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2020 Q1 Industry Updates
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OHIP to cancel its Out-of-Country Travellers Program
Effective January 1, 2020, the Ontario government will eliminate OHIP’s Out-Of-Country
Travellers Program. Only Ontarians needing dialysis treatment will have coverage under
a new program operated by the Ontario Renal Network.
Benefit plans provided by employers with medical coverage will be responsible for the
full amount of these claims, thus rates for out of country emergency medical care may
be adjusted by insurance carriers come renewal.
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Federal government changes EI maximum for 2020
2020 EI rate will be $1.58 per $100 of insurable earnings. Maximum Insurable Earnings
for 2020 will increase to $54,200 from $53,100.

Treatment of Biologics in Alberta
Effective July 1, 2020 the Alberta government, under the Alberta Biosimilars Initiative is
changing the funding of select biologics. Patients covered by the Alberta Government
sponsored drug plan taking a biologic for which there is a biosimilar will need to switch
to the biosimilar in order to maintain coverage.

BC PharmaCare treatment of Biologics
Effective November 26, 2019, BC PharmaCare only provides coverage for Enbrel,
Lantus, and Remicade on an exception basis for certain medical conditions. Starting
March 6, 2020, BC PharmaCare will only provide coverage for Remicade for Crohn’s
disease and ulcerative colitis on an exception basis. Instead of covering these specific
biologic drugs, the PharmaCare program will cover the biosimilar. Most carriers are
following the same approach that BC PharmaCare is taking – to have members switch
to the biosimilar in order for their medication to be eligible for reimbursement. RBC and
Sun Life are the exception, as they will continue to cover the biologic drug if a plan
member is already taking the biologic. Any new diagnoses will require the patient to use
the lower cost biosimilar.

Quebec Youth Vision
From September 1, 2019, the Quebec government announced that it would reimburse
costs incurred for buying eyeglasses or contact lenses for children under 18.
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British Columbia eliminated provincial MSP premiums
effective January 1, 2020, in favour of an Employer Health
Tax
If you administer a group plan for MSP premiums, some key reminders:
1. Even though premiums are being eliminated, you can still keep your group plan open
and administer employees coming and going as you have always done. You just won’t
be billed any premiums.
2. If you maintain the group plan, it will seamless to employees. They will not be billed
any premiums but will still have coverage. Keeping the MSP plan open is really just a
service to employees and is popular where an employer has international employees
coming and going and are often responsible for managing the provincial coverage.
Often union contracts will have a requirement for the employer to manage enrolment in
the plan.
3. If you terminate the group plan, employees will still not be billed premiums, but will be
responsible themselves for enrolling etc. BC MSP requires 90 days notice (form available
from their website) and approval must be given in order to exit the administrative
arrangement.
4. The MSP plan will now be funded via an Employer Health Tax (EHT) which is remitted
through a different avenue, regardless of whether or not you keep the group plan open.
The tax rate is based on your B.C. payroll.
5. Any questions about the EHT may be addressed to B.C. Finance at 1-877-387-3332,
then press 1.

!

Write out 2020 in full when signing documents!
When signing and dating documents, do not use /20 for the year 2020. This prevents
any altering of the date. For example, 3/6/20 can be altered to 3/6/2017. Protect
yourself and write out the year 2020 in full!
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Preventing Fraud in Benefits
Every year we seem to hear of a major benefits fraud case in the news with
mass terminations and sometimes legal action. Most recently you may have
heard of the Baycrest Health Sciences case in which 150 employees were
dismissed for participating in benefits fraud. When undetected, fraud can have
major cost effects to the pricing of your benefits plan.
What are carriers doing to help protect
employers against benefits fraud? Most
carriers have an extensive benefits fraud
prevention, detection and investigation
program. Benefit fraud costs has
When undetected,
reached billions of dollars within
Canada alone and carriers have
fraud can have major
invested in huge fraud teams and
cost effects to the
investigative software. Their fraud
teams are not only comprised of fraud
pricing of your
investigators but also law enforcement
benefits plan.
professionals, lawyers, pharmacists and
even former military intelligence officers.
The software they have invested in is able to
detect suspicious or unusual claim patterns
and behaviours.
Once fraud has been detected and confirmed, there are a number of
consequences the employer and insurer could choose to take. Fraudulent
employees could have to pay the money back and lose benefits coverage for
themselves and their dependents completely. Many employers who have a zero
tolerance for fraud policy may choose to terminate the employees. In extreme
cases a benefits fraud conviction could even lead to jail time, resulting in a
criminal record.
What can you do as an employer to protect your plan from misuse? Internal
initiatives and communications always go a long way in the education of what
fraud is, what employees should look out for and how it can result in an increase
in premiums which they may share the cost in. The Canadian Life and Health
Insurance Association has implemented a fraud campaign as it relates to
benefits titled Fraud is Fraud. Your employees may have even seen their
commercials run on TV. Their website has a variety of tools and FAQ that plan
sponsors can utilize to educate their employees.

