT allocaTion bY age 

most pension committees spend 

considerable time and effort reviewing 

their investment lineup and deciding 

whether it meets the evolving needs 

of plan members. We’ve experienced a 

number of re-enrolment opportunities 

where plan members are given the 

chance to reselect their investment 

options. no other single action 

provides as dramatic an opportunity 

to transform the asset allocation 

experience of plan members as a  

re-enrolment exercise.

plan members are usually asked to 

reselect their investment options 

during a change in the overall 

investment menu or a change in 

record keeper, but it doesn’t have to 

be linked specifically to these two 

events. Based on our experience 

during these two events, we have 

consistently seen more diversified 

portfolios overall including, in many 

cases, at least a 50% reduction in 

assets sitting in a money market fund.

plan 
members of 

all ages are utilizing  
a wide array of  
asset classes.

this supports the inclusion 
of different asset classes 

in plan design (even 
if choice within each 

category is limited to avoid 
overwhelming members). 
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Despite falling interest rates, Guaranteed interest 

accounts (Gias) have remained a useful investment. 

they offer investment returns comparable to low risk 

fixed income (bond) strategies and are an excellent 

choice for plan members seeking a conservative option 

to help manage portfolio volatility and interest rate 

risk, especially as they grow older. a small percentage 

gUaranTeeD inTeresT accoUnTs

fig 4.23: gias reMain a UsefUl opTion 

fig 4.24: plan MeMber Use of gias increase WiTH age 

1 year

Multi-term

5 year

3 year

Other single term

14
%   

12
% 

54% 
7 %

 
12

% 
84% of plans over $2 million 
use at least one Gia.

Age Guaranteed.and.
market.based.funds

Guaranteed.
funds.only

Under 20 98% 2%

20 to 29 99% 1%

30 to 39 98% 2%

40 to 49 98% 2%

50 to 54 97% 3%

55 to 59 96% 4%

60 to 64 94% 6%

65+ 92% 8%

of plans continue to use the Gia solution as the 

default investment option for their plan – and most 

of these plans cover unionized employees. if the 

collective bargaining agreement dictates the default 

investment option, the employer will be prevented 

from introducing a solution such as target date funds 

unless the change is negotiated. 

cap members approaching retirement 

tend to use the Gia option more in 

order to de-risk their portfolio. When 

this option is not available, they tend 

to select a combination of fixed 

income and money market funds.

the average cap member in their 

20s has an allocation of about 2% to 

Gias. those 65 and older have, on 

average, about 8% of their investments 

allocated to Gias. this demonstrates 

that when the average plan member 

has access to this option, it is used 

in a reasonable manner – as a small 

portion of their portfolio.

04 | inveStmentS
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05 contributions

“Money.in”, is still the greatest 
determinant of “money out” in 
retirement.

conTribUTions

While a number of factors can influence a plan 

member’s success in saving for the future, none is 

as critical as the rate of contributions. “money in”, 

is still the greatest determinant of “money out” in 

retirement. for this reason, plan design features such 

as the definition of earnings for contribution purposes, 

the level of required contributions, and the degree 

of company matching are considerations that can 

have a significant impact on a plan member’s ultimate 

retirement income.

fig 5.0: earnings DefiniTions for conTribUTions 

 

47%
 

10% 1% 7 %5 % 4 % 4 % 21 % 

Base

Base + overtime

Base + commission

Base + bonus

Base + bonus + overtime

Base + commission + bonus 

Base + bonus +
overtime + commission

All earnings

the earnings definitions for savings plan contributions 

always include base cash compensation but can vary 

widely to include other employer-paid income sources.

note: the “all earnings” category can include not only base + bonus + overtime + commission but potentially other forms of compensation that an employer 
may choose to include i.e. shift premiums, car allowance, special payments. other options listed in the above legend were specifically identified by plan 
sponsors as being included in the definition of earnings for their plan.
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When looking at these trends, some of 
the increase in absolute terms may be 
attributable to wage.inflation.

fig 5.1: average YearlY conTribUTion TrenDs 2010-2015 

average employee contribution levels had an increase 

of close to 9% in 2015. While registered contribution 

levels did increase, our data suggests much of this was 

triggered by increases in non-registered contribution 

levels, and in particular the increased use of tfSas.

$3,175 
$3,455 

$3,670 $3,850 
$4,045 $4,240 

$3,765 
$4,065 $4,190 $4,290 $4,375 

$4,720 

2010 2011 2012 2013 2014 2015

Employer Employee

fig 5.2: 2015 conTribUTions bY plan asseT siZe 

Plan.asset.
size

Average.member.
contribution

Median.member.
contribution.

