
  CA-NP-341 
Requests for Information  NP 2010 GRA 

Newfoundland Power Inc. – 2010 General Rate Application Page 1 of 1 

Q. Further to CA-NP-325, is NP’s consultants, Mercer, able to provide any information 1 
regarding how common it is for employers to provide post-age 65 retirees benefits at 2 
no charge? 3 

 4 
A.  Newfoundland Power’s benefits consultant is Aon Consulting.   5 
 6 
 In 2009, Aon Consulting created a Benefit Trend Survey.  This survey includes 7 

information on trends in retirement benefits coverage.  A copy of this survey is included 8 
as Attachment A to this response.  9 

 10 
 The survey indicates that 41.3% of employers currently offer some type of post-11 

retirement benefits.1  The survey also indicates that the average company paid portion of 12 
retiree benefits is 88.9%.2 13 

                                                 
1  See Question 24 at page 43. 
2  See Question 26 at page 44. 
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As a Canadian ieader in health and benefits consulting, Aon Canada has unparalleled access to the concerns, 
ideas and approaches to employee benefits of Canada's leading organizations. Aon Consulting's 2009 Canadian 
Benefits Trends Survey team collaborated with over 275 of these organizations to closely examine their top five 
areas of concern: group benefits, retirement plans, talent management, communications and outsourcing. 

Employers are increasingly caught in a double bind in their efforts to attract and retain top talent. On the one 
hand, competition for top talent is increasingly fierce. On the other, staying ahead of the competition requires 
attractive, competitive benefits packages -while health-care costs continue to race upward. 

This survey shines a bright light on how leading employers are addressing today's most pressing benefits and 
talent management issues. We are confident you will find the information in this report to be of value in shaping 
your future workplace. 

Heading into 2009, the new economic climate only amplifies the talent challenge. Organizations who address 
this challenge armed with the latest research, tools and approaches will certainly reap the rewards. 

Sincerely, 

Laura Mensch 
Senior Vice President 
National Practice Leader, Health & Benefits 
Aon Consulting Canada 
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Executive Summary 
For the second time, Aon Consulting has surveyed leading employers across Canada to examine their benefits 
and talent management practices and challenges. In this report, we identify trends and offer insights to help 
Canadian business leaders develop successful strategies to shape their future workplace. 

Survey respondents included 278 employers representing a wide variety of industries and nine Canadian 
provinces. Respondents were primarily HR or benefits managers. 

The survey focused on five areas of prime importance to employers: health care, retirement, talent management, 
communication and outsourcing, with a view to balancing rising benefits costs against the growing need to 
attract and engage top talent. Below are some of the key findings: 

Benefit cost prevention and flexible benefits partner with cost containment . Employers continue their efforts to manage rising costs of health care. While classic containment methods 
continue - 40% of respondents intend to search for a more competitive insurer - more advanced methods are 
also gaining strength; 49% have implemented or plan to implement proactive claims management; 58% are 
implementing enhanced disability management strategies. 

Many of the benefits achievable through cost containment have now been realized; a growing number of 
employers are looking to cost prevention. Wellness programs are increasingly popular: 46% of employers have 
implemented flu shot programs; 46% plan to promote exerciselphysical activity; 23% offer or plan to offer 
weight and lifestyle management programs. 

Flexible benefits plans are gaining momentum as a method of managing benefits costs, through paying only 
for what is chosen by each employee; 24% of employers intend to switch to flex plans; one-fifth intend to 
introduce health care spending accounts. 

Defined contribution plans at a crossroads? . The trend towards defined contribution (DC) plans that has occurred since 2000 now appears to be slowing, 
largely because of the recent extended period of historically low interest rates. The sharp decline in equity 
markets in late 2008 suggests few new defined contribution plans are likely to be introduced in the near future. 

Almost one-fifth (1 7%) of employers indicate that less than half of their eligible employees are enrolled in their 
Group RRSP or DC plan. Less than 10% of employers believe their employees have a strong understanding 
of how to invest their Croup RRSP or DC plan assets. This suggests a need for enhanced communication, yet 
more than half of employers (51%) currently do not offer investment advice to plan members. 

Talent management: Time for a keener focus? 
With the talent market becoming ever more competitive - 84% of employers reported that the shortage 
of talented resources would have the most significant impact over the next one to three years - employers 
must become more effective at attracting and retaining top workers. Valued group benefits and retirement 
programs are critical tools to this end. The challenge is offering these plans when health care costs continue to 
rise significantly. 

Employers recognize that the war for talent is intensifying. How confident they are at dealing with that 
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challenge is another matter. While 57% attach great importance to workforce planning, only 11% feel they are 
doing a highly effective job. 

Communication: needs more work 
Employers have effectively addressed the media side of the communication equation. Most use a range of 
media, from traditional to new age, to meet the communications preferences of their diverse, intergenerational 
workforce. 

Yet in terms of message, employee communication remains rooted in the past, when employers made 
most benefits decisions and occasional messages were sufficient. While employers have shifted considerable 
responsibility for decision-making to their employees, they often fail to provide the information employees 
need to make informed decisions. 

Employers rank total compensation or rewards as one of the most important topics of communication with 
their employees, and 95% of respondents who issued these statements reported they helped to increase 
employee understanding and appreciation. Nonetheless, only 30% of employers do provide their employees 
with these statements. 

Outsourcing: a win-win solution - Over 50% of employers are outsourcing their benefits and/or pension administration. Over 30% are 
outsourcing absence management. Increasingly, employers are realizing that the best expertise and the 
greatest value-for-money in managing many HR initiatives lie with organizations dedicated to the management 
of human resources. 

Conclusions 
The shortage of qualified and skilled employees is  expected to be the most impactful HR issue in the next three 
years. Given the economic environment and the rising costs of employee benefits, striking the balance between 
the competition for top talent and the associated costs will underpin virtually all talent and benefit decisions 
moving forward. 

Organizations can consider a variety of measures to effectively manage this challenge. A more concerted 
commitment to workforce planning is critical to directing recruitment and retention efforts. Proactive recruitment 
strategies for key positions and creative retention strategies can act as clear points of differentiation from the 
competition. 

Benefits programs remain an important component of total rewards and can provide a competitive advantage if 
organizations evolve to innovative, sustainable and comprehensive programs that respond to a diverse workforce 
and changing healthcare landscape. 

It is critical that employees clearly understand the value of their benefits and feel equipped to manage their 
benefits choices through informed decisions. Enhanced communication tools and processes will be required to 
convey the organization's value proposition and, in turn, maximize employee satisfaction and retention -critical 
success factors in the context of an impending talent crunch. 



209 Aon C o n s u h ~ e n e f i t  Trends S u r v e v  
UU",<in,ull,ng ,mi 'ma - u,r,*,r ar3nn4 

Table of Contents 

Participants 

Participant Demographics 

Trends in Health & Benefits and Absence Management 

Trends In Retirement 

Trends in Talent Management 

Trends Survey - Communication 

Trends in Outsourcing 

Talent Management 

Benefits 

Shaping the Workplace of the Future 





2@? Aon C o n S u l t i n g ~ B e n e f i t  T rends  Survey 
Y *"n'Imruninoini.2~ob *IIi ,gl,,.*i.miil 

Participants 
1.  7.Eleven Canada lnc. 
2. ABSA (The Pre~ure EquipmeeL Safety Aufhrnily) 
3 Aiclrim Heallh 

l o  A!! ~l iutdecanada 
I I .  AkerChemelica 
I 2  Allan BreauelA$raci6r Ini. 
13. Allegro R&rdenrer 
14 AlternaSolutionr lni. 
IS. Anon maur 
16, Aonranada 
'7. Apegga 
la. Apotex I"<. 
19. APTN (Ahori inal Peoplerl&nr#on Neiwork) 
2" ~~~f~~~~ ~ ~ ~ ~ ~ ~ ~ t b ~  
21. A ~ ~ T B D  
zz ~ ~ r o t i a t i o n  miniare du Quebec 
23 AslraZeneril Canada inr. 
24  viva Canada In<. 
25. &Canada 
26. B. A. RabinrooCo. LLd. 
27 Banque Natlonale 
28. Betkfon DickinranandCompany 
29 Bellwndr Cenlrer ForCornmunlIy Lwing lni. 
3". Bentell capita1 
31. Bihllolheque etarrhlver natlonalerdu Qu6ber 
12. Blockbu$lerCmadr CO. 
33 BNP Rnhar (Canada) 
34. Boehnnger lngdheim Crnrdr Ltd. 
35. BouIiqueJr<ob 
16. Bdtlrh Columbia Ferry Servlier 1°C. 
$7. ~~~i~~~~ nwdopment ~ ~ ~ k a r ~ ~ ~ ~ d ~  
IX. CMSarkalihewm 
39. t441 penrlon Plan 
40. Camero Corporation 
41. Cam0 last 
42. cana&  ong gage and ~ouzing corporalson 
4). Canada Pan Corpmflon 
44 Canadran Bapllll Mlnistnet 
45 C a ~ d ~ a n  Medical&>oC$lion 
46 canadan MemarialChiroprarticCollqje 
47. Canad~an Parlflr 
48 CentcalHeat 
49 Centrsle der $yndrulsd6mmraIiques 
50 ci,y Of Abb0Mord 
51 Cityof Bvrllnglon 
52  City of Chll~wack 
53 City of Edrnaoloin 
54. city of Nanaimo 
ss city Of 0,wwa 
56 Cil dvancauver ,, "JR 

C ' O ~  DEV Ltd. 
cmmluian de ir cmrtructlon du Quebec 
Cmmiulon nolaire des navigaceurr 
Cmnetax 
Computer Sriencescanada In<. 
ConexmCred!tUnbn 
conrtruit im nlL I ~ C .  
CareMack lnleinatlonal lor. 
CarpaaUan d'h6bergemenl du Qu6bec 
C d t  Beverages 
CPL(Can~ailPharmaceufi~alz Ltd.Cunada) 
Crdx Blue d" Q"6het 
Cullam HoureLtd. 
DALSA 
nanierleather lnc. 
navieiward ~ h i ~ ~ i p r  meberg LLP 
Dillon conru~ting ~ t d .  
Dhlrkf of Squamirh 
nover~ndu~~~ ies  ~ t d .  
Duikr Unlimited Canada 

I B Games 
benisledeNorrlair Inr. 

