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FOREWORD

This book fills a great need. As the recent Carnegie Commission on
Higher Education report "The Open Door Colleges" notes, "Community
colleges are the fastest growing segment of higher education in the United
States." The report also notes that "perhaps because community colleges
have grown so rapidly in the last decade, there has been a serious lag
between their development and the availability of adequate information
about them. Statistics on community colleges are highly inadequate.
. . ." 1 This book does much to fill the information gap in one important
area of community and junior college operations: benefit plans.

But this is not merely a statistical study. The facts, it is true, are there,
but they are combined with sensible recommendations about particular
benefit programs andof particular importance to developing colleges
a sensitive discussion of the interplay of the various benefit plans.

It is estimated that nearly 200,000 new teachers, including replace-
ments, will be needed in two-year colleges by 1980. Attracting such a
large number of talented people is no easy matter. But careful and
thoughtful construction of a sound benefit environment certainly facili-
tates the task.

I cannot recommend too highly to my colleagues the importance of
mobility. As community and junior college systems develop and grow
throughout our fifty states, it becomes increasingly important that those

1 Carnegie Commission on Higher Education, "The Open Door Colleges," p. 46.
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with experience and skills be able to move freely throughout the nation
to the betterment of themselves and the systems they will serve. The
sensitivity of the author to the concept of academic mobility is com-
mendable. I can only hope that those who read and use this book will
devote themselves to implementing programs which will permit mobility
for the betterment of all.

This book appears at a milestone in the history of the American Asso-
ciation of Junior Colleges: now fifty years old. Certainly, it is an appro-
priate time to take stock. This book enables us to do so in the benefit
plan area. It is also an outstanding guide to where we, hopefully, will
go in the future.

Washington, D.C.
September 15,1970

EDMUND J. GLEAZER, JR.
Executive Director
American Association of Junior Colleges
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INTRODUCTION

PURPOSE

This study has several purposes. First, it aims to describe the present
status of benefit planning in the junior colleges: the types of plans in
effect and the principal provisions of those plans. Second, it offers a
brief background for the understanding of various benefit provisions and
alternatives through a discussion of the annuity, pension, and insurance
principles governing benefit plans. Finally, it raises the questions which
confront college administrators, faculty, and other employees, and
trustees and legislators, in the development of sound benefit plans in the
light of the needs of the individual faculty and staff members on the one
hand, and the goals of educational institutions on the other. In summary,
this study aims to help the junior colleges answer the question: "Where
have we been and where should we go from here?" It is hoped that the
study will be used as a working document, not as a collection of statistics
to be perused and put on a shelf.

It is generally recognized that sound educational management requires
solid data and a firm grasp of fundamentals if decisions are satisfactorily
to meet educational objectives. This is as applicable in the benefit
planning area as in any other aspect of college affairs. As educational
costs mount, greater pressures are exerted to get the most from the
educational dollar. Yet too seldom have college benefit plans been
subject to the kind of analysis that can so often help the institution and

1
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2 INTRODUCTION

its employees get the best results for their money. Apart from the rapid
growth of the colleges themselves, one reason for the somewhat random
growth to date of benefit plans in junior colleges is that they have not
,iad readily available in one comprehensive source the basic informa-
tion required for sound policy decisions.

This report by no means is solely for the use of policy-makers and
administrators. Discussion of basic benefit principles inevitably leads
to discussion of how specific benefit plans work, how plans that appear
similar may differ in their effects, or how alternative approaches may
produce more or less advantageous cost-benefit relationships. All this
should be of interest to individual plan participants as well as adminis-
trators.

Understanding of college benefit plans is important to each individual
faculty and staff member. Benefit plans are (or should be) designed to
dovetail with the employees' own arrangements for savings for old age,
life insu;ance, and so on, and of course with Social Security benefits if
available. Simply from the standpoint of effective individual money
management, a review of the way a benefit plan operates can often lead
to more intelligent individual use of the plan. At times, plan participants
do not feel qualified to ask the right questions about the operation of
their benefit plans. This study, it is hoped, will lead to a greater degree
of sophistication on the part of benefit plan participants.