Average.sponsor.
contribution

Median.sponsor.
contribution

Less than $2M  $2,900  $1,950  $2,460  $1,725 

$2M-$5M  $3,475  $2,430  $3,095  $2,280 

$5M-$10M  $3,470  $2,460  $3,075  $2,220 

$10M-$25M  $3,980  $2,920  $3,670  $2,790 

$25M-$50M  $4,135  $3,000  $3,450  $2,500 

$50M-$100M  $4,150  $3,130  $3,800  $3,000 

$100M+  $4,860  $3,195  $3,590  $2,565 

05 | contriButionS



34 Sun Life financiaL Group retirement ServiceS 

11%

2%

5%

37%

44%

37%

16%

17%

30%

1%*

Sponsor greater 
than member

Sponsor only

Member = sponsor

Member greater 
than sponsor

Member only

RRSP DCPP

fig 5.3: 2015 conTribUTions bY plan MeMbersHip siZe 

fig 5.4: conTribUTion bY plan TYpe 

Plan.
membership

Average.member.
contribution

Median.member.
contribution

Average.sponsor.
contribution

Median.sponsor.
contribution

1-99  $3,495  $2,445  $3,270  $2,305 

100-199  $3,730  $2,690  $3,490  $2,625 

200-499  $4,655  $3,075  $3,430  $2,485 

500-999  $4,130  $2,980  $3,855  $2,855 

1000+  $4,100  $3,000  $3,715  $2,680 

the higher contribution levels in larger plans likely reflect the higher contribution formulas and 

matching formulas of these plans.

*1% Dcpp member only 
represents DB ancillary 
pension plans

Dcpp sponsors have reduced sponsor-only arrangements significantly and 

moved to matching formulas. Group rrSp formulas have moved in the opposite 

direction, with member-only formulas being reduced in favour of more 

matching arrangements.

Sponsors shift contribution formulas to emphasize.
matching or sharing.of.contributions.

05 | contriButionS
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Member only

Sponsor only

Matching 
contribution

RRSP DCPP

1%*

16%

83%

44%

2%

53%

fig 5.5: plan sponsor conTribUTion bY plan TYpe 

fig 5.6: plan sponsor conTribUTions bY plan MeMbersHip siZe 

matching contribution 
arrangements have increased 
significantly from the 2014 report, 
from 76%.to.83%.in.DCPPs and 
from 47%.to.53%.in.group.RRSPs..

*1% Dcpp member only 
represents DB ancillary 
pension plans

#.plan.
members

DCPP.%.where.plan.
member.contributes

Group.RRSP.%.where.plan.
sponsor.contributes

 1-99 85% 57%

 100-199 81% 44%

 200-499 82% 44%

 500-999 77% 38%

 1000+ 87% 31%

Overall 84% 54%

matching formulas, where member levels exceed 
sponsor levels, can encourage higher overall 
contributions.

05 | contriButionS
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YK
$7,870

NWT
$12,585* NU

$6,460

BC
$8,030

AB
$13,430

SK
$10,445

MB
$6,180

ON
$7,975

QC
$7,215

NB
$5,785

NL
$9,510

PEI
$5,025

NS
$6,900

fig 5.7: plan sponsor conTribUTions bY inDUsTrY 

fig 5.8: coMbineD average plan sponsor anD plan 
MeMber conTribUTions bY province/TerriTorY

Combined.
contribution..

%.of.plans

Plan.sponsor.
contribution.only..

%.of.plans

No.plan.sponsor.
contribution.

%.of.plans

Industry.sector DCPP RRSP DCPP RRSP DCPP RRSP

Academic 95% 44% 5% 0% 0% 56%

Associations & Affiliations 89% 59% 11% 3% 1% 38%

Consumer – discretionary 82% 53% 15% 4% 2% 44%

Consumer – staples 82% 36% 17% 1% 1% 63%

Energy 57% 69% 42% 2% 1% 30%

Financial services 82% 51% 18% 5% 0% 44%

Healthcare 89% 48% 12% 1% 0% 50%

Industrial 87% 51% 12% 2% 1% 47%

Technology 55% 54% 45% 2% 0% 44%

Materials 83% 40% 16% 2% 0% 58%

Professional services 88% 55% 13% 2% 0% 43%

Public services 100% 58% 0% 0% 0% 42%

Recreation 58% 67% 42% 3% 0% 31%

Telecommunication services 78% 71% 22% 5% 0% 24%

Utilities 100% 71% 0% 0% 0% 29%

in the table above, those with 
figures illustrated in the no plan 
sponsor contribution % of plans 
column, reflect DB ancillary 
plans where only employee 
contributions are made.Geographically, these combined average 

annual contributions are consistent 

with earnings information tracked 

by Statistics canada*. Since most 

plan member contributions are 

based on a percentage of earnings, 

it is reasonable to expect that 

in parts of the country where 

wages are highest, plan member 

contributions will also be higher, 

triggering a higher contribution by 

plan sponsors in absolute dollar terms.