En Lilly Canada hr. 
Emballrger Jean Caner 
Emer is, alELUSComprny 
~ n e d x  syilerns ~ t d .  
Energy ~esourrerCanrewabon Board 
FairmonlHofel~ 61 Resorts 
Federated Coop 
FPderarion der crirrer Dcsiardtnr du Quebec 
FedEx Trade NeMlakr 
Fillmore Riiey LLP 
 inning International 
Firn D a ~ i  Carp 
Flint Energy Sewer Ltd. 
PI""" Canada 

4 .  FMSQ 
95. FOllefi CoipOirUbn 
96 Fondrtllon CSN 
c Fondat!on luler e~ Paul.imile L&ger 
98 Forks Norm Portage 
VV.  Fountain nre Ltd. 
1w. FourniluRI Fun~iairerYir,ori.YIIC Inr. 
101. Franklmiemplelon lnver(mm& 
102. Fyii lm Canada Inc. 
I03 GaZM&Vo 
10.1 ceo rnr. 
10.' Certlon UnNerriLar 1°C. 
IU6 G3leadSiiencer In<. 
107 Goodvill IndurVies of Alberta 
ill" Government 01 ,he NonhwetiTerritaiie~ 
309. Gavling LalleurHenderron 
310. Graham GioupLld. 
13,. GrandePmirleRqiionalCollqje 
1,:. Green shield Canada 
113 Crey$lancMmsged Invertmenlr lnr. 
114 Groupe Derrhener Inr. 
li'. Group< lndulpac 
116 Cloupe Mide l  Cadrin 
117. Groupesqiider 1°C. 
118 H.I. Heinzcampany of Canada Ltd. 
119. Harry Raren In<. 
120 Haward Developmenu lni. 
121. ~ayssper ia l~a~e i ru~ tment (~anada)~n~ .  
122. HdlRenfreW 
12). HOOPP 
I X  HydroQdber 
Irq nyndman k Co. Ltd. 
126 ikn Management sewices ~ t d .  
127 IceRiver Spdngr 
328. lndurtriul AlliilnrePurlir L'lelnruranre 
129. InduyridleAlllanre 
130. INC Canada 

. - . , . . . . . . . . . . . . 
136. InvertissementrPSP 
I 3 7  Inveslar Group 
138. IPAppli~at~anr 
139 lrrobr Canada Inr. 
140 JELDWEN 
I11 KithenCrafl 
I42 Knoll North America Coip. 
I43 KaiakCanadnlnc. 
144 ~ a d a k ~ r a o h i c  CommunkaUonl canada cornltrnv 
145. KonUon Cgnada Inr. 
146 KafICunada 
147. 1-3 Cammunkalionf MAPPS 
141. L.3 Wercilm 
149. La CwpYd6i&e 
3-n 1, ".-$~- . . -. ." , , . ..- 
151. Lar-Beauport 
151. LanoHorpitallIy Management 
11%. Law Sociely of Britlrh Columbia 
154 Lediar lndusvier lnc. 
155. LegrlAid Alberta 
156 Len5crafterr lnc. 
157. Lilydalelnc. 
158 Lablaw Cmpanier l ld. 
159. L o l o Q u e k  
160 Lundberkcanada 
161 ~ 'unionvle 
162 M k M  Meat Shopr Lfd. 
,A% . . . . . . . .. .. . - 
166. MilelUclGroup 
I65 Mancon Hddmgr ltd. 
166. Manitoba Hydro 
167. Mani iob Llquor Canlrol Cammksim 
168. MAPEI Inc. 
169. MaripolaCruiler 
170 Mariume Paper Products Lld. 
171. Malrikon 1°C. 
172 McCaiLhy Tetraull 
173. McMrhae(CanadaA~Co1lecLion 
174 MDSlnc. 
175. Meto  Richdieu 
176 Mlnden Crarr Grafrtein k Greenrtcln LLP 
177, MulUMarquel 
178. Neilcn Eduracion LLd. 
179 NGF Canada Lld. 
180 Northern Lights HeallhRegion 
I81 NSB Group 
la2 0 il~RenaulLS.E.NC.R.L,r.rl./LLP 
1113. 0&rnpu$ Crnrdr In<. 
184. open ~ e x t  Corporauon 
18s. Oracle Canada 
1x6. Oxford Propnfler Group 

187. Pacllii Rqieneratlon lerhnalagier lnc. 
I P I I  Paladin Labs lnr. 
I89  Papierscc~ 
I90 PCL Constmila$ 
191. Pen" WeflEnergyTlull 
192. Penux Canada Ini. 
193. rmarmaceuti~~~ ~ r ~ d u < t  nevdopment ,nr. 
198 Pitier sausage, 
I S .  Plalcibei 
196. PLB lnternatiml lni. 
197. PMC Sierra 
198. Poinuln~emational 
149 POI Pllot Plant 
zM. Prbl~ntation de  are 
ml. QurdroEngineebng 
202. Quebecor Medlr Ini. 
203. QuincailleneRrhelieu 
$04. QYIX~U Canada Corporation 
-0s. ratiopharm 
206 ReebobCCM 
207. R*de p l ~ c e  Th&re%e.De Bla~nvolle 
20s Reltmanl 
209. Rlght l o  Play 
210. Rimrmk Reron ~ o t e l  
211. RulhedordCmlrolrlnlernrt~onalCoip. 
212 SAHO (Srrkrlchewun Blm$l ian of Health Oigan#zaUonr) 
215. Sarkalom AjrparfAulhonly 
214 SzskEnergy inc. 
215. sear. canada 
216 Swurit 
217. Seleclpalh 
218. Service Inspired Retfauranb Corporation 
219. SFK Pul 
220. SGEU L ~ D  Plan 
221. SGI Canada 
222. ShepheidVlllage 
223 SHEPP 
224. Sheinltloteinatlonal 
22.'. SickKidrFoundauan 
226. Sierra ~ y s l m r  
227 Sitan Properties Lrd. 
:ZB Sori6l6 de transport de Lava1 
229. 5pinnleL.P. 
2 j 0  154 A'rumnie, g&nemler 1°C. 
231. St Pauh Frre & Travelerr ~uarantee company 
232. STAS lni. 
U 3 .  Steinbaihcreditunim 
2Y. Stikeman ElliollLLP 
235. SyhareCanada 
236. TD Meloche Monnex 
237. Teachers RetiremenfAllowancer Fund 
238. Teachers' Supemnuation Cammis~m 
239. lerk Cominco ltd. 
zm. iecrult 
241. ieknan 
242 TFNPP 
243. TheDATAGioupof Cmprnier 
244 The Daminim of Canada General lnrumnce Company 
245. TheMcilhrnney Grou Lld 
za. ~hewawanexa ~utuafln5u;anrecmpany 
247. The Wrnnlpeg An Gallery 
24%. Thrifty Foods 
249. ihundw 6ay Pan~uchor i~y 
250, T o w  lLP 
251. lourlsm 5alalchewm 
m. i r~de.~co,poraron 
2S3. TrylonTSF 
2Y. UBEAuiamolive 
25s. United Hrme~$of  Alberta 
256. Uniled Way WindiarlE5re Covnly 
217. Unlvenif$Sainle.Anne 
218. Unho i f y  of EritiBCalumb$ 
259. uranium one1nc. 
260. Vancouver PorLAuthoriIy 
261 Velui Canada Glenme 
262. Venlia Plallkr Kltthener 
261 Vllle de Baie-Comeau 
264 villede B6<anrour 
265. Vllle de Boi5hriand 
266 Ville de Bramont 
267. Vlllede Chamhh 
26t  Yille de Hampsliad 
269. Vllle de Manlr&ai 
270. Yille de Riviere-du-Loup 
27,. Nile d'otlerhum Park 
272. Vllerra 
273. WertminsbiSavingr 
274. Westmount city 
27s. Winners Merchants lnfeinauonal 
276. Winnip? SdwlDNlrion 
277 Workerr Campens lon~aardd  ~ o v r  Scotla 
218. Yamahr Molar Canada Lrd. 



- 2009 Aon Consulting's Benefit Trends S u r v e L  
O*u,IYNYII,n.l,,l 1 0 0 a . A , 1 h g 1 . i l n W  

Participant Demographics 
278 employers responded t o  Aon Consulting's 2009 Canadian Benefits Trends Survey. The following is  a profile of 

the respondents: 

Respondents represented a variety of industry groups: manufacturing (12.6%), retail/wholesale/distribution (72.6%). 
finance/insurance/real estate (1 3%), public sector (12%), professional services (10.1%), health sciences (3.6%), 
medialinformation/technology (4.7%) and all other private sector (28%). 

Organizations from all provinces participated, except Prince Edward Island. 

