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Although the Canadian Pension Plan (CPP) changes began in 2011 
and will reach full implementation by 2016, some important revisions 
will be taking effect in January 2012.  The revisions to the CPP have 
been made with the intent to reduce barriers to labour force 
participation for older individuals as well as to grant continued access 
to the skills and experience of these same workers to employers.  
Thus, employers must remain aware of these changes to ensure 
legislative compliance while also retaining access to a storehouse of 
experience and knowledge.   
 
First and foremost among these changes is that employees will no 
longer be required to stop working or reduce their earnings to receive 
their retirement pension.  What this means for employers is that they 
will be able to retain experienced staff while they receive their CPP 
pension.  This change is a benefit to both employees and employers: 
employees are able to supplement their pension while employers are 
able to hold onto quality staff.   
 
Another major adjustment coming is the creation of a supplement to 
the CPP known as the Post-Retirement Benefit (PRB).  The PRB 
provides an increase to retirement income and can be claimed even 
if an individual draws the maximum pension from the CPP.  This 
supplement greatly effects the administration of retirement benefits 
for employees between the ages of 60 and 70.   
 
If an employee is between the ages of 60 and 65 and is receiving a 
CPP retirement pension while working it is mandatory for them to 
make CPP contributions.  Employees will contribute 4.95% of 
pensionable earnings while employers will contribute the other 
4.95%.  These contributions to the CPP will go towards the PRB.  
These contributions will not increase the amount of their CPP but 
instead create a separate benefit that employees receive the year 
following their contributions.   
 
However, if an employee is between the ages of 65 and 70 while 
receiving a CPP they have the option of making contributions to the 
CPP.  If they do decide to contribute the employer must match the 
contributions.  Once again any contributions made to the CPP will 
build in the PRB where they are paid out the following year.  
Employees may change their decision but only one change can be 

made per calendar year.  Upon reaching the age of 70 no further 
contributions may be made. 
 
Accompanied with these changes comes a revision to the actuarial 
factor for retiring early or late.  In short, retiring early will mean a 
greater loss of CPP retirement pension while retiring late will mean a 
greater increase to the CPP retirement pension.  The actuarial factor 
is not new but the percentages have changed.  Taking a pension at 
60 years of age led to a pension 30% less than taking it at 65 under 
the old system while under the new system the loss will be 36%.  
Likewise taking the pension at 70 instead of 65 used to increase the 
pension by 30% but will now lead to a 42% increase.   
 
So what do all these changes mean for employers?  The key 
takeaway from these revisions is that older workers are much more 
likely to continue to work up until the age of 70.  Whether employees 
wait until 70 to receive their pension or take their pension earlier and 
continue to work the fact remains, they will still be working.  This 
presents employers with a great resource but may also create some 
challenges as well.   
 
Generally your older employees have a great vault of experience 
which if used correctly can be a great benefit to any organization.  
The onset of old age brings with it experience but also may lead to a 
degradation of the body.  This may not apply in every case as there 
are some 70 year olds who are more fit than their 30 year old 
counterparts.  However, for the most part a change in work 
arrangements may be the best way to utilize your older employees.  
Whether this means a more flexible working hours, receiving fewer 
strenuous physical tasks, or a change to the nature of work itself is 
ultimately up to your organization to decide.  Developing clear cut 
policies to deal with this issue will only benefit your organization in 
the long run.   
 
Whether you like the idea of older workers remaining in the workforce 
or not, the reality is that these changes are here now.  Only by 
embracing these changes can an organization reap the benefits of 
having their older workers invaluable expertise.  Finding ways to 
utilize the knowledge, skills and abilities of older workers is an issue 
that is gaining momentum.  As the baby boomers continue to age 
and inch closer to retirement the opportunities to use these workers 
is only increasing.  People are living longer, happier lives and your 
organization can reap the benefits if you play your cards right.   