Some benefit plans do a better job than others, and individual staff
members have an obligation in advising the employer as to the effective-
ness of existing plans in meeting real needs. On its part, the college is
aided by listening to informed feedback as it approaches revision of
benefit plans.

Improved understanding of how benefit plans work usually begins
with examination of underlying features. In pension planning, for in-
stance, there is much discussion about vesting, portability, benefit levels,
retirement ages, and the like. But the two basic starting points in pension
funding, the defined contribution approach and the defined benefit ap-
proach, are not so often brought into focus. Yet they strongly influence
benefit patterns and differ markedly in their capacity to generate retire-
ment benefits for participants whose careers include work for more than
just one employer under one pension system. Chapter 2 describes the
differences between the two fundamental approaches to the provision of
retirement income. Other chapters bring out similar basic considera-
tions. Chapter 5, for instance, includes a review of choices in the selec-
tion of group life insurance benefits, and notes that some plans provide
the lowest insurance amounts for those who need insurance the most,
and vice versa. In Chapter 6, practical differences between the various
approaches to health insurance are discussed.

16



INTRODUCTION 3

The report has attempted to avoid the technical and legalistic language
that is often used in describing benefit plans. When dealing with theo-
retical and operating aspects of benefit plans, it is sometimes difficult to
eschew such language altogether, but generally the aim has been a report
as free as possible of technical jargon.

BACKGROUND OF STUDY

During the last decade, as the junior colleges experienced unprece-
dented growth in numbers and enrollment, and established their distinct
place in the American educational system, it became clear that need
was increasing for basic data for junior college planning. This study is
a product of that need in the area of faculty and staff benefit planning.

The study was financed by a grant to the American Association of
Junior Colleges (AAJC) and Teachers Insurance and Annuity Associa-
tion (TIAA) from the Esso Education Foundation. The Foundation
has long been concerned with the effective employment of college re-
sources. As a part of staff compensation, benefit plans represent a sub-
stantial part of a college's total compensation dollar. Taxpayer money is
heavily involved in the educational commitment of the public junior
colleges. The Foundation's support of the study has the purpose of aiding
all junior colleges, public and private, in making the best use of available
funds by developing a handbook for the review of benefit plans and the
formulation of sound institutional policy regarding such plans.

It is hoped that this reportthe first such in-depth study of junior
colleges on a national scalewill reduce the need for smaller surveys
and questionnaires, and will form the base point for regular future
surveys of trends in benefit planning in the junior colleges.

COVERAGE

The report covers the four principal staff benefit areas: (1) retirement
benefits, (2) benefits for survivors in the event of the death of the college
staff member, (3) benefits to cover medical expenses resulting from
illness or injury of the staff member or members of his family, and (4)
income benefits during periods a staff member is unable to work because
of disability, short or long in duration.

UNIVERSE

The study group, totaling 1,007 junior colleges, is composed of the
public and private junior and community colleges listed in the 1969
AAJC Junior College Directory, plus junior colleges newly opened
during 1969. A small number of listed junior colleges employing only
religious faculty (priests, members of orders) were not included in the

17



4 INTRODUCTION

survey. Throughout the study report the phrase junior colleges includes
community colleges.

Because eligibility for benefit plans and the provisions of plans some-
times differ according to employment classification, the questionnaire
data were collected separately for the three major personnel categories:
(1) faculty, (2) administrative staff and other professional (nonfaculty)
personnel, and (3) clerical, secretarial, maintenance, and service em-
ployees. Faculty includes all full-time personnel who teach 50 per cent
or more of the time. The administrative group includes administrative
officers, their assistants, supervisors, and other professional nonteaching
personnel. The administrative group is usually referred to in the report
simply as "administrative personnel" or "administrators," and the non-
academic and nonadministrative group as "clerical-service" employees.
The three employee categories used in the survey are necessarily broad
and of course encompass numerous institutional variations in employee
terminology and classification.

In the tables in the body of the report and in Appendix B, the survey
data are distributed by institutional control, public and private, and by
numbers of employees in reporting institutions. The employee columns,
headed EEs, provide in effect a weighting of responses by size of institu-
tion.