Information was gathered about five employee groups: executives, salaried employees, hourly unionized workers, hourly 
non-unionized workers and retirees. 

The respondents were largely HR or benefits managers responsible for compensation and benefits for their organizations 

Sample Characteristics 

Participating organization distribution by industry 

Other 28.8% 

Finance/lnsurance/Real Estate 15.1% 

Health Sciences 3.6% 

Manufacturing 12.6% 

Mediallnformation Technology 4.7% 

Public Sector 1 1.9% 

RetailIWholesalelDistribut~on 12.690 

Professional Services 10 1% 

Not reported 0.790 

100% 

Participant Profile 

Organization headcount by province 

Please note theaveragein this =ctian is being heavily weighted by multiple orgr. 
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Annual revenue 

Percentage of workforce that is part-time 

.- . . . - ~ A  - ~. 
100% 0~7%' 

75%-99% . . 2.2% 

50%-74% : 5.4% 
. ~~ 

25%-49% ' 9.4% 
.. . .. . . 

1 Oh-24% ~. . . , 66.5% 

0% . . 15.8% 

Not reported . . , 0.4% -,- 
.- 

Percentage of workforce that i s  union 

Not reported . :. - .  
~: 

. looO/o ~ ~~ 
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Trends in Health & Benefits and Absence 
Management 

Managing the cost of benefits and absenteeism without compromising 
employee satisfaction 
Determining the optimal way to manage benefits and absenteeism costs continues to be a challenge for 
employers. Benefits programs are a key component of total rewards and an important incentive used to attract 
talent. In an attempt to control the cost of these programs without reducing their competitive advantage, many 
employers are increasingly focusing on strategies to improve health and productivity rather than relying solely on 
cost shifting. 

Managing benefits program costs 
With benefits programs and their related costs reaching an annual average per capita cost for active employees 
of almost $3,400 in 2008, employers are continuing to seek ways to better manage these costs. For example, 
nearly 40% of survey respondents intend to search for a more competitive insurerlclaims administrator in 2008 
and beyond. Almost half (49%) of respondents have either implemented or plan to implement proactive claims 
management, while 58% are implementing enhanced disability management strategies. 

Other key approaches employers have taken to deal with their escalating benefits costs include: 

Increasing the employee contribution (28%) or fixing the employer contribution (28%) 

Controlling the usage of paramedical services by introducing a combined maximum for practitioners (28%) and per visit 
limits (25%) . Changing from company-paid to employee-paid long-term disability coverage (22%) 

Reducing reimbursement levels (21%) and introducing or increasing plan deductibles (24%) 

Controlling prescription drug costs by introducing a dispensing fee cap (20%), a controlled formulary (23%), or a per 
prescription deductible (22%) 

Aon perspective 
Human Resources (HR) and Finance executives continue to be challenged by health care costs that are increasing much 
faster than the rate ofgeneral inflation. At the same time, employers understand that they need to offer competitive 
benefits programs that meet their employees'needs and expectations i f  they are to attract and retain hard-to-find 
talent. Short-term fixes to the design of traditional plans are not enough to contain future health costs. Employers 
recognize that they need to be innovative in developing and implementing sustainable, comprehensive health strategies 
and benefits programs that fit within and are reflective of their total compensation and HR strategy. 



2009 Aon Consultina's Benefit TrendGurvev 
u*. , ,rr  , ,v~,,, ,~ 8 ,,i. r o l a * , , i @ , , . R i x w e  

Employers continue reducing retirees' coverage 
Over 40% of respondents offer coverage to their retirees (35% offer extended health care and 28% offer life 
insurance). Reducing the financial impact of retiree coverage, through cost shifting and/or cost avoidance, 
continues to be a benefit trend in 2008 and beyond. Respondents that offer retiree coverage will attempt to 
control the rising cost of retiree benefits by: 

Increasing the retiree contribution (32%) 

Reducing life insurance coverage (27%) and medical coverage (29%) 

Eliminating life insurance coverage (32%) and medical coverage (30%) 

Aon perspective 
Given the increasing concern about their growing post-retirement liability, i t  is not surprising that many respondents are 
considering reducing or eliminating coverage for retirees, or changing from a defined benefit to a defined contribution 
program. Furthermore, retiree benefits offer the least "payback" to the organizotion. While the cost of employee 
benefits may be balanced, at least in part, by the advantage the benefits program provides to the organization in 
attracting talent and building employee satisfaction andproductivity, retiree benefits contribute minimal advantages in 
these areas, all of which suggests the trend towards reducing or eliminating coverage for retirees will continue. (Read 
more on defined benefit and defined contribution plans in the Retirement section of this report). 

Maximizing choice: flexible benefit (Flex) plans 
Today's employees, especially younger ones, tend not to feel the same long-term commitment to their employers 
as their predecessors did. However, employers must still invest in competitive benefits programs for their 
employees if they are to be able to attract talented workers. Furthermore, in today's multi-generational workforce 
(i.e. Generation X, Generation Y, etc.) employees have a wide range of benefits expectations; they are looking for 
benefits programs that are sufficiently flexible to adapt to their specific circumstances. 

Given the diversity of these needs, coupled with the changing health care landscape (i.e. services being delisted 
by provincial health care plans) and the increasing cost of benefits, a growing number of employers either offer or 
plan to introduce flexible benefits plans (flex plans) in addition to offering employee-paid optional benefits. While 
just 12% of respondents have already implemented flex plans in place of traditional plans (i.e. plans that offer no 
options to employees), almost one-quarter (24%) of them intend to switch to flex plans in 2008 or later. 

Another emerging trend to reduce current benefit costs is  to offer a health care spending account, which 
provides employees with even greater levels of flexibility. One-fifth of respondents intend to introduce health care 
spending accounts in 2008 and later. 
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Employers focusing on employee health and wellness 

The attention employers have paid to controlling their health care costs has led to a growing appreciation of 
the value that improved employee health has on reducing health, disability and absenteeism costs, as well as 
increasing workforce productivity. Forty-six percent of respondents have implemented flu shot programs, 35% 
promote exercise/physical activity and 29% have implemented smoking cessation programs. Looking forward, 
52% of respondents intend to offer flu shot programs, 46% will promote exercise/physical activity and 35% will 
offer smoking cessation programs. In addition, almost one-quarter (23%) of respondents either offer or plan to 
offer weight management and online lifestyle management programs. Increasingly, employers are also looking to 
better understand and define the health risk profile of their employee population through integrated analyses that 
include drug, health, disability, absence and self-reported health data. 

This emphasis on wellness programs suggests that employers are focused on more than just cost-cutting or 
cost shifting; they are also willing to invest in the development of a healthier and more productive workforce. 
Employers recognize that programs that focus on improved nutrition, fitness, stress management, work-life 
balance and healthier lifestyle choices can help minimize their direct and indirect costs. 

Aon perspective 
Increasingly, employers ore improving cost control, enhancing employee satisfaction and better meeting employee needs 
by shifting from a traditional benefits plan to a flex plan. 

Many employers continue to reduce coverage levels and shift additional portions of their program costs to their 
employees as their primary strategy for managing rising benefits costs. Some employers are also looking to control 
mid- and long-term costs through programs that help employees adopt better lifestyle habits (e.g.,smoking cessation 
programs). Through health and wellness programs, organizations con determine employee health risk profiles. The 
goal is to minimize adverse changes in the health status of their employees, thus reducing the number of future costly 
chronic benefits users. 

Employers continue to improve absence management practices 
Four out of ten respondents report that their total direct cost of absenteeism is below 2.9% of payroll. The 
remaining 60% of respondents have absenteeism costs that are either in line with or higher than the Canadian 
average (3.5% of payroll, according to Statistics Canada, June 2008). Over 50% of respondents manage their 
non-occupational short-term disability absences internally; others use an insurer or disability management 
organization. 

Currently, almost 70% of respondents track unscheduled absences and sick leave within their absence 
management data, though less than 15% of them actually follow up on the disability or absence costs related 
to employees' chronic conditions. By 2009, however, 60% of respondents plan to implement ways of tracking 
and evaluating incidental absences. About one-quarter (24%) of respondents plan to implement absence 
and disability performance indicators through a "dashboard" approach, which provides information on these 
indicators to management. 
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Aon perspective 
Recent research confirms that a proactive approach to helping employees (especially those with mental health issues) 
in the return to work process can have a significant effect on these employees' return to pre-disability function and 
performance on the job. To contain costs and better manage scarce talent, many respondents (close to 60%) ore 
seeking to improve their disability management More than half of the respondents intend to implement formal return 
to work processes for occupational and non-occupational (disability) absences by 2009. 

An area that is still yet to be widely developed is the management dashboard. Best practices for sustaining regular 
attendance and containing absence costs include providing the organization's top management with the factual 
metrics it needs to make informed decisions that support the relevont initiatives of the organization's HR and 
operational managers. lust 15% of respondents provide their senior management with performance indicators related 
to absence or disability issues. 

If you have implemented a global strategy for your pension and benefit programs, what 
~ - 

is  your primary business objective? 

What changes have you implemented or are you looking to implement for your future 
retirees' coverage? 

(Indicate all that apply) 

Reduce retiree life coverage 0 .  I 
Increased retiree contribution 10.1- -2.5% 

Reductionlelimination of benefits and introduction 
ol a health care spendinq account 1 5.1% 1- 

Eliminate life 
Eliminate retiree health and dental for 

Cost sharing based on 
Reduce retiree health and 

Fixed employer contribution (dollaLarnounq 2.5% 1- 

-. 

m2.5% 

ml.3% 

.? 2007 and earlier 
ZOOS 

2009 or bter 
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For your absence management programs, what practices have you implemented or do 
you intend to implement? 

