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The Ideal Canadian Pension Plan όL/ttύ ƻŦŦŜǊǎ ŀƴ ŜŦŦŜŎǘƛǾŜ ǎƻƭǳǘƛƻƴ ǘƻ /ŀƴŀŘŀΩǎ ǇŜƴǎƛƻƴ ƛǎǎǳŜǎΣ 
particularly those facing private sector employers and employees. 

The ICPP is a Collective Defined Contribution Plan, designed to provide its members with a reliable 
lifetime pension with similar retirement inflation protection and benefit security as enjoyed by Defined 
Benefit (DB) Pension Plan members, who are now almost exclusively employed in the public sector.

Through properpooled investments and pooled collective payout strategies, the ICPP is expected to 
generate substantially higher retirement income than traditional Defined Contribution (DC) pension 
plans. In fact, the expense savings during the accumulation and payout phase, the collective payout 
ǎǘǊŀǘŜƎƛŜǎΣ ŀƴŘ ǘƘŜ ŎƻƭƭŜŎǘƛǾŜ Ǌƛǎƪ ƳŀƴŀƎŜƳŜƴǘ ƛƴ ǘƘƛǎ ǇǊƻƎǊŀƳ ǎƘƻǳƭŘ ŘƻǳōƭŜ ŀ ŎŀǊŜŜǊ ŜƳǇƭƻȅŜŜΩǎ 
actual lifetime retirement income for the same contributions. 

Sound impossible? The truth is that most Canadians pay at least 25% of their contributions to support 
service supplier expenses. Efficientpayout strategies are also prohibitively expensive, especially in 
ǘƻŘŀȅΩǎ ƳŀǊƪŜǘǇƭŀŎŜΦ ¢ƘŜ L/ttis able to remedy these issues, resulting in double the pension for career 
plan members. 

The ICPP has been created for Canadian employees using the best ideas and practices from Canada and 
around the world. Variable annuities are used in the US.  Collective Defined Contribution Pension Plans 
are common in Europe. Many of the ICPP design elements are borrowed from defined benefit pension 
plans in Canada.

The ICPPis the product of extensive research and years of expertise within the Canadian pension 
industry. We see the ICPP as the future of Canadian pensions in the private sector.
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There is a pension crisis in Canada that must be addressed. One of the most pressing issues is that 
three-quarters of Canadian private sector employees have no pension at all. These individuals are at a 
very real risk of not having enough income to sustain their standard of living in retirement. Employees 
covered by typical DC pension plans also face this threat.  

One quarter of familiesnearing retirement are at risk of suffering a substantial reduction in lifestyle. We 
must offer them the opportunity to increase the retirement income they can provide through their 
existing savings. 
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For employers, pension plans have become too risky and expensive. They are burdened with the 
responsibility and cost of increased regulatory, administrative, pension design, advice, human resource 
management, and fiduciary duty. All but the very largest of single employers, acting on their own, 
should not be expected to provide pension plans to their employees.

Those employers who do offer a DC plan struggle to convince employees to retire when appropriate 
ōŜŎŀǳǎŜ ŜƳǇƭƻȅŜŜǎ ǿƻǊǊȅ ǘƘŜȅ ƘŀǾŜƴΩǘ ǎŀǾŜŘ ŜƴƻǳƎƘ ǘƻ ƳŜŜǘtheir retirement goals. DC plans are often 
ǾƛŜǿŜŘ ǎƛƳǇƭȅ ŀǎ ǎŀǾƛƴƎǎ ƛƴǎǘŜŀŘ ƻŦ ǎǳǎǘŀƛƴŀōƭŜ ǊŜǘƛǊŜƳŜƴǘ ƛƴŎƻƳŜΦ 9ƳǇƭƻȅŜŜǎ ŘƻƴΩǘ ƪƴƻǿ ǿƘŀǘ ǘƘŜƛǊ 
retirement savingswill provide in income, except what an insured annuity will provide, which is just not 
enough.

Employees covered by DC plans are also unfairly burdened with a number risks and concerns, not the 
least of which is whether they are getting good advice. Regulators have dropped the ball with excessive 
focus on many issues that are just not important. We need to do our best to offer Canadians a 
reasonable role in their own retirement planning. Their role should not include managing investment 
risks, unreliable payouts, longevity risks, and inflation risks. They should instead be able to concentrate 
on their retirement goals. The ICPP allows them to do this. 
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Canadian employees want peace of mind when it comes to their retirement. 