Source: Statistics canada, canSim, table 281-0027
*Several plan members in nWt with high contributions increase the 
average.

05 | contriButionS



 37 DESIGNED for SAVINGS | 2016   The benchmark reporT on capiTal accumulaTion plans in canada

fig 5.9: annUal conTribUTions bY age fig 5.10: annUal conTribUTions bY genDer 

Combined.payroll.contributions.–.plan.
sponsor.and.plan.member

Age Average Median

Under 20 $1,810 $1,100

20 to 29 $6,675 $4,830

30 to 39 $8,585 $6,230

40 to 49 $9,605 $6,960

50 to 54 $9,600 $6,780

55 to 59 $9,460 $6,565

60 to 64 $8,480 $5,855

65+ $7,560 $4,955

fig 5.11: MeDian eMploYee conTribUTions bY plan TYpe anD plan asseTs 

Plan.asset.size DCPP RRSP NREG EPSP

Less than $2M $1,730 $1,875 $2,600 $3,530

$2M-$5M $2,030 $2,450 $1,310 $4,290

$5M-$10M $1,985 $2,600 $2,450 $4,290

$10M-$25M $2,455 $2,810 $3,155 $3,235

$25M-$50M $2,520 $3,060 $3,245 $4,165

$50M-$100M $2,500 $3,085 $2,595 $4,000

$100M+ $2,335 $3,015 $3,935 $3,980

While tax-deferred products such as Dcpps and group 

rrSps remain the cornerstone for retirement saving, 

many employers now include after-tax savings plans 

(such as the tfSa, non-registered plans and epSps) 

as part of a flexible, multi-pronged compensation 

package. Since 2013, non-registered products have had 

the greatest increase in contribution levels.
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fig 5.12: MeDian eMploYer conTribUTions bY plan TYpe anD plan asseTs 

fig 5.13: MeDian Dcpp conTribUTion levels bY inDUsTrY 

Plan.asset.size DCPP RRSP DPSP NREG EPSP

Less than $2M  $1,890  $1,510  $1,685  $2,840  $1,780 

$2M-$5M  $2,280  $2,035  $1,945  $1,240  $2,065 

$5M-$10M  $2,335  $1,915  $1,955  $1,030  $1,245 

$10M-$25M  $2,705  $2,325  $1,945  $1,750  $1,680 

$25M-$50M  $2,760  $2,170  $2,175  $1,630  $2,156 

$50M-$100M  $2,900  $1,500  $2,590  $2,000  $2,585 

$100M+  $3,335  $1,855  $1,370  $2,395  $1,815 

employers of all sizes are willing to make contributions 

to an after-tax savings plan on behalf of employees 

– whether it’s the employer’s contribution for an 

employee share purchase plan or the company’s 

continued contribution for the higher income earners 

once they reach tax-sheltered limits. plan members 

continue to benefit from employer contributions, 

whether in a tax-deferred or after-tax savings product.

the benefits of employer 
contributions are not.limited.to..
tax-deferred.savings.products.

7.9%

4.9%

3.4%

5.6%

4.6%

3.1%

4.5%
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3.8%

5.9%

2.9%

5.9%

4.9%

4.9%

4.4%

5.8%

4.2%

3.9%

5.0%

3.2%

4.5%

3.8%

5.7%

6.1%

4.0%

4.1%
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Consumer - staples

Energy
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Telecommunication services
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05 | contriButionS



 39 DESIGNED for SAVINGS | 2016   The benchmark reporT on capiTal accumulaTion plans in canada

06 account balances

account balances and retirement income 
needs will vary considerably based on 
plan member demographics.

accoUnT balances

account balances vary considerably based on plan 

member demographics. factors such as household 

income, age and job tenure influence account balances 

– and these factors are intertwined. not only does 

income tend to rise somewhat with age (making 

saving more affordable), older plan members also 

tend to save at higher rates. in addition, the longer an 

employee stays with an organization, the more likely 

they are to earn a higher salary, participate in the 

plan, and contribute at higher levels. Long service plan 

members also have higher balances because they have 

typically been contributing to their workplace plan for 

a longer period.