(Indicate all that  apply) 

lntegration wlth performance evaluation program 

2007 and earlier 

2008 

2 W  or later 

For which of the following areas does your organization track current status/results 
and maintain specific benchmarks or targets through the use of a voluntary anonymous 
Health Risk Assessment Tool or Absence Management Data? 

Do you track? Benchmarks? 

. Yes . No 

. 1  - 
Tobacco usage 

1 
- 

Obesity 
- 

Employees who exerclse regularly 

I - 
Biometricdata (high cholesterol, high blood pressure, etc) 

I Participation in your corporate wellness/preventive activities - 
Employees with unscheduled absences, or sick leave - 

I Measures of presenteeism - 
Participation in your corporate disease management program 

- 
1 Employees with chronic conditions 
I 7 

Disability costs of chronic conddions - 
Absence costs of chronic conditions - 
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Trends In Retirement 

Shift away from defined benefit pension plans slows 
Despite the fact many organizations have moved away from defined benefit (DB) pension plans in recent years, 
DB plans are far from extinct in Canada. Today, 43% of survey respondents continue to offer DB pension plans, 
while 36% offer Defined Contribution (DC) pension plans. The most popular retirement plans are Croup RRSPs, 
which are offered by 49% of respondents. Some respondents have more than one type of retirement plan in 
place, while one in ten respondents indicates they do not offer any type of retirement plan to their employees. 

The trend away from DB plans appears to be abating. Over three-quarters (77%) of respondents with DB plans 
have made no significant changes to their plan in the past two years. Of those that have made changes, 15% 
have closed their plan to new entrants, 4% have reduced the level of benefits in the plan and 4% have frozen 
benefits. Looking ahead, 80% of respondents with DB plans do not expect to make significant changes to their 
plans in the next two years; 10% will maintain their DB plan but reduce the benefit level, 8% will close their plan 
to new entrants and just 2% intend to freeze benefits. 

It is interesting to note that, while the popularity of DB plans has waned recently, most supplementary employee 
retirement plans (SERPs) sti l l  use a DB format. Almost three-quarters (73%) of respondents with SERPs have a DB 
SERP. 

What type of retirement plans does your organization currently offer? 

Indicate all that apply 

Registered defined contribution plan 

Group registered 

Hvbrid IDB and DCI , . 

Employee stock purchase 

Executive nonqualified benefit plans 

Tax deferred savings account (not a retirement 

None 
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Aon perspective 
While there has been a transition away from DB plans to DC plans since 2000, i t  has largely taken the fom of a DB 
freeze whereby the organization maintains its DB plan for employees'past service and puts a DC plan in place for 
employees' future service. A key reason why DB plans have not been eliminated altogether can be attributed to the 
current extended period of historically low interest rates. Plan sponsors are reluctant to lock in their returns at low rates 
by settling their DB liabilities. 

FoNowing the sharp decline in equity returns experienced in late 2008, even those organizations that have frozen their 
DB plans will be burdened with skyrocketing solvency amortization payments starting in 2009. While the coming year 
may not be the best time to settle remaining DB liabilities, i t  might be the right time for employers that have been 
waiting to eliminate DB plans entirely to develop a plan with an expected timeline for action. 

Defined contribution plans 
Defined contribution plans include pension plans, deferred profit-sharing plans and group registered retirement 
savings plans. While there has been a significant increase in the number of DC plans since 2000, most plans have 
a number of issues that need to be addressed if the plans are to meet the expectations of their sponsors and the 
employees enrolled in them. These issues include plan governance as well as employee communications about 
the plans and how to participate in them. It seems likely that DC plans, and the DC industry in general, are 
unlikely to fully "mature" for some time. 

DC plan governance 

Although the Guidelines for Capital Accumulation Plans (CAP Guidelines) were finalized in May 2004 and came 
into effect (albeit on a voluntary basis) after December 31, 2005, 51% of respondents indicate that they are either 
not compliant with the CAP Guidelines or do not know whether they are. 

The most common governance function that survey respondents have put in place related to their DC plans is  
a formal committee to oversee investments (62% of respondents have such a committee), while just 14% of 
respondents undertake a full independent review of fees and expenses. 

Employee communication and participation 

Almost one-quarter (22%) of respondents indicate that less than half of their eligible employees are enrolled in 
their DC plan. The most common reason employees do not participate in the plan is that they cannot afford it. 
Other reasons include they are not aware of the plan, they do not understand how to enroll in the plan, or they 
do not know how to select investment options. 

The low levels of employee awareness about DC plans suggest the existence of significant communication issues 
related to these plans. Indeed, more than four out of five respondents (81 %) believe their employees have either 
little or very little understanding of how to invest their DC accounts. This low level of understanding may, in part, 
be reflective of the fact that most respondents (60%) do not offer investment advice to DC plan members. As a 
result, an employer's choice of a default fund for those employees who, for whatever reason, do not choose their 
own investment option becomes an important matter. In the past, a money market fund was typically the default 
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investment fund. Survey responses show the most common default fund today to be a balanced fund (41 % of 
respondents) followed by a money market fund (29% of respondents). 

Employer contributions t o  DC plans 

Almost half of respondents (47%) compute employer contributions to their DC plan on the basis of matching 
the contributions of their employees, 23% make contributions unrelated t o  employee contributions and 25% 
make contributions based on some combination of the two. Of the employers that match their employees' 
contributions, 70% fully match their employees' contributions and almost half of respondents (49%) report that 
their maximum employer match results in an employer contribution of 6% or more of pay. 

Most respondents indicate they will maintain their current contributions levels. Less than 1 % of respondents 
intend to reduce their contribution levels, while 7% plan to increase contributions. 

Aon perspective 
DC plans do not appear to have evolved significantly. Since 2004, there has been an extensive push for improved plan 
governance, however, many pension committees continue to place their focus solely on investments. While Investment 
performance is important, for some plans, the level of employee participation is a major issue which must be addressed 
if plan participants are to have any chance of a comfortoble retirement. Furthermore, employer contributions alone are 
rarely high enough to meet most plan participants' expectations. Plan participants who do not understand that and do 
not add their own contributions will find it difficult to attain the level of retirement income they want. 

Given plan participonts'minimal understanding of investment concepts and low utilization of the common modeling 
twls available, it appears that many participants do not fully understand the way their DC plans work, including the 
contributions and investment choices they are expected to make. 
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Trends in Talent Management 

The talent crunch is  fast approaching 
Ensuring that they have, and will continue to have, the qualified talent needed for success is  a critical and 
increasingly difficult challenge facing most organizations. Almost all respondents (99%) identify an aging 
consumer and an aging workforce as their largest risk factors. Not surprisingly, in light of the shifting 
demographics and scarcity of talent, most respondents (57%) attach great importance to workforce planning, 
but just 11 % of them feel they are doing a highly effective job at it. 

Of the following major human capital challenges, which do you think are going to have 
the most significant impact on your organization in the next 1-3 years? 

Indicate all that apply 

Outsourcingloffshoring 9.9% 

Most respondents (84%) say the shortage of qualified and skilled employees will be their most impactful HR issue 
over the next three years. More than four out of five respondents recognize the importance of meeting their 
talent/skill needs a t  senior leadership levels, a t  management levels and for key professional positions. Respondents 
are concerned about the impact a leadership shortage will have on their organization's ability to deliver desired 
customer service levels, meet revenue growth targets and profitability targets, and act innovatively. 

Recruiting is a challenge ... and reactive 
Despite their concern about the risks of not having sufficient talent, many organizations remain in a reactive 
mode when it comes to talent recruitment and selection. Less than one-quarter (23%) of respondents 
continuously recruit for hard-to-fill positions or feel their organization is effective in meeting i ts  talent/skiil needs 
at management levels. Even fewer (1 2%) believe their organizations are effective in meeting talent/skill needs for 
key professional positions. 
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Organizations recognize their  talent needs, but can they address them 
effectively? 
Respondents identify a number of talent-related areas they consider of importance, many of which they expect 
t o  become even more significant in the future. Yet respondents are not highly confident in their organization's 
ability t o  address these issues effectively. 

Talent recruitment and selection process: Most respondents (85%) rank their talent recruitment and 
selection process as being either very important or extremely important, and more than three-quarters 
(77%) anticipate an increase in their talent needs over the next three t o  five years. However, less than 
one-quarter (23%) of respondents believe they are doing an effective job in their recruiting and selection 
practices. 

Talent retention: When it comes t o  ensuring that an organization has the talent it needs to  succeed, 
retaining existing talent goes hand-in-hand with recruiting talent. Given that most respondents recognize 
the need t o  recruit talent as a priority, it i s  not surprising t o  see that most (81 %) feel retention is either 
very important or extremely important. Most respondents (69%) also feel talent retention will become 
even more important in the future. Nevertheless, just 22% of respondents believe their retention 
strategies are effective. 

Talent management and succession planning: Given the aging of the workforce, we  see that almost 80% 
of respondents expect their talent management and succession planning needs t o  increase in the future. 
However, just over one-third (36%) of them feel their organizations are currently very effective in this 
area. 

Innovation and creativitv reauired to  be comuetitive: Talented employees are important t o  an organization's 
ability t o  innovate and be creative in order t o  be competitive. Almost three-quarters (73%) of 
respondents believe they will need t o  increase their practices t o  promote innovation and creativity, but 
just 18% of them currently consider their organizations very effective in these practices. 