For most, this means help in understanding what their retirement goals should be. This includes simply 
meeting their basic financial needs throughoutretirement. Often, it also includes being able to maintain 
their standard of living without having to worry about outliving their savings. Some employees alsohave 
special needs that must be considered in their plan. 

Employees need appropriate guidance and continuing support delivered to them at the right time as 
they conduct their retirement planning.

Canadian Employers want pension plans with the lowest possible costs, and certainly reduced costs 
from current levels. They also want reduced administrative responsibility, limited fiduciary duty, and no 
balance sheet obligations. They need to offer their employees the kind of pension plan that entices, 
maintains, and ultimately allows a dedicated member of their workforce to retire when the time comes. 

The ICPP gives both employees and employers what they want. 
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Lƴ ǘƘŜƛǊ aŀȅ нлмт ǿƘƛǘŜ ǇŀǇŜǊ ά²ŜΩƭƭ [ƛǾŜ ǘƻ .Ŝ млл ςIƻǿ /ŀƴ ²Ŝ !ŦŦƻǊŘ LǘΚέΣ ǘƘŜ ²ƻǊƭŘ 9ŎƻƴƻƳƛŎ 
CƻǊǳƳ ǇǊƻƳƻǘŜǎ /ƻƭƭŜŎǘƛǾŜ 5ŜŦƛƴŜŘ /ƻƴǘǊƛōǳǘƛƻƴ ǇŜƴǎƛƻƴ ǎȅǎǘŜƳǎ ǿƘƛŎƘ άŀƭƭƻǿ ƳŜƳōŜǊǎ ǘƻ Ǉƻƻƭ ƻǊ 
ŎƻƭƭŜŎǘƛǾƛȊŜ ǘƘŜƛǊ ǊŜǘƛǊŜƳŜƴǘ ǎŀǾƛƴƎǎ ǘƻ ǊŜŘǳŎŜ Ǌƛǎƪǎ ŀƴŘ ŦŜŜǎΦέ

This chart highlights the fundamental attributes of a Collective Defined Contribution plan, contrasted 
with Defined Benefit (DB) and Defined Contribution (DC) plans. The ICPP, which is a Collective DC plan, 
aligns with these attributes.

A Collective DC Plan is professionally managed for all its Members, not individually managed by its 
Members as in traditional DC Plans. 
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The current regulatory environment in Canada makes it difficult, if not impossible, to provide cost 
effective pension solutions for small employers and the self-employed. These Canadians deserve access 
to the pension industry. The ICPP offers access to a good pension plan to those who are otherwise shut 
out of affordable, reliable pensions. 

Large employers are increasingly reluctant to sponsor complicated retirement solutions. Their
employees deserve continued access to the pension industry.

¢ƘŜ L/tt ƛǎ ŎƻƭƭŜŎǘƛǾŜ ŀƴŘ ǘǊŜŀǘǎ ŀƭƭ ƳŜƳōŜǊǎ ǘƘŜ ǎŀƳŜΦ ! ƳŜƳōŜǊΩǎ ŎƻƴǘǊƛōǳǘƛƻƴ ƛǎ ǳǎŜŘ ǘƻ ǎǳǇǇƻǊǘ ǘƘŀǘ 
ƳŜƳōŜǊΩǎ ǇŜƴǎƛƻƴΣ ōǳǘ ƛǎ ƳŀƴŀƎŜŘ ŎƻƭƭŜŎǘƛǾŜƭȅ ǘƻ Ǝŀƛƴ ŀŎŎŜǎǎ ǘƻ ŀŦŦƻǊŘŀōƭŜ ŀƴŘ ƻǇǘƛƳŀƭ ǎƻƭǳǘƛƻƴǎΦ 
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DƛǾŜƴ ǘƘŀǘ ǘƘŜ L/tt ƛǎ ŀ /ƻƭƭŜŎǘƛǾŜ 5ŜŦƛƴŜŘ /ƻƴǘǊƛōǳǘƛƻƴ ǇƭŀƴΣ ŀ tŀǊǘƛŎƛǇŀǘƛƴƎ 9ƳǇƭƻȅŜǊ ŘƻŜǎ ƴƻǘ άƻǿƴ 
ǘƘŜ ǇŜƴǎƛƻƴ Ǉƭŀƴ ŘƛǊŜŎǘƭȅέΦ  ¢ƘŜ tŀǊǘƛŎƛǇŀǘƛƴƎ 9ƳǇƭƻȅŜǊ ŀŎŎƻǳƴǘǎ ŦƻǊ ǘƘŜ ǇŜƴǎƛƻƴ Ǉƭŀƴ ōȅ ǊŜŎƻǊŘƛƴƎ ƛǘǎ 
contributions to the ICPP as a pension expense only. This means there are no corporate balance sheet 
implications. The ICPP is accounted for much like the CPP. 