Preparation for the study began in early 1969 with the development
of study objectives in consultation with officers of the AAJC and TIAA,
and the Esso Education Foundation. For the collection of the basic data,
a test questionnaire was designed and distributed to a selected cross-
section of 50 public and private junior colleges in. mid-1969. The test
questionnaire was based in part on a questionnaire used in a 1968 study
of benefit plans in the four-year colleges and universities.' Final prepara-
tions and plans for data processing were completed at the end of 1969.

The survey questionnaire was mailed on January 1, 1970, to presidents
of public and private junior colleges, or to central administrative offices
in the case of multicampus institutions or institutions centrally adminis-
tered or coordinated as branches, district units, or state junior college
systems. Presidents were asked to direct the questionnaire to the admin-
istrative officer in charge of benefit plans, usually the business or per-
sonnel officer. In some of the responding individual institutions, and in
most of the groups of centrally administered colleges, the director of
institutional research prepared or coordinated the reply. Data in ques-
tionnaires returned after March 18, 1970, are not included in the study.

William C. Greenough and Francis P. King, Benefit Plans in American Colleges,
(New York: Columbia University Press, 1969).
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RESPONSE

Eighty-nine per cent of the 1,007 junior colleges in the survey re-
sponded to the survey questionnaire. By control, 92 per cent of public
junior colleges and 78 per cent of private junior colleges responded.

Measured by numbers of employees, responses were received from
public junior colleges employing 95 per cent of persons employed by
public junior colleges, and from private junior colleges employing 84
per cent of employees of this group of two-year institutions.

Table 1-1 details the response to the survey questionnaire.
Questionnaires mean extra work for responding administrators, and

they are not always welcome. But if certain kinds of information are
to be assembled, questionnaires are required. Our aim as we developed
the survey instrument was to keep the number of questions down to an
essential minimum, to ask for no information that could be obtained
from other sources (enrollment, control, etc.), to pretest the question-
naire to help make sure it met real situations, and to provide a printed
questionnaire laid out for easy reading. Still, the questionnaire weighed
in at twelve pages. The willingness of so many college officers to provide
answers to our questions is testimony to their patience and cooperation,
as well as a reflection of a high current interest level in data in the field
of college benefit planning.

FINDINGS

Overall, the results of the current study indicate that benefit plans in
each coverage area but one are reported by a large majority of the junior
colleges, with the private junior colleges somewhat behind the public
institutions. The one exception area is group insurance plans for long-
term total disability.

The simple statement that a benefit plan is in effect is not especially
informative in an age of widespread staff benefits, with wide choices of
benefit provisions available. A count of benefit plans is a starting point,
the term benefit plan a label. The label may signify wine, but the de-
canter may hold anything from table wine to fine vintage. Attention
turns at once to the question of quality, to the elements of the plans
themselves. This study aims to offer qualitative guides as well as sum-
mary data on extent of plans.

Extent of Benefit Plans. The study brings out the extent of benefit
plans in the junior colleges. Table 1-2 on page 7 summarizes the data.

Higher proportions of public junior colleges report benefit plans than
private junior colleges, except for participation in the federal Social
Security program.
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INTRODUCTION 7

TABLE 1-2: BENEFIT PLANS REPORTED BY JUNIOR COLLEGES, 1970

All
Institutions Public Private

Per Cent Per Cent
Insts EEs

Per Cent Per Cent
Inas EEs

Per Cent Per Cent
lnsts EEs

N= N= N= N= N= N=
Faculty 893 59,383 712 53,948 181 5,435

Retirement Plan 94.3 98.4 99.3 99.3 74.6 89.1
Social Security 76.5 68.4 71.6 65.3 95.5 99.1
Group Life Insurance 70.2 78.3 73.5 78.8 57.5 73.9
Health Insurance 95.5 98.6 97.8 98.8 86.7 96.8
Short-Term Disability