Emplovee training and develoument: Training and development is important for developing the skills 
and abilities of current employees and is a key incentive for attracting talent. Recognizing that, most 
respondents (64%) expect their employee training and development needs will increase significantly, yet 
just 21% of them feel that their current practices in this area are very effective. 

Aon's perspective 
For the next few years, it will be critical for organizations to have the ability to  attract and retain talent. Organizations 
recognize that having the talent they need to succeed is not only one of their top challenges, but will become an even 
more difficult one in the future. Yet few organizations believe they are currently very effective in meeting this challenge. 
The issue, therefore, is: will they be able to become more effective, and effective enough, in executing their talent 
strategies over the next few years? 

Organizations seeking to distinguish themselves from the competition and win the war for talent will clearly need to 
adopt and execute highly effective, innovative and proactive strategies, especially when it comes to recruiting talent for 
key positions, and designing and implementing creative staff retention and succession planning initiatives. Employee 
training and development and the ties that employees maintain with their managers are two of the largest factors 
affecting retention. The more effective an organization is in addressing these and other retention factors, the more 
successful i t  will be in sustaining an ability to  retain key talent The key to that success is the ability to first attract and 
develop managers who will focus on developing employees, and mobilize and inspire their organization's workforce. 





I 
Trends Survey - Communication 

I 
I Organizations use a range of media to communicate with employees 

Traditional print media continues to be the most popular method of communicating benefits, HR and 
organizational information to employees. Two-thirds of respondents provide their employees with intranet access 
to this information. Seventeen percent offer communications through the internet which allows employees to 
access the information from home and share it with their spouses and partners. Many respondents (78%) also use 
face-to-face meetings for communicating such information. 

How does your organization currently communicate benefits, HR and organizational 
information to employees? 

1 
.. 

Indicate all that apply 

Employee meetingsltown hall 
WebcasUIDVDs 

Face-to-face communication not always well supported 
More than two-thirds of respondents use employee meetings or town hall meetings to communicate 

I 

organizational, HR and benefits information. Three-quarters of respondents feel managers have a moderate to 

I 
very significant role in the communication process, but few organizations provide their managers with tools 
to support the communication effort. Just 18% of respondents provide their managers with talking points, 
presentations or other materials to help ensure messages are delivered consistently across the organization; about 

1 one-third (32%) only "sometimes" provide their managers with such tools. 

I 
What role do managers play in helping you communicate the value of your employer 
value proposition? 

Very significant role 18.3% 

Significant Moderate role r o j l  22.3% 34.2% TD 
Some role 10.8% - 

Very little role 10.8% 

Not reported 3.6% 
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Communicating the employer value proposition 
Over two-thirds of respondents use personal interaction (e.g. employee focus groups, small group meetings and 
one-on-one interviews) to gain employees' feedback about benefit and organizational issues. 

Respondents rank total compensation or rewards as one of the most important topics of communication with 
employees. Over half (53%) rank it as being either vely important or extremely important, second only to 
information about the company's mission, vision and values (60% rank that as very important or extremely 
important). Still, fewer than 30% of respondents provide employees with annual total compensation or rewards 
statements, though an additional 43% of respondents plan to provide such statements in the future. 

Organizations that provide statements find them to be a valuable tool in helping to communicate total 
compensation. Over 95% of respondents report that the statements helped increase employee understanding 
and appreciation of the employer's financial contribution to their total compensation. Almost one-third (32%) 
said the statements contributed to higher levels of employee engagement and that they had a positive impact on 
employee retention (30%). 

Please identify how important the topics listed below are for your organization to 
communicate. 

Extremely Very 
important lmportant Important 

Somewhat 
important 

Not 
important 
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Aon perspective 
With today's diverse, intergenerational workforce, it is not surprising that organizotions employ a wide range of media 
to match their employees' differing communication preferences. Given the increasing numbers of younger, highly 
technology-fluent workers, there is a growing use of web-based, self-service tools. Organizations are moving from static 
content web sites to integrated HR Portols that have increased transactional capabilities, personalized decision making 
tools, benefits ond pension modelers and interactive wellness components. 

Despite the increase in new age media, the oldest form of communication, face-to-face communication, remains 
popular and is still the most direct and intimote form of communication. Organizations understand the value of direct 
interaction with employees, which provides immediote feedback and a forum of information exchange. 

Despite this, orgonizotions do not appear to fully appreciate or take full advantage of the power of face-to-face 
communication. Managers ore often left on their own to structure and deliver key messoges and technical information 
with little training or tools to help them. Without effective tools to support them, the value and benefit of live meetings 
will only be as good os the interpersonal, communication and technical skills of each individual manager. 





Trends in Outsourcing 

Outsourcing growing in popularity 
Growing numbers of organizations are outsourcing their benefits administration and absence management 
functions. Just over one-quarter (27%) of respondents to Aon's Benefit Trends Survey in 2006 reported 
outsourcing benefits administration; today, more than half of respondents do so. Similarly, the number of 
organizations that outsource absence management has jumped to 29% of respondents from only 17% 
two years ago. 

About two-thirds (65%) of respondents outsource some form of retirement plan administration (both DB and DC) 
and one-fifth have outsourced direct contact with their employees through a benefits call centre. These numbers 
are relatively unchanged from 2006. 

The top reasons for outsourcing, unchanged since Aon's las t  survey, are: access to expertise, to improve service 
and quality, to allow the organization to focus on its core competencies, and to allow the organization to focus 
on strategic issues. In addition, respondents report other benefits gained by outsourcing one or more of their HR 
functions. These include improvements in service (cited by half of respondents), improved quality (40%), a better 
ability to focus on strategic activities (one-third) and reduced costs (26%). 

Organizations that do not plan to outsource any of their HR functions in 2009 will not do so because outsourcing 
is not a management priority or because the organization has sufficient in-house expertise to handle i t s  own 
needs. Organizations that are considering outsourcing some HR functions suggest that they are most likely to 
outsource absence management and recruitment activities. 

Aon perspective 
No matter how well designed an HR program may be, i t  will only succeed i f  i t  is supported by integrated, effective 
solutions. Organizations increasingly recognize that the best expertise in terms of efficiency, quality and 
cost-effectiveness for administering many of their HR programs lies with organizations that make HR administration a 
primary business activity. While some organizations have that capability in-house, a growing number are turning to 
outsourcing as their best choice for HR administration. As the complexity of HR administration issues increases 
(a reflection, for example, of the wider range of individual choices and options available to each employee), i t  would 
appear that fewer and fewer organizations will have the capability of effectively administering all their HR programs 
in ternally. 
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Which of the following reasons listed below were the most important leading to your 
outsourcing decision? 

Indicate all that apply 

: 76:1% - 
Focus on strategic issues 

15.29'0 

Which outcomes has your organization achieved? 

lndicate all that apply 

Increased ability to focus on strategic 



Are you ready 
to shape the future of your workplace 
through benefits and talent management? b 

C I 



Talent Management 

HUMAN CAPITAL RISK AND CHALLENGES 

1 . What do you perceive as the greatest human capital risks facing your organization? (Indicate all that 

apply.) 

Aaina consumers and workforce 98.50h 

Healthcare and benefits costs 97.0% 

Regulatory and compliance rlsks 92.9% 

Industry consol~dationltrans~t~on 97.4% 

Emerglng markets 89.8% 

2. OF the following major human capital challenges, which do you think are going to have the most 

significant impact on your organization in the next 1-3 years? (Indicate all that apply) 

Shortage of qualified and skilled resources 84.2% 
Increasing cost of benefits 59.7% 

Chanaina demoora~hics 57 1% 

Absenteeism and ~roductivitv 41.4% 

Correct and full implementation of corporate guidelines 16.1% 
Regionallgeographic diversity 15.8% 

Outsourcing/Offshoring 9.9% 
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LEADERSHIP A N D  TALENT M A N A G E M E N T  

I 
i 3. Using the scales provided, please rate both h o w  important each item is t o  your organization and h o w  

effective your organization is at delivering each. 

I 
lmportant 

I 
Rank* Extremely Very Somewhat Not 

Important Important important lrnportant important 

Ability to meet talent/skill needs at senior 
leadership level 

1 44.2% 40.4O/o 11.3% 1.9% 1.5% 

Compliance with applicable policies, 
procedures, laws and ethics 

2 35.5% 21.5% 2.3 

Talent retention 3 44.2% 15.5% 3.C 

Talent recruiting and selection process 3 50.6% 12.5% 1.4-10 

Communication 3 46.8% 14.7% 2.3% 0 

Employer branding (reputation in 
marketplace) 

Ability to meet talent/skill needs at 
management level 

Employee engagement 

Ability to meet talentlskill needs for key 
professional positions 

Total rewards system 

Innovation and creativity required to be 
com~etitive 

Talent management and succession 
planning 

Employee training & development 

Performance manaaement - 
High potential talent identification 

Workforce planninq in liqht of 
demographic shifts& talent shortages 

New employee on-boarding 

Design of HR administrative processes 

Mergers and acquisitions facilitation 

Large-scale organizational change 

Ability to meet talent/skill needs at entry 
level 

HR cost reduction 

Outsourcing HRfunctions 

Ranked by "Extremely Imponant" 
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Effectiveness 

,. - 
Extre$Zly Very 

Rank* :_ Effdctigg Effective Effective ';$Tat Eg::ve 
Outsourcing HR functions 1 , -.@.8Oh . .  39.5% 35.2% 4.6% 1.1% 