Next page: Four key tips to share with your employees to help
prevent fraud.
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Group Benefits
Key tips for your employees

1

Don’t sign blank claim forms and allow
the provider to fill out the claim details
afterwards.
Many practitioners have been blacklisted as approved providers due to
their own fraudulent behaviours such as inflating costs or billing more
services than what were actually provided.

2

Don’t provide your plan member site
login details to providers to submit
claims on your behalf.
Never do this, no matter how well you know your provider.

3

Don’t accept ‘free products’ or services
not covered by the plan. Instead accept
receipts for services covered by plan.
For example, if your plan does not cover Physiotherapy, the provider may
(fraudulently) bill it as Massage Therapy as this is covered by the plan.

4

Don’t submit or allow claims to be
submitted for services never provided.
Even if a practitioner suggests billing under a different benefit allowance
than what the service was. This is fraud.
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Continuation of Benefits
beyond the ESA notice period
Terminating an employee is not a pleasant task, nor is it without numerous
considerations. Terminations that are ‘not for cause’ represent the vast majority
of terminations in the workplace. Making the case for a ‘for cause’ termination is
difficult. And, in most cases, an employer can terminate
whomever they wish by providing the proper notice
and/or pay in lieu. Simply put, terminations
without cause are easier and less risky.
Nevertheless, employers still manage to get
themselves in hot water because many
simply do not understand their obligations
at termination. Perhaps the most common
error in delivering the required terms of a
termination package, is precisely what is not
provided, namely continuation of benefits or
benefit premiums.

The extension of benefits
beyond the statutory notice
period is a problem for
employers as many benefit
companies, contractually,
will only extend benefits to
‘active employees.’

Ontario’s Employment Standards Act (the “ESA”)
requires that an employee be provided working notice
at termination. This working notice is calculated based on years of service and is
up to a maximum of 8 weeks. During this period, the terms of the employment
contract and renumeration must remain the same as before the notice was
given. The ESA specifically speaks to benefits during the notice period:

the employer shall continue to make whatever benefit plan contributions
would be required to be made in order the maintain the employee’s benefits
under the plan until the end of the notice period.
The ESA provides the employer the right to pay the
worker in lieu of providing working notice. This
is a desired practice for most employers.
However, a simple but critical false
assumption that employers often make is
The case law is clear that
that by providing pay in lieu of notice the
an employer is required
employer relinquishes the obligation to
to make the employee
keep
the employee whole. Many
whole for the duration
employers provide a shorter benefit
of the common law
period or deny employees benefits
notice period.
altogether. This is in contravention of the ESA.
And the continuation of benefits or the
payment of premiums may not end with this
notice period. If an employee feels as though they are
entitled to common law consideration, in addition to their ESA entitlement, they
could seek to lengthen the notice period.
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The case law is clear that an employer is required to make the employee whole
for the duration of the common law notice period. This means that the employee
would be entitled to all that they would receive as if they were still actively
employed, including benefits.
The extension of benefits beyond the statutory notice period is a problem for
employers as many benefit companies, contractually, will only extend benefits to
‘active employees.’ Hence, it is critical for all employers to have a well-worded
employment agreement with termination provisions that will stick.
Termination clauses can limit notice to minimal entitlements under employment
standards law.
Unfortunately for employers, restrictive convents in employment agreements,
even when well written, are subject to interpretation and there still is uncertainty
in the law as to whether a termination clause will be enforceable.
Because case law is packed with termination clauses that have been shot down,
re-written, or ruled unenforceable by the Courts, it is advisable that employers
seek the advice of an HR professional or employment lawyer when developing
their employment agreement.

Darcy Michaud, MA, CHRL
CEO/Chief HR Consultant at HRprimed
(888) 609-2071 ext 250
darcy@hrprimed.ca
www.hrprimed.ca
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2020 CRA Limits
RRSP dollar limit

$27,230
2019: $26,500

Remember: Any RRSP contributions made up to March 2, 2020, can be allocated to
2019 for tax purposes. This is a great time for employees to deposit lump sums into a
Group RRSP.

DPSP dollar limit

$13,915
2019: $13,615

Money Purchase limit

$27,830
2019: $27,230

TFSA limit

$6,000
2019: $6,000
Accumulated limit
since 2009: $69,500

YMPE

$58,700
2019: $57,400

CPP contribution rate

5.25%
2019: 5.1%

The Canada Pension Plan contribution rate applies to both employees and employers.
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The Leslie Group is a leading consultant for
Employee Group Benefits and Group Retirement.
To contact us, email TLGinfo@lesliegroup.com
or call 416-510-8966.

THE LESLIE GROUP