Like any other DC pension plan, the Participating Employer sets contributions and is able to change the 
contributions as they see fit. 

Unlike a traditional DC plan, the ICPP removes the fiduciary,governance and administrative burden 
from the plan sponsor. The ICPP utilizes a management board which oversees and governs the plan.

Participating employers do not have to report to regulators. The plan administrator completes all 
reporting.
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ICPP Members focus on their retirement lifestyle choices ςtheir personal benefit targets ςand not on 
the investment process that supports these targets.This is a paradigm shift from traditional defined 
contribution pension plan approaches that require Members to focus on individual investment decision 
making.

The ICPP is designed with several targeted benefit payout options that can be used to meet all of our 
aŜƳōŜǊǎΩ ǇƻǘŜƴǘƛŀƭ ƴŜŜŘǎΦThe CPP Double-Up Benefit, the Lifestyle Maintenance Bridge Benefit, the 
Lifetime Lifestyle Benefit, the Additional Lifetime Income Benefit, the Extra Cash Early Benefit, and the 
Minimum Taxable Benefit payout options are all designed to meet the specific needs of the Members.

For example, the CPP Double-Up benefit is designed to meet aaŜƳōŜǊΩǎ ōŀǎƛŎ ŦƛƴŀƴŎƛŀƭ ƴŜŜŘǎ 
throughout retirement and is paid through an uninsured variable annuity that provides a lifetime 
monthly benefit which is expected to grow with inflation.

! aŜƳōŜǊ Ƴŀȅ ŜƭŜŎǘ ǘƻ άŘƻǳōƭŜέ ǘƘŜ /tt 5ƻǳōƭŜ-Up benefit if that Member needs additional security in 
retirement. 

aŜƳōŜǊΩǎ ǎŜƭŜŎǘ ǘƘŜƛǊ ǊŜǘƛǊŜƳŜƴǘ ǘŀǊƎŜǘǎ ŀƴŘ ǘƘŜƴ ǿŜ ƘŜƭǇ ǘƘŜƳ ŘŜǘŜǊƳƛƴŜ ǘƘŜ ǊŜŀƭƛǎǘƛŎ ŎƻƴǘǊƛōǳǘƛƻƴǎ 
needed to support those targets.
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The CPP Double-Up Pension is the keystone of the ICPP. The CPP Double-Up Benefit has been designed 
ǘƻ ƳŜŜǘ /ŀƴŀŘƛŀƴǎΩ ōŀǎƛŎ needs in retirement, when combined with their OAS and CPP pensions, in 
retirement. It provides ǇŀȅƳŜƴǘǎ ŘǳǊƛƴƎ ǘƘŜ aŜƳōŜǊΩǎ ŜƴǘƛǊŜ lifetime that increase with inflation.

Other payout options include:

CPP Double-Double: Two-times the CPP double up (ideal for higher income earners).

Lifestyle Maintenance Bridge: Allows most Members of the ICPP an appropriate target benefit to meet 
their expected lifestyle needs at retirement when added to the CPP Double-Up Benefit.  This benefit 
ǎǘƻǇǎ ŀǘ ŀƎŜ ур ǿƘŜƴ ǘƘŜ aŜƳōŜǊΩǎ ƴŜŜŘǎ ŀǊŜ ŜȄǇŜŎǘŜŘ ǘƻ ǊŜŘǳŎŜΦ

Lifetime Lifestyle Maintenance: Continuation of the Lifestyle Maintenance Bridge for the rest of a 
aŜƳōŜǊΩǎ ƭƛŦŜ ōŜȅƻƴŘ ŀƎŜ урΦ