Similarly, plan member retirement income needs 

and account balance targets will vary depending on 

lifestyle changes as they get closer to retirement, 

as well as evolving retirement goals and aspirations. 

there is a range of opinion on the percentage of pre-

retirement income needed for retirement, but what’s 

critical is that plan members consider and plan for 

their lifestyle changes and retirement income needs 

during their mid-career stage, not at the end of their 

career when adjustments may be too late. 

as caps continue to evolve in canada, we expect 

that plan members and plan sponsors will become 

more engaged in the discussion around retirement 

income –and planning for how account balances will 

meet their needs.
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fig 6.0: average anD MeDian accoUnT balance bY age 

$3,575 
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$71,000 
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Average balance
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$680 

$10,300 

$24,005 

$41,455 
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$42,150 

$1,100 

$4,830 

$6,230 
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Median balance

Median payroll contribution

55 to 59
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65 +

While account balances appear low in these 

illustrations, plan members aged 50+ in particular 

may have a deferred vested pension from a legacy DB 

plan to support retirement incomes. the trend shows 

younger members are projecting to higher account 

balances, and they may also have other assets to 

consolidate. the wide variance between the average 

account balances and the median account balances, 

especially in the 30 to 50 age group, suggests there 

are plan members with considerable time before 

retirement who could benefit significantly from 

increased contribution levels.

employees can transfer retirement account balances 

to personal locked-in plans when they switch jobs – 

meaning that the balances above likely do not reflect 

the full amount held in workplace savings plans.

automatic contribution increases, 
if adopted as a standard practice in 
canada, could have a significant positive 
impact on account balances and, 
ultimately, retirement income.
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fig 6.1: average anD MeDian accoUnT balance bY genDer anD accoUnT groWTH 
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Median account balances
the difference in account balances by 

gender is likely attributable to the fact 

that the average wage for women trails 

that of men (it’s about 70% of male full-

time wages1), and women take greater 

time out of the workforce when having 

and raising a family. 

While men have average and median 

balances that are 40% – 45% higher than 

those of women, the average account 

balance for women has grown at a 

slightly faster rate than that of men.

1.  Statistics canada, canSim, table 202-0102, average 
earnings by sex and work pattern.
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AVERAGE ACCOUNT BALANCES

MEDIAN ACCOUNT BALANCES
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fig 6.2: average anD MeDian accoUnT balance bY genDer anD inDUsTrY
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AVERAGE ACCOUNT BALANCES

MEDIAN ACCOUNT BALANCES
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fig 6.3: accoUnT balances anD conTribUTions bY inDUsTrY

Account.balances Total.annual.contributions

Industry Average Median Average Median

Academic $147,530 $76,325 $10,985 $10,125

Associations & 
Affiliations

$53,685 $23,515 $5,880 $4,805

Consumer – 
discretionary

$53,135 $23,215 $6,350 $4,405

Consumer – staples $55,755 $25,255 $6,415 $5,050

Energy $99,155 $54,690 $18,280 $16,235

Financial services $70,520 $30,370 $8,160 $6,000

Healthcare $58,145 $27,620 $7,075 $4,645

Industrial $64,840 $33,520 $7,315 $5,640

Technology $87,065 $52,960 $9,335 $7,570

Materials $77,670 $41,010 $9,680 $8,140

Professional 
services

$70,355 $32,250 $7,975 $6,080

Public services $54,645 $21,580 $6,430 $5,285

Recreation $92,640 $59,230 $4,995 $4,085

Telecommunication 
services

$80,125 $59,120 $8,360 $7,175

Utilities $71,985 $42,285 $11,040 $10,040

there are significant variations in account 

balances by industry sector, which reflect 

a complex mixture of business factors 

(influencing plan sponsor contributions) and 

workforce demographics (influencing plan 

member saving rates).
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07 voluntary plan-type
highlights

20% of private sector employers offer 
an eSpp or include company stock as 
an investment option in their group 
savings plan.

eMploYee sHare pUrcHase plans

approximately one in five private sector employers 

offers an employee Share purchase plan (eSpp) with 

payroll deductions, or includes their company stock as 

an investment option in their company savings plan.

these stock ownership initiatives are designed to 

better align the interests of employees with the 

company’s shareholders, leading them to think and 

act more like owners. in addition, employees who are 

shareholders may feel more commitment and loyalty 

to their employer, leading to reduced employee 

turnover.