. 
Mergers and acquisitions facilitation 2 .!3.5% ~ ~ 28.4% 33.7% 18.0% 6.5% 
Large-scale organizational change 3 . -k4% . 423% 38.3% 10.3% - 

, .. 
Talent management and succession 
planning 6.9% 29.1% 44.1% 15.30h 3.4Oh 

High potential talent identification 5.7% 26.4% 39.8% 23.4Oh 4.2% 

Employer branding (reputation in 
marketolace) 4.2% 21.8% 39.8% 28.0% 5.7% , , 

Employee engagement 4.2% 6.1% 34.9% 12.6% 29.1% 

New employee on-boardtng 3.8% 28.7% 41.4% 17.6% 4.6% 

Performance management ;.I% 28.0% 51.3% 16.5% 1.1% 

Talent retention 3.1% 18.8% 48.3% 23.8% 5.7% 

Destgn of HR adm~ntstrative processes .I0 18.4% 40.290 27.6% 8.4% 

Innovatton and creativity required to be 
competitive 3.1% 14.690 53.3% 21.1% 3.4Oh 

Total rewards system 2.7% 34.5% 46.4% 14.6% 1.590 

Communication 2.7% 23.0% 43.7% 24.1% 4.6% 

Employee train~ng & development 2.7% 19.2% 48.7Oh 23.4O/o 5.4% 

Ability to meet talentlsktll needs a t  senior 
leadership level 

2.3% 22.2% 44.1% 25.3% 5.7% 

HR cost reduction 2.3% 15.7% 26.8% 17.6% 23.8% 

Abtlity to meet talentlsktll needs at entry 
Ibvd 1.5% 28.0% 45.2% 20.3% 4.6% 

Compliance with applicable policies, 
procedures, laws and ethics 

1.1% 24.9% 54.0% 18.8% 0.890 

Talent recruiting and selection process '1.1% 21.8% 55.6% 19.9% 0.8% 

Ability to meet talent/skill needs at 
management level '0.8% 21.8°h 44.1% 26.4% 5.7O/o 

Ability to meet talent/skill needs for key 
professional positions 0.8Oh 11.1% 39.1% 26.8% 14.2% . , 

Workforce planning in light of 
demographic shifts & talent shortages 0:4% 1v7 . .% " 368% 338:2Ja lt.946 

.~~~ j ,  ~. . 7.'. ,..i,;i:=-..,::, :.:~.---&; .,..- --$,;*:,>*, 
Ranked by ''Extremely Effective" 
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4. Consider the next 3-5 years. Using the scale provided, indicate if needs i n  each area will increase, 

decrease, or stay the same. 

Increase Stay the Decrease 
Rank* Substantially Increase Same Decrease Substantially 

Talent retention 1 14.3% 27.2% 3.0% 0.4% 

Talent management and succession planning 2 14.0% 02.~70 19.2% 0.4Oh 0.4% 

Talent recruiting and selection process 3 13.6% 63.8% % - 
Communication 13.2% 61.1% % 

Workforce planning in light of demographic 
shifts &talent shortages 

11.7% 58.9% 26,4O/o 1.1% 0.4% 

Ability to meet talentlskill needs for key 
professional positions 

11.3% 53.Z0h 31.3% 3.0% 0.4% 

Employee engagement 10.9% 53.2% 33.6% 1.1% 0.4% 

Ability to meet talentlskill needs at 
management level 

10.2% 53.2% 32.8% 3.0% 0.4% 

Employee training & development 9.8% 54.3% 34.0% 0.8% 0.4% 

Innovation and creativity required to be 
9.4% 63.0% 24.2% 0.4% - 

competitive 

Employer branding (reputation in 
9.4% 51.7% 36.2% - 

marketolacel 0.4% 
, , 

Ability to meet talentlskill needs at senior 
9.1% 43.0% 43.8% 3.0% - 

leadershio level 

High potential talent identification 8.3% 53.6% 36.2% 0.4% 0.4% 

Performance management 6.8% 52.1% 39.2% - 0.4O/0 

Ability to meet talentlskill needs at entry level - 6. 35.8% 54.0% 3.8% - 

New employee on-boarding 4. 45.3% 48.3% 0.4% 0.40/0 

Total rewards system 4.2% 69.4% 24.9% 0.8% 0.4% 

Large-scale organizational change 4.2% 26.0% 58.9% 5.3% 0.8% 

Compliance with applicable policies, 
3.8% 34.0% 61.1% - - 

procedures, laws and ethics 

Design of HR administrative processes 3.4% 44.5% 48.7% 1.1% 0.4% 

HR cost reduction 2.6% 18.9% 70.9% 4.2% 1.1% 

Mergers and acquisitions facilitation 2.3% 15.1% 62.6% 5.3% 3.8% 

Outsourcing HR functions 0.8% 8.3% 76.6% 7.5% 2.3% 

'Ranked by "Increase Substantially" 
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Which one of the following potential results of a leadership shortage most concerns you? 

Reduced ablllty to meet revenue growth goals 21.2% 
Reduced ab~l~ty to lnnovate 11.9% 

Reduced ablllty to meet prof~tab~l~ty targets 21.2% 

Reduced ab~l~ty  to del~ver des~red customer service levels 30.6Oh 
None of the above 8.6% 
Not reported 6.5% 

10Q0h 

For hard-to-fill positions, which of the following best describes your recruiting approach? 

Same as for other positions 12.60/0 

We recruit applicants for hard-to-fill positions when they become open 56.1% 

We continuously recruit for hard-to-fill positions to establish a pool of candidates 23.0% 

Does not apply; we do not have hard-to-fill positions 2.2% 
Not reported 6.1% 

... ;?P-Yo . - 

7. Over the last two  years, when you were not successful in  hiring your top recruits, what was the main 

reason? 

They go elsewhere for pay that they percelve i s  h gher . . 34.9% - 
They go elsewhere for benefits that they percelve are better l~.& . ~ 

They go elsewhere for long term incentivelequity compensation they perceive is better s!$@ 
They go elsewhere for career development opportunities they perceive are better 3 -~ws.v. 2:&h 
They go elsewhere for perceived workllife advantages 6,,bG ..*. _ ,  

.. .~ 
We hire the majority of our top recruits 31;<3?/9 .~ ... >%....,, 

Not reported :.( . .7-42y0. ,A-,.," . 
, . . = - ~ -  A 
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COMMUNICATIONS 

8. How does your organization currently communicate benefits, HR and organizational information to 

employees? (Indicate all that apply) 

lntranet 66.4% 

Internet 17.2% 

Print 82.8% 

Employee rneetingsltown hall meetings 69.0% 

WebcastsIDVDs 9.5% 

9. What HR self-service communication do you offer employees? (Self-service is a website that provides 

information that reflects the employee's personal data such as salary, length of service)? 

(Indicate all that apply) 

None 37.4% 

Total Rewards Statement 13.6% 

Performance Management 

Link to uavroll information , , - - 

Benefits Booklets 53.8% 

Retirement Calculator 23.8% 

Retirement Planning Education 25.3% 
-~ 

Benefits Enrolment 

Training 

Career Develooment 
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1 0. Please identify how important the topics listed below are for your organization to communicate. 

Company mission, vlsion and values 1 m.02/a 41.3% 28.3% 8.6% 2.2&? 

Employer branding 2 m.55 27.996 33.8% 19.7% 4 . 8 0 ? . ~ ~  

Employer Value Proposition - =.3% 32.3% 39.0% 16.4Oh 3.00EFS 
Health and wellness - [=.2% 25.3% 46.8% 16.0% 5.20&$' 

Career development and training - . l o o  32.0% 47.2% 13.8% 1.90&2 
- 

Organizational development - m . l %  32.0% 40.5% 1512% 4.7 p&J 
Executive benefit wroarams - i%%2.6% 15.2.h 37.9% 20.8% 17.80%@? . - ~ ~ ~. ~. m:,~ 

Financial and/or retirement planning - :e%2220/0 16.7% . 4 2 . 4 ~ - & 5 %  11.2s:1 

'Ranked by "Extremely Important" 

1 1 . How do you solicit employee feedback regarding benefit and organizational issues? 

(Indicate all that apply) 

Employee focus groups or small group meetings 41 .OOh 

Employee surveys 58.7% 

One-on-one interviews with managers 28.4Oh 

We do not solicit feedback 23.6% 

1 2. What role do managers play in helping you communicate the value of your employer value proposition? 

Very slgn~ficant role 18.3% 

Significant role 34.2% 

Moderate role 22.3% 

Some role 10.8% 

Very l~ttle role 10.8% 

Not reported 3.6% 
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1 3. How frequently does your organization provide tools (talking points, presentations, emaillletters) to help 

managers communicate your employer value proposition or value of your total rewards package? 

Very often 1.8% 

Often 15 3 %  

Sometimes 32.4% 

Infrequently 33.5% 

Not at all 13.3% 

Not reported 3.2% 

1 4. Does your organization provide employees with annual total compensation or total rewards statements? 

Yes, online and print 5.0°h 

Yes, online only 3.2% 

Yes, print only 20.1% 

No, but we are considering it for the future 42.8% 

No future plans to provide statements 26.6% 
Not renorted 7 PA 

1 5. If you provide statements, which of the following outcomes are you able to measure? 

(Indicate all that apply) 

Positive imnact on emnlovee retention 7n doh 

Higher levels of employee engagement 31.6Oh 

Increased employee savings activity or participation 152% 

Increased participation in voluntary plans 20~3% 

lncreased understanding and appreciation of the financial contribution made by your 
organization towards total compensation 96.2% 
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HR OUTSOURCING 

1 6. Which of the following administration functions does your organization currently outsource? 