Extra Lifetime Income: Allows a Member, typically a high income Member, to target additional funds to 
pay for an insured annuity in an amount that is completely discretionary.The ICPP will then invest any 
ŀǾŀƛƭŀōƭŜ ŎƻƴǘǊƛōǳǘƛƻƴǎ ǘƻ ǎǳǇǇƻǊǘ ǘƘƛǎ ōŜƴŜŦƛǘ ŀƴŘ ǇǳǊŎƘŀǎŜ ŀƴ ƛƴǎǳǊŜŘ ŀƴƴǳƛǘȅ ƻƴ ǘƘŜ aŜƳōŜǊΩǎ ōŜƘŀƭŦ 
at retirement.

Extra Cash Early: Allows a aŜƳōŜǊ ǘƻ ŘŜǎƛƎƴŀǘŜ ŀŘŘƛǘƛƻƴŀƭ ǇŀȅƳŜƴǘǎ ŜŀǊƭȅ ƛƴ ǘƘŜ aŜƳōŜǊΩǎ ǊŜǘƛǊŜƳŜƴǘ.

Minimum Taxable Benefit:  Thisbenefit is designed to ensure that the total benefit paid each year 
respects income tax act requirements.
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The CPP Double-Up and the Double-Double are provided through an uninsured collective variable 
annuity. This is one of the features that makes the ICPP so innovative. 

Traditional insured annuities are priced to produce profit and reflect sub-optimal investments required 
by insurers. 

¢ƘǊƻǳƎƘ ōŜǘǘŜǊ ƛƴǾŜǎǘƳŜƴǘǎ ŀƴŘ ǇƻƻƭƛƴƎ ƻŦ ƭƻƴƎŜǾƛǘȅ ŀƴŘ ƳƻǊǘŀƭƛǘȅ ǊƛǎƪΣ ǘƘŜ L/ttΩǎ ǳƴƛƴǎǳǊŜŘ ŎƻƭƭŜŎǘƛǾŜ 
variable annuity provides higher expected payouts. It also guarantees Members receive payments from 
the plan for their lifetime withexpected regular inflationary increases. It also removes the requirement 
ŦƻǊ ŀƴ ƛƴŘƛǾƛŘǳŀƭ aŜƳōŜǊ ǘƻ ƳŀƴŀƎŜ ǘƘŜ aŜƳōŜǊΩǎ payments into old age.
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The ICPP clearly distinguishes between assets that are supporting benefits that are payable later and 
assets that are supporting benefits that are payable now.There is an Accumulation Fund for assets 
supporting benefits payable later, a number of Transition Funds for assets being transitioned from the 
Accumulation Fund into a Payout Fund, and a number of Payout Funds to support the various targeted 
ōŜƴŜŦƛǘǎ ǳƴŘŜǊ ǘƘŜ L/tt ǿƘŜƴ ǘƘŜȅ ŀǊŜ ƛƴ άǇŀȅƻǳǘέ ƳƻŘŜΦ

Each fund has its own investment policy and its assets are managed separately from all of the other 
ŦǳƴŘǎΩ ŀǎǎŜǘǎΦThe !ŎŎǳƳǳƭŀǘƛƻƴ CǳƴŘΩǎ ŀǎǎŜǘǎ are invested ŘƛŦŦŜǊŜƴǘƭȅ ǘƘŀƴ ǘƘŜ ¢Ǌŀƴǎƛǘƛƻƴ CǳƴŘΩǎ ŀǎǎŜǘǎ 
ƻǊ ŀƴȅ ƻŦ ǘƘŜ tŀȅƻǳǘ CǳƴŘǎΩ ŀǎǎŜǘǎΦA member does not have to manage the transfer of assets between 
the various ŦǳƴŘǎΥ ǘƘƛǎ ƘŀǇǇŜƴǎ ŀǳǘƻƳŀǘƛŎŀƭƭȅ ōŀǎŜŘ ƻƴ ǘƘŜ aŜƳōŜǊΩǎ ƛƴŘƛǾƛŘǳŀƭ ǊŜǘƛǊŜƳŜƴǘ ǘŀǊƎŜǘǎΦ

Assets are held entirely in the Accumulation Fund until the member is within ten years of his anticipated 
first payout date.At that point the transition begins.The transition is completed when the assets are 
first needed to pay for the ƳŜƳōŜǊΩǎ ǘŀǊƎŜǘŜŘ ōŜƴŜŦƛǘǎΦ

All a member has to do is prioritize his targeted benefits, establish his contribution rate and select his 
first payout date(s).All investments and transitions will then be automatic under the ICPP.Members 
are not asked to make investment choices.There is a single investment for all members.aŜƳōŜǊΩǎ Ƴŀȅ 
change their contributions or targets at any time.