fig 7.0: coMpanY sTocK asseTs bY proDUcT

EPSP

DPSP

NREG

RRSP

Other 
25

%
 

22%  26 % 

25 %
 

2
% 

the convenience of payroll deduction – resulting in 

dollar cost averaging of the company’s stock – and 

institutional pricing due to bulk purchases makes it an 

attractive product for a publicly traded company to 

offer as a complement to a retirement savings plan.
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fig 7.1: coMpanY sTocK asseTs bY MeMber oWnersHip*

fig 7.2: espps bY accoUnT balance*

employers offering company stock typically do so 

as an investment option within their group rrSp or 

rrSp/DpSp plan and/or with the opportunity for 

contributions to continue in an after-tax savings 

vehicle. in many cases, the company’s contribution is 

capped at a defined dollar amount – generally $3,500 

- $5,000. offering company stock as an investment 

option is relatively uncommon, and effective July 1, 

2016, additional investments in company stock are no 

longer permitted in Dcpps. Dcpps holding company 

stock will be given until July 1, 2021 to divest company 

stock from their holdings.1

1.  Pension Benefits Standards Regulations, 1985

*includes all plans where company stock is available.
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46 Sun Life financiaL Group retirement ServiceS 

fig 7.3: espp accoUnT balance bY inDUsTrY

fig 7.4: espp parTicipaTion bY inDUsTrY
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$6,820 

$11,380 

$10,405 

$29,965 

$29,490 

$36,800 

$60,430 

$26,810 

$18,380 

$37,805 

$27,330 

Consumer - discretionary

Consumer - staples

Energy

Financial services

Healthcare

Industrial

Materials

Oil & Gas*

Median Average

24%

1%

15%

53%

1%

3%

3%

8%

33%

2%

17%

37%

1%

7%

4%

12%

Based on total ESPP assets
Based on # of plan members

Consumer - discretionary

Consumer - staples

Energy

Financial services

Healthcare

Industrial

Materials

Oil & Gas*

* in these charts, oil and gas 
has been separated from the 
energy industry.

Fewer  
than 50% of 

employees typically 
take advantage of 

their ESPP
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fig 7.5: espp MeMber invesTMenT beHavioUr – 2015 onlY
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the tax-free Savings account (tfSa) has given 

canadians a new way to save since its introduction 

in 2009. While there were initial concerns that plan 

members might redirect longer-term saving to a tfSa 

to gain more withdrawal flexibility that has not been 

the case. Generally, plan members are making net new 

tfSa deposits and investing in market-based funds to 

take advantage of the tax-free investment growth. 

 12 million 
Canadians.have.a.TFSA

$103 billion 
in.retail.TFSA.assets

Source: Strategic insight.

fig 7.6: Tfsa MeMber accoUnT balances

$5K - $10K

Less than $5K

$15K - $15K

$15K - $20K

Greater than $20K 

54
% 

18 %  

9 % 5 %
 

14
% 

TaX-free savings accoUnTs
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25%

75%Net new   
contributions

Existing 
  assets 
     transferred

with access 
to a TFSA are 
consistently 

making regular 
contributions

one in four employees 

are redirecting existing 

assets from non-registered 

products to their tfSa, 

making more tax-efficient use of 

their savings. most deposits, however, 

involve net new contributions, meaning 

that plan members with access to a 

tfSa at work are saving even more.

fig: 7.7: Tfsa MeMber conTribUTion soUrces

40%  
year-over-year 

increase

since 2012 in the 
number of Sun Life  

Financial plan 
sponsors adding 
the TFSA to their 
workplace plan

75%  
of  

contributions

to group TFSAs are 

neW deposits

2,000  
cap  

sponsors

offer a TFSA to 
their employees (as 
of December 2014)

38%  
of plan  

members

with access 
to a TFSA are 
consistently 

making regular 
contributions

Tfsa snapsHoT
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WiTHDraWals froM Tfsas anD groUp rrsps

tfSas that are part of a workplace plan typically allow 

withdrawals, given their attractiveness as a shorter-

term savings vehicle. 

fig 7.8: Tfsa WiTHDraWals bY age 

fig 7.9: Tfsa WiTHDraWals bY genDer
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of employers offering a group rrSp, approximately 

two-thirds allow plan members to make withdrawals 

while employed. thirteen percent of plans apply a 

penalty for withdrawals made during employment.
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Common.penalties.when..
in-service.withdrawal.made %.of.plans

participation 
suspended for:

3 months 4%

6 months 16%

1 year 12%

employer 
contribution 
suspended for:

6 months 10%

1 year 18%

2 years 6%

a growing number 
of plan sponsors 
have expressed 

concern about the 
leakage from their 

plans and have 
either implemented 

restrictions or 
are considering 
implementing 
restrictions. 
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fig 7.11: rrsp WiTHDraWals bY age 
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more than 75% of total rrSp withdrawals are 

made by those under the age of 50, reflecting 

the increased pressures faced by these members 

to use assets for other expenditures. on the 

other hand, older members are less inclined to 

withdraw assets as they near retirement.

note: these percentages exclude withdrawals due to the home 
Buyers’ and Lifelong Learning plans, terminations, retirements and 
deaths.

fig 7.10: percenTage of plans THaT perMiT WiTHDraWals
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difference in the 

amount or frequency of 
rrSp withdrawals across 
gender.
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mobile is now more.engaging.
than desktop.

mobile accounts for 56% 
of all time spent on the 
internet.
Source: comScore.com, 2015, Canada Digital Future 
in Focus Report.

08 fostering engagement 
in a digital world

Faster..Better..More.convenient..as the digital world 

continues to evolve, so does human behaviour. We 

see it in the retail economy. We see it in finance. 

We see it in how our children learn and study. in 

terms of entertainment, we can watch what we want, 

when we want, where we want. our entire means of 

communicating and seeking and digesting information 

has radically changed over the past 15 years, with the 

ever-present smartphone firmly planted in human 

palms around the world. 

canadians are among the leaders in embracing digital 

technology.  for the canadian cap industry, this can 

significantly impact how we engage plan members and 

move them to positive financial action through saving 

at work.

current statistics cite 85% of canadians as digitally 

active, with a fairly even gender split.1  this puts 

canada on par internationally with the most prevalent 

users – the united States, Germany, france and the 

united Kingdom – with canada leading in terms of 

average visits and number of hours per visitor online.2  

When we look deeper, canadians are spending an 

average of 37 hours per person per month online, 

on about 90 different sites. interestingly, with the 

rapid adoption of mobile services, usage on desktop 

computers has not declined significantly. instead, 

fosTering engageMenT 
in a DigiTal WorlD

we’re seeing a doubling effect of usage as people stay 

connected ‘on the go’, as well as at home and work. in 

fact, this “on the go” connectivity now accounts for 

56% of all time spent on the internet.3 

1. comScore.com, 2015, Canada Digital Future in Focus Report.

2. internet Live Stats, internetlivestats.com, September 2016.

3. comScore.com, 2015, Canada Digital Future in FocusReport. 

56% 44%
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82% of Canadians are 
registered online users (from either a 
desktop computer or mobile device)

will use their mobile device (tablet 
or smartphone) only in a given month

number of pages viewed 
monthly by users = 3,238. 
Only Italy and Russia have users 
viewing more pages online than 
Canadians each month

82%

Highest internet usage globally

 
(1.5 hours per month higher than 

2nd place U.S.)

36.7 hours per month

Ages 18-34 – 95% have mobile device
Ages 35-54 – 89% have mobile device
Ages 55+ – 62% have mobile device

24.3 million
Canadians own a mobile device 

3 times a day 1.5 million Canadians 
– highest globally

3rd highest

Canadians typically access the internet 

fig 8.0: canaDians are increasinglY eMbracing Mobile anD DigiTal engageMenT
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fig 8.1: aDUlT DigiTal banKing User peneTraTion, canaDa vs U.s. (2014-2019 projecTeD)

online access to financial information is also increasing 

rapidly. in 2010, canada had the highest global usage of 

online banking, with 65% of internet users leveraging 

the service, compared to 45% in the u.S. over the 

note: internet users ages 18+ who access their bank, credit union, credit card or brokerage account digitally via any device at least once 
per month; excludes virtual wallet services (e.g., Google Wallet, paypal).

Source: emarketer.com, may 2016, Canada Ahead of U.S. in Digital Banking Usage.
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100%
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65.2% 66.6% 67.9% 69.0% 70.2% 71.5%

last five years, the global usage of this service has 

exploded, with canada now sitting at 80%, even 

though we’ve dipped from the number one position.4 

4.  comScore (comScore.com), 2010, insights: Top 10 Countries by Online 
Banking Penetration.

in 2010, canada had the highest.global.
usage.of.online.banking, with 65%.of 
internet users leveraging the service.
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fig 8.2: ToTal DigiTal aUDience coMposiTion

Source: comScore.com, march 2015, MMX Multi-Platform, U.S., Canada, UK.