(Indicate all that apply) 

Pension administration 65.2% 

Benefits administration 52.5% 

Absence management (Short Term Disability and/or Workers Compensation) 29.1% 
Em~lovee benefits call center 19 1% 

Annual enrollment 9.9% 

Profit sharing plan administration 5.7% 

Recruitment selection and processing 19.1% 

1 7. Which of the following reasons listed below were the most important leading t o  your outsourcing 

decision? (Indicate all that apply) 

Access to expertise 76.1Yo 

Focus on core competencies 23.2% 

Focus on strategic issues rather than transactional business 23.2% 
HR process redes~gn reengineering 4.3% 

Improve service and quality 33.3% 

Access to leading edge technology platforms 21.7% 

Lack of internal technoloav s u ~ ~ o r t  15.2% 

Reduce costs 21.7% 

Shift from fixed costs to variable costs 4.3% 

1 8. Which outcomes has your organization achieved? (Indicate all that apply) 

Improved analytics 15.8% 

Improved cost management 25.9% 

lrn~roved aualitv M ?oh 

Increased abilih, to focus on strateaic versus administrative functions 33.8% 

None of the above 16.5% 
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1 9. Why are you not currently outsourcing any HR functions? (Indicate all that apply) 

Not a priority at the moment 57.5% 
.. .~ 

Belief that savings will be limited 

Loss of ooerational control 

Loss of in-house expertise 

Excessive effort required 9.4% 

HR activities are critical to your business success 36.2% 

Can execute activities better than other vendors 29.9% 

Your organization's HR needs are too unique for outsourcing - 
Effect on employee morale and company culture > 

Concerns over service disruption 

20. If you intend t o  outsource HR functions within the next 1-3 years, which of the following administration 

functions will your organization consider outsourcing? (Indicate all that apply) 

Pension administration 7.2% - 
Benefits administration > - 
Absence management (Short Term Disability and Workers Compensation) ) 

Employee benefits call center 0 . ~ ~ 0  

Annual enrollment 1 - 
Profit sharing plan administration ) 

Recruitment selection and processing 9.0% 

None of the above 77.5% 
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Benefits 

21 . If you have implemented a global strategy for your pension and benefit programs, what is your primary 

business objective? 

Cost savings due to -ncontrolled increases or b~dgetary requirements -. ... ... 15.8% -- 
Comp iance w:th accounting, regulatory, corporate-oaseo standards -. . . - 4.0% 

Ability to d~rect the programs to align with business objectives and strategies 20.1% 

Consistency of benefit packages and total rewards offered 34.2% 
Not reported 26.3% 

HEALTH & BENEFITS 

22. What changes did you implement i n  2007 or  earlier; are implementing in 2008; or  are planning to  

implement in the future t o  reduce costs or  improve the quality o f  the coverages? (Indicate all that  apply) 

- 

2007 and earlier 2008 2009 or later 

Flu shot program *>r.-Q ,.,-r-k@4.0% 2.4% 5.2% E:i 
; - s::. .,* 

lntroduction of Pay Direct or Differed Drug Card 
,- , > '  

!,~.yL!:: +1.6% 3.6% 8.4Oh &r: 
s 

Search for more competitive insurerlclaims ~~7 , ::.:::::; 
i; &38.4O/o 21.2% %?. 

administrator 18.0% r~?..' ;2.'::,;.3 .R' i 

Introduction of or increases in Optional Life Insurance 22:3~.4~/o 2.8% 4.8% $2;:: 
Promote exercise/physical activity :-w.-y 8.49/0 1;; .:?2tL2 6.8% 11.2% @: 

T,, . . 
Smoking cessation program , b t .~ '~ :35 .69~ .-s sxG. 3.6% 6.0% g?., 

T-- ' 
Increased employee contribution through plan design bg246.84/o 4.8% 14.4% 

lntroduction of per visit limits on paramedical bar+.%7.- 
,;-, ?2;4%.;.* 

practitioners i;ijlnt ;,A7.3316.8% 1.6% 6.4% 
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Reduction of benefits and introduction of a Health 
Care Spending Account 

Increased employee contribution through payroll 
deduction 

lntroduction of a Critical Illness coveraae 

lntroduction of a fee and marain cao .. . . - .  - .. 
Introduction of controled Form~lary .. .. . -- 
Mov:ng from a tradit'onal pan (no option) to a flexible 
plan 

-. 
On-site fitness centre 

Weight managementlobesity program 

Introduction/increase in per prescription deductible 

lntroduction of tiered reimbursement level 

Reduction of reimbursement levels 

Online lifestyle management programs 

Telephonic health care coacnlng 

Introduction of fixed1 agging dental fee gu'de 
- - 

Introduction/lncrease plan deductibles 

lntroduction of a Long-term Care coverage 

lntroduction of Prior Authorlzation 

Health risk appraisals (HRAs) 

Biometric screenina (e.a.. cholesterol. blood suaar) 

lntroduction of a lifetime maxlmum 

Change from Employee paid to Company paid LTD 

Decrease in amount of Company Paid Life Insurance 

Convert from self-insured to insured 

Offer incentives such as an increase in Health Care 
Spend~ng Account for employees participating in 
company wellness initiatives 

Disease management (e.g., heart disease, diabetes, 
asthma, other) 

Measure program success1ROI (metrics) 

Reduction of benefit freauencv maximums 



2009 Aon Consultina's Benefit Trends Survev 
O*m<r,nu,,,ng,"..zws U,i.gl,t%Ki.rr*4 

23. If you d o  not  currently have an employee wellness program, which of the following factors has prevented 

your organization f rom implementing one? 

Lack of documentation of the prevalence of lifestyle risk 2.5% 

Competing business level priorities 25.2% 

Lack of confidence that a wellness program will produce targeted savings 6.5% 

Expected resistance from employees 

Lack of internal resources 

Not reported 39.6% 

100% 

24. Please indicate the benefits you currently offer t o  retirees. (Indicate all that apply) 

Group Life Insurance 28.0% 

Paid Up Life Insurance 6.7% 

Extended Health 35.0% 

Dental 23.6% 

Vision 

Health Care Spending Account 

25. What  changes have you implemented or  are you looking to implement for your future retiree's coverage? 

(Indicate all that  apply) 

2007 and earlier 2008 2009 or later 

Reduce Retiree Life coverage 20.3% 

increased retiree contribution 29.1% 

Eliminate Life insurance 7.6% . .. 21 .5O/o 

Eliminate retiree health and dental for future retirees 6.3% 22.89 

Cost sharing based on Length of service 6.3% 20.39 

Reduce retiree health and dental coverage levels 1 27.84, 

Reduction/Elimination of benefits and introduction of a 
Health Care Spending Account 

3 17.7% 

Fixed employer contribution (dollar amount) 2.5% 3.- ,v 19.0% 
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26. What is  your expected total annual per capita benefits cost by line of coverage? (Indicate all that apply) 

Extended Health (including Drugs & Vision) $1 381 

ABSENCE MANAGEMENT 

27. As a percentage of payroll, what do you think the total direct cost of your absenteeism (excludinq - 

holidays) are for your organization? 

Not reported 21.604 

:-- 100% 
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28. For your absence management programs, what practices have you implemented or intend to implement? 

(Indicate all that apply) 

outcomes 

29, For which of the following areas does your organization track current status/results and maintain specific 

benchmarks or targets through the use of a voluntary anonymous Health Risk Assessment Tool or Absence 

Management Data? 
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30. Who manages your Non-occupational Short Term Disability Absences? 

Internal department 54.0% 

Carrier who provides STD program 21.6% 

Carrier that provides your LTD program 7.9% 

independent disability management firm 4.7% 

Not reported 11.9% 

100% 

3 1 . How long do you extend Medical and Dental benefits t o  disabled employees in receipt of LTD payments? 

Up to 2 years 26.3% 

Up to 5 years 1.8% 

To age 65 55.0% 

NO extension 4.7% 

Not reported 11.9% 

100% 

1 RETIREMENT 

I 32. What type of retirement plans does your organization currently offer? (Indicate all that apply) 

Defined benefit plan 43.0°h 

Registered Defined contribution plan 36.3% 

Croup Registered Retirement Savings Plan 49.0% 

Deferred Profit Sharing Plan > 

Profit Sharing Plan i 

Hybrid (DB and DC) i 

Employee stock purchase plan I 

Executive nonqualified benefit plans > 

Tax Deferred Savings Account (not a retirement plan) 12./"/0 

None 9.6% 
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3 3. If your organization offers a Group RRSP or DC plan, what percentage of eligible employees are enrolled 

in the plan? 

Less that 25% 8.6Oh 

Do not sponsor a Group RRSP Plan 13.1% 

Not reported 9.5% 

100% 

34. What reasons do you attribute to employees not participating? (Indicate all that apply) 

Not aware of olan IA 7oh 

Can't afford it 61.2% 

Don't understand how to enroll 15.5% 

Don't know how to select investment options 28.4% 

No company match 14.7% 

35. What is  the method of calculating your employer contribution? 

Employer contribution for all employees 18.3% 

Employer matching the contribution for employees who participate 37.4% 

Combination of employer required and matching contribution 19.890 

No employer contribution 6.3% 

Other 4.5% 

Not reported 13.5% 

100% 

36. If you have a matching contribution, indicate at which level the employer matches the employee 

contribution. 

Less than 25% A '.% 

Not reported 30.6% 

100% 
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3 7. What is your maximum employer match? 