¢ƘŜ ƛƴǾŜǎǘƳŜƴǘ Ǝƻŀƭ ƛǎ ǘƻ ƳŀȄƛƳƛȊŜ ǘƘŜ ǇŜƴǎƛƻƴ Ǉƭŀƴ ƳŜƳōŜǊΩǎ ǳǘƛƭƛǘȅΦWe will therefore invest in the 
asset class that is expected to provide the best risk adjusted return for any potential benefit target. For 
example, the Accumulation Fund isinvested in equities only given its long-term investment horizon (i.e. 
longer than ten years).
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²ŜΩǾŜ ŎƘƻǎŜƴ L/tt CǳƴŘǎ [ǘŘ ŀǎ ǘƘŜ ƛƴǾŜǎǘƳŜƴǘ ƳŀƴŀƎŜǊ ŦƻǊ ǘƘŜ L/ttΣ ǿƘƛŎƘ Ƙŀǎ ŘŜǾŜƭƻǇŜŘ ŀǇǇǊƻǇǊƛŀǘŜ 
mandates for each Fund.For example, the ICPP Accumulation Fund mandate is to support a true, long 
term investment. 

We invest the accumulation fund using ǿƘŀǘ ǿŜ ŎƻƴǎƛŘŜǊ ŀ άǎƳŀǊǘ ōŜǘŀέ ǎǘǊŀǘŜƎȅΦWhat this means is 
that we will invest in companies that reasonably represent what we consider to be the right markets. 
The approach is a rules based active mandate.For this Fund, we invest primarily in Canadian 
equities.We invest in large Canadian companies that are expected to do well over the long term.We 
also invest in large multinational companies with a Canadian presence that are expected to do well over 
the long term.Our Multinational investments represent the global market.

Our investments involve 60 to 80 individual companies at any point in time.We balance and rebalance 
our investments quarterly so that our exposure to each company remains at our stated goals.This will 
cause us to routinely sell some investments that have increased in value and buy some investments that 
have decreased in value.We buy low and sell high.

We choose two leading companies that we believe have the highest potential long term investment 
return from each category defined by us.We actively monitor the third best company in a category.We 
select the top two companies in each category and confirm them at least once a year. We expect most 
of the companies on our investment list to remain on the list from year to year but we have the 
discipline to review our lists on an ongoing basis.

Our investment manager may elect to invest in only the best company in a pair.  If the second best 
company in a category becomes the best, our manager may transition our investment to that company 
over time.  For some pairs our manager elects to invest in both leading companies.

Our transition funds consist of investments in the Accumulation Fund and the targeted Fundto support 
ǘƘŜ aŜƳōŜǊΩǎ ŜƭŜŎǘŜŘ ǘŀǊƎŜǘ ōŜƴŜŦƛǘΦ ¢ƘŜ CǳƴŘǎ ǎǳǇǇƻǊǘƛƴƎ Ǉŀȅƻǳǘ ǎǘǊŀǘŜƎƛŜǎ ƘŀǾŜ ƛƴǾŜǎǘƳŜƴǘ 
mandates that are specific to that strategy. For example, the Payout Fund supporting the uninsured 
variable annuity that is used for the CPP Double-Up benefit has an investment mandate that invests 
50% in the Accumulation Fund and 50% in the iShares XBB ETF. This means the investments are 50% in 
equities and 50% in the universe of Canadian bonds. This is appropriate for a payout strategy that pays 

ōŜƴŜŦƛǘǎ ŦƻǊ ŀ aŜƳōŜǊΩǎ ƭƛŦŜǘƛƳŜ ǘƘŀǘ ƴŜŜŘ ǘƻ ƛƴŎǊŜŀǎŜ ǿƛǘƘ ƛƴŦƭŀǘƛƻƴ. 14