37%

USA CANADA UK

38%

25%

40%

44%

16%

39%

37%

24%

Age 18-34 Age 35-54 Age 55+

DeMograpHic analYsis

While canadians represent some of the highest levels 

of digital usage globally, these statistics are being 

driven disproportionately by younger demographics 

who stand out for their intensity of use. When 

compared to the u.S. and the u.K., canada has the 

highest usage among 18-34 year olds, and the lowest 

usage among those 55 years and older. as the “slower-

adopting” older generation exits the workplace, 

“high usage” millennials will make up 40% of the 

working population by 2020 – and bring with them an 

increased demand for digital services. 

40%  
highest usage 
among 18-34 

year olds

“High usage” millennials will 
make up 40% of the working 

population by 2020 – and 
bring with them an increased 
demand for digital services. 
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DigiTal engageMenT anD THe sUn life 
Universe

We’re seeing evidence of these changing digital trends 

at Sun Life. in 2015, 50% of plan members in our 

universe accessed the Sun Life plan member services 

website, with 80% of them visiting up to 11 times 

during the year. this trend continues within the mobile 

space where frequency of usage accelerates to 80% 

of users visiting up to 21 times. the vast majority of 

members using the Sun Life mobile app also leverage 

the website. in fact, we see a correlation between 

web usage and increased mobile usage. this is typical 

of broader canadian trends where online usage is 

becoming a habitual activity for all kinds of behaviours 

and transactions. on the Sun Life plan member 

website, checking balances, viewing transaction history, 

personal rates of return and investment performance 

top the list of plan members’ activities online. 

paTH To engageMenT – eMbrace THe  
online fUTUre

the digital growth trend in canada is clear. the 

opportunity to increase member engagement lies 

in the delivery of digital solutions that give plan 

members a clear understanding of how to act quickly 

and simply so that they can make decisions when they 

want and where they want. 

retirement readiness is a lifelong journey – with 

many action points along the way. encouraging plan 

members to take action at the right times is critical 

to their long-term success. Digital solutions allow us 

to do just that – by using technology to create more 

personally relevant communications that drive better 

outcomes and improved retirement readiness.

Percentage of 
Canadian population

Regional usage

Desktop 
usage (2014)

Smartphone 
ownership

ON
39% vs. 41%

QC
22% vs. 19%

Prairies
18% vs.  19%

AB
7% vs. 7%

BC
14% vs. 15%

British Columbia - 13.1%

Alberta - 11.7%

Prairies - 6.8%

Ontario - 38.5%

Quebec - 23.0%

vs.

fig 8.3: regional Usage of DesKTop coMpUTers vs. Mobile (sMarTpHone oWnersHip)

Source:  Data from comScore.com and Statistics canada.
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Learn more. Earn more.

nus eht rednu rethgirb s’efiL 

GROUP BENEFITS | GROUP RETIREMENT SERVICES | INDIVIDUAL INSURANCE AND INVESTMENTS 

© Sun Life Assurance Company of Canada, 2014.

money UP makes the most of plan members’ competitive spirit and desire to learn. It’s a game-inspired 

program that challenges plan members to learn about their workplace retirement and savings plan online. 

For more information visit sunlife.ca/moneyup.

gaMificaTion: a DigiTal WaY To engage

one of the side effects of canada’s rapid adoption 

of digital access is that we expect everything to be 

“instant” – especially millennials who have known no 

other way. they want simplicity and choice, and they 

want whatever they choose to be delivered as close to 

immediately as possible.

plan sponsors often find themselves at a disadvantage 

with retirement savings plans, as they can only offer 

the promise of savings or retirement income to be 

enjoyed decades later. it’s a tough sell in an instant 

gratification world.

money.UP, introduced by Sun Life financial in 2013, 

brings the principles of gamification into retirement 

saving. Gamification is the use of game concepts in 

non-game contexts to engage users. When it comes 

to retirement saving plans, the context is using games 

to influence plan members to take appropriate 

actions, such as increasing one’s contributions to 

their group savings plan. the rationale behind this 

style of engagement is that many individuals spend 

more time playing computer games than thinking 

about retirement – so merging the two may motivate 

members who would otherwise not pay attention to 

their retirement savings plans at all. in short, it is an 

effort to make planning for retirement fun and we’ve 

seen it work first-hand.

money UP can work with all employees, but it has 

proven to be especially effective with younger 

employees who are avid technology and gaming users 

outside of the workplace.