5% 20.7% ,.: 
-. .. .- 

6% 8.6% . . . . == 
. 

. . ,. ~, 

Not reported 27.5% ' *-' 

3 8. Are you planning on increasing, decreasing or keeping the same amount of employer cost related to your 

DC retirement plans? 

Increase the employer contributton level (DC Plans) 7.2% 
Decrease the employer contribut~on level 1:8% 
Keep the contributions the same but change other aspects of the plan 14.9% 
NIA, we currently have no plans to change the benef~ts 56.3% 
Not reported 19.8% 

100% rn 

39. In your opinion, to what extent do employees in your organization understand how to invest their 

defined contribution or Group RRSP or DC plan assets? 

Very great extent 

Great extent 
Some extent 

Little extent 
Verv little extent 

Not reported 19.8% 

40. Do you offer investment advice to plan members? 

Yes 33.8% 

No 50.9% 

Not reported 15.3% 
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4 1 . How many investment options does your plan offer? 

*a 1 -9 .-i=-->- , . , 

10-1 4 

15-1 8 

19 or above 
Not reported 

. - . ,, 24.8% 
- .  - .  

100% 

Not reported 
. - . ,, 24.8% 

- .  - .  

42. What is your default investment fund? 

Asset allocation fund I 

A target date retirement fund 
A fixed income fund 
A balanced fund 

Money Market fund 

Not reported 34.2% b 

4 3. Do you offer Target Date Funds? 

Yes 
No 
Not reported 26.6% 

--... '--- ' ,  
'.T(mR& 

44. Doer your employer direct the investment of any contributions? 

Yes F a  , ...- 
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45. If you offer personalized web-based retirement planning tools, what percentage of your participants 

would you estimate used them in the past year? 

Between 75% and 100% 0.9% 

Between 50% and 74% 5.0% 

Between 25% and 49% 16.2% 

Less than 25% 77 OOA -, .. *" 

We do not offer personalized web-based retirement planning tools 27.0% 
Not reported 23.0% 

46. Rank the following factors that you consider important in the delivery of services to plan members. 

Member decision-making tools 38.6% 

Competitive fees 28.3% 

Enhanced participant website and/or phone support 16.9% 

Flexible approach to investment funds 10.2Oh 

DEFINED BENEFIT PLANS 

4 7. Would your organization consider offering a registered defined benefit pension plan if: 

The cost of the program was predictable each year 1.1% 
Senior management's benefit would not be limited by the regulatory limits - 
No, we would not consider it 2.5% 
We already offer a defined benefit pension plan 33.5% 
Not reported 

~.. 
.62.9'%, 

ioo% 

48. If you offer a defined benefit plan, what type of plan do you offer? (Indicate all that apply) 

... ? ,..., ~ .*,- ~" ,-.. ~. 
Traditional final average pay plan ' :7.5:0P@ 

Traditional career average pay plan 'j?z$iy$ : , < ~ , - .  .. . 
Traditional flat dollar ~ l a n  . ,j hui, ' ' 
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49. If you have made significant changes to your defined benefit plan design in the past two years, what 

changes did you make? (Indicate all that apply) 

Froze benefits 3.4% 

No longer allow new entrants 

Decreased the level of benefits 

Changed from a final average pay plan to a career average plan 

No significant changes in-the past two years 

50. If you are considering a significant change to your defined benefit plan in the next two years, what is the 

primary reason? 

Level of cost 8.6% 

Volatility of cost 8.6% 

Lack of employee appreciation 0.9% 

Other reason 10.3% 

Not reported 71 .6% 

100% 

5 1 . If you are planning to make significant changes to your defined benefit plan in the future, what changes 

are you considering? (Indicate all that apply) 

~ - 

Freeze benefits 

No longer allow new entrants 

Provide the same type of plan, but decrease the level of benefits 0."-m 

Change from a final average pay plan to a career average plan 0.9% 

No, we will not make any significant changes 60.3% 
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INVESTMENT, GOVERNANCE AND SERP 

52. What changes are you considering for your defined benefit plan's investments? (Indicate all that apply) 

We are considering changes to address potential future volatility 8.3% 
We have decided to change our equity concentration 4;9% 

We have decided to change the duration of our bonds to more closely match our liabilities 6,3% 
We have moved to an interest rate hedging strategy lid% 
We have added new asset classes to increase diversification 5~8% 

We continue to monitor our assets and liabilities 18,0010 
We are not considering any changes to our investment strategy 32.5% 
NIA, we do not offer a defined benefit plan 47.6% 

5 3. What is your current bond investment benchmarked against? 

A broad market ~ndex such as DEX Unlverse (Duration of 6yrs) 14.0% 

A longer durat~on benchmark such as DEX Long (Duration of 12 yrs) 4.7% 

Benchmarked to our actual penslon liabii~ties 6.5% 

Other 22.7% 

Not reported 52.2% 

54. Which of the following governance practices do you follow? 

Formally appo~nted committee that oversees the investments regularly 36.0% 

Full ~ndependent review of fees and expenses 7.9% 

Clear separation of the plan F~duciary and plan Sponsor functions 14.0% 

Not reported 42.1 O/o 

55. Are you compliant with the CAP Guidelines in  managing your DC or Group RRSP Plans? 

Yes 43.2% 

No 3.2% 

Don't know 41.4% 

Not reported 12.6% 
I nnoh 
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56. What is the nature o f  any supplemental arrangement (SERP)? 

Defined Benefit plan 20.5% 

Defined contribution plan 5.4% 

Other 2.2% 

Not applicable 45.0% 

Not reported 27.0% 

1 W / o  

5 7. How d o  you provide security of SERP benefits for members? 

No securlty 15.5% 

Full pre-fund~ng 6.5% 

Part~al fund~ng 3.6% 

Letter of lntent 3.6% 

Other 12.2% 

Not reported 58.6% 
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Shaping the Workplace of the Future 
Large or small, global or local, every organization must build, lead and inspire its employees to achieve objectives 
that create value. Aon's full spectrum of human capital services provides you with a range of comprehensive - 
and fully customizable - human resource solutions to meet all of your people's needs. 

Health and Benefits 
We partner with you to develop and implement a sustainable, comprehensive, forward-looking program that 
aligns with your total compensation and human resources strategy. Let us help you reduce the costs of employee 
absenteeism and disability, maximize tax effectiveness, and maintain full compliance with regulatory and 
legislative requirements - while minimizing the administrative and financial burdens of managing your plan. 

Workers' Compensation 

Canada's diverse provincial regulations make managing workers' compensation programs a complex task. We will 
help you manage the high costs associated with occupational disability benefits by supporting you to implement 
strategies that manage risk, minimize administrative costs and enhance your health and safety profile. 

Retirement 
Retirement plans are key to attracting, retaining and motivating talent. We can support you in developing 
programs that meet your organizational objectives, arevalued by employees, are cost and tax effective, are 
properly funded and meet all regulatory requirements and fiduciary obligations. 

Investment Consulting 

Every Aon investment consultant has access to our continually updated network of proprietary global investment 
research, a pool of knowledge that few firms can match. We leverage this knowledge to help you strategically 
align your investment goals with your asset allocation, implement a comprehensive investment strategy by 
identifying superior asset managers, ensure compliance, and educate your employees on investment topics. 

Human Capital 

Benchmarking and Survey Services 

Aon creates, implements and delivers compensation surveys in a variety of industry sectors that provide the 
information organizations need to strike a balance between competitive employee compensation and cost 
management. 

Our surveys serve as invaluable benchmarks whenever you seek to: 

establish the current market competitiveness of your compensation program 

develop pay structures and levels 

analyze pay trends and establish pay practices 

examine pay issues to diagnose problems and identify solutions 
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Communication 

Strategic communication is increasingly recognized as a critical factor in helping employees to comprehend 
and work towards business objectives. Aon is an acknowledged and award-winning industry leader in creating 
strategic communication solutions to meet your human resource and organizational needs. 

Compensation 

Aon will assist you in developing total compensation programs that reward employees for helping your 
organization to excel. We are experts in helping you find and maintain the delicate balance between tangible 
rewards and intangible recognition. 

Financial Planning 

Aon offers independent financial planning services with the goal of preparing employees/plan members to make 
informed decisions about their retirement. As we do not sell financial products, our clients can be assured of 
receiving independent and unbiased consulting information. Our popular small group sessions are facilitated 
by Aon's financial planning experts and cover a range of retirement issues from financial strategies to lifestyle 
coaching. 

Recruitment Strategies 

For over 25 years Aon recruiters have been consistently improving candidate quality and reducing early turnover 
while lowering our clients' costs. Our approach to managing the key components of the hiring process ensures 
that you will realize significant cost savings and improve quality while alleviating the administrative burden on 
your team. Available individually or in bundled packages, Aon offers: - Full life-cycle recruitment 

Innovative candidate sourcing 
Proprietary selection and assessment tools 

Outsourcing 
Today's business reality requires organizations to become ever more efficient and responsive in managing 
employee benefit programs. We offer bundled consulting, technology and outsourcing expertise that will help 
you enhance benefit plan management processes and improve returns from your investments. We offer a full 
array of advanced integrated absence management, benefits and pension administration services that enable you 
to focus on your organization's strategic initiatives while reducing costs and improving service levels. 

About Aon Consulting 
Aon Consulting is among Canada's leading integrated human capital consulting and outsourcing firms. More 
than 800 professionals located in 12 offices are shaping the workplace of the future through benefits, talent 
management and rewards strategies and solutions. 

For more information about the services we offer, please call 1.877.292.2714 or visit us at www.aon.com 
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