Have increased their contributions
and/or added a new product

Products opened per player
Increase in average

contributions
Increase in average
payroll deductions

#1 TFSA #2 RRSP

Male users 

31%

50%

53%47%

46%1.24

$$

................

...
.

...
.

OF THOSE WHO HAVE
OPENED PRODUCTS

OF THOSE PLAN MEMBERS
TAKING ACTION

Female users 

$ $

fig 8.4: MoneY Up – insigHTs froM plan MeMber parTicipaTion
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09 methodology

MeTHoDologY

the data included in this report is drawn from Sun Life 

financial’s proprietary cap database. the following key 

considerations were included in our analysis:

•  active plan members with an account balance 

greater than $0 at the end of each applicable year.

•  active full-year plan members were used to 

calculate all references to average and median 

numbers. partial-year members were excluded.

•  total number of plans on page 5 reflects the removal 

of investment only and notional type plans

•  unless otherwise noted, data is as of December 31 of 

each calendar year.

industry sectors are represented by the 
following:

acaDeMic
95 plans/11,080 members
School Boards

universities/colleges 

other

associaTions & affiliaTions
283.plans./14,913.members.
aboriginal Band association (first nations)

not-for-profit 

religious association 

other

consUMer - DiscreTionarY
711.plans/106,721.members
auto components automobiles

Distributors

hotels, restaurants & Leisure media

Specialty retail

other 

consUMer - sTaples
219.plans/41,614.members.
Beverages

food & Staples retail

food products

household products

personal products

other

energY
186.plans/74,829.members
energy equipment & Services

oil, Gas & consumable fuels

other

financial services
202.plans/98,399.members
Banking

Diversified financial Services insurance

real estate management & Development 

other
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HealTHcare
386.plans/37,171.members
Biotechnology 

healthcare providers & Services

healthcare equipment & Supplies 

pharmaceuticals 

other

inDUsTrial
863.plans/98,508.members
aerospace & Defense

air freight & Logistics

airlines

Building products

commercial Services & Supplies

construction & engineering

electrical equipment

industrial conglomerates

machinery

marine

road & rail

trading companies & Distributors

transportation infrastructure

TecHnologY
195.plans/34,945.members
communications equipment 

computers & peripherals

electronic equipment & instruments

internet Software & Services

it services

Software

other

MaTerials
428.plans/73,538.members
chemicals

construction materials

containers & packaging

metals & mining

paper & forest products

other

professional services
125.plans/11,119.members
financial (consulting/accounting)

Legal 

medical

other

pUblic services
141.plans/3,226.members
federal

municipalities

provincial

other

recreaTion
56.plans/6,505.members
entertainment

professional Sports

other

TelecoMMUnicaTion services
29.plans/2,730.members
Diversified telecommunication Services

Wireless telecommunication Services

other

UTiliTies
34.plans/4,832.members
electric utilities

Gas utilities

multi-utilities

Water utilities

other

oTHer
464.plans/5,897.members
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Sun Life financial is a leading international financial services organization providing a diverse range of 

protection and wealth accumulation products and services to individuals and corporate customers.  

Sun Life financial and its partners have operations in key markets worldwide, including canada,  

the united States, the united Kingdom, ireland, hong Kong, the philippines, Japan, indonesia, india, china, 

australia, Singapore, vietnam, malaysia and Bermuda. as of December 31, 2015, the Sun Life financial group 

of companies had total assets under management of over $891 billion. Sun Life financial inc. trades on the 

toronto (tSX), new york (nySe) and philippine (pSe) stock exchanges under ticker symbol SLf.

Sun Life Group retirement Services has been ranked as the leading provider of capital accumulation plans 

in canada for more than 12 years1 with:

• nearly $73 billion in assets under management

• more than 9,300 group retirement policies in force

• over 1.1 million participants

• plans ranging in size from one to 60,000 members

For.more.information,.please.speak.with.your.Sun.Life.Financial.Group.
Retirement.Services.representative.

these materials are intended for general information only. Sun Life assurance company of canada 

disclaims all liability for the use of these materials and for any claims or suits arising from such use. to 

request additional copies of this and/or reproduction rights, please contact grsmatters@sunlife.com.

sunlife.ca

Life’s.brighter.under.the.sun
Group BenefitS | GROUP.RETIREMENT.SERVICES | inDiviDuaL inSurance anD WeaLth

1.   Benefits canada, December 2015 – Sun Life financial Group retirement Services’ share of assets under management in canada as of 
June 30, 2015
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