Income Plan 90.9 95.4 94.4 96.7 77.3 82.5
Long-Term Disability

Income Plan
Group Insurance 35.4 45.2 36.8 45.3 29.8 44.9
Part of Public

Retirement System 70.2 81.2 88.1 90.0 - -
N= N= N= N= N= N=

Administrators 893 13,103 712 11,061 181 2,042
Retirement Plan 94.1 97.6 99.3 99.4 73.5 87.9
Social Security 77.3 78.0 72.5 74.1 96.1 99.1
Group Life Insurance 70.2 76.7 73.5 77.5 57.5 72.4
Health Insurance 95.5 98.1 97.6 98.4 87.3 96.2
Short-Term Disability

Income Plan 91.0 93.9 94.7 96.2 76.8 81.1
Long-Term Disability

Income Plan
Group Insurance 35.3 47.7 36.7 48.1 29.8 45.5
Part of Public

Retirement System 70.5 73.7 88.4 87.4 - -
Clerical-Service N= N= N= N= N= N=

Employees 893 42,886 712 36,993 181 5,893
Retirement Plan 88.1 94.6 96.8 98.5 54.1 70.3
Social Security 85.4 88.1 82.6 86.3 96.6 99.3
Group Life Insurance 66.5 74.3 70.5 75.5 50.8 66.9
Health Insurance 95.2 98.6 97.6 99.2 85.6 95.1
Short-Term Disability

Income Plan 91.5 95.3 94.8 97.2 78.5 83.4
Long-Term Disability

Income Plan
Group Insurance 27.4 .16.9 28.8 37.6 22.1 31.9
Part of Public

Retirement System 69.3 7.1.7 86.9 91.2

The most frequently reported benefit plans are retirement plans.
Among public junior colleges, 99 per cent report retirement plan
coverage for faculty, administrators, and clerical-service employees.

Among private junior colleges, 75 per cent report retirement plan
coverage for faculty and administrators, and 55 per cent report retire-
ment plan coverage for clerical-service employees.

21



8 INTRODUCTION

Health insurance plans are reported by 98 per cent of public junior
colleges and by 85 per cent of private junior colleges. There are no
significant differences among employee classifications (faculty, admin-
istrative, clerical-service) in health insurance coverage reported.

Sick-pay plans for income during short-term disabilities are in effect
in 95 per cent of the public junior colleges and in just under 80 per
cent of the private junior colleges.

Group life insurance plans are reported by about three-fourths of the
public junior colleges. In private junior colleges, group life insurance
plans are reported by just under 60 per cent for faculty and adminis-
trators, and by 50 per cent for clerical-service employees.

Insured plans for the provision of long-term total disability income
have been available only since the late 1950's, but they constitute
the fastest grc 7ing area of staff benefit protection. Over a third of
the public junior colleges, and about 30 per cent of private junior
colleges, report an insured long-term disability income plan for
faculty and administrators. About 30 per cent of public junior
colleges, and 20 per cent of private, report an insured long-term
disability income plan for clerical-service employees.

About 90 per cent of public junior colleges report coverage under the
disability income provisions of public retirement systems. Under
many systems, however, lengthy waiting periods exclude from cover-
age substantial portions of plan members. Benefits, except for persons
disabled close to retirement, are often low.

Observations. The study brings out these general observations regard-
ing the benefit plans reported:

Pension portability across state lines is less extensive among junior
colleges than among four-year colleges and universities. In the ma-
jority of public retirement systems in which junior college faculty and
other employees participate, accrued retirement benefits are auto-
matically forfeited by employees leaving employment covered by the
system unless a service requirement, as much as ten or twenty yeas
in some systems, has been met. In only 2 of 77 public retirement
systems, the TIAA-CREF regular or optional retirement plans, and
5 church pension plans, are accrued benefits retained by terminating
employees without a service requirement.

Some of the retirement plans covering junior college faculty and other
employees still provide relatively low benefit levels for a career of
service. Among them are the public retirement systems which set
limits on the salary on which benefits are to be calculated, and systems
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in which the benefit formula percentage factor is less than 11/2 per
cent (of final average salary) per year of service.

Questions of benefit adequacy arise under formula-type retirement
plans for mobile faculty and staff members who have met service
requirements for retention of accrued retirement benefits. Benefits
are based on the average salary at termination of employment, usually
quite low compared with salaries just preceding retirement. For the
mobile staff member who works under several retirement systems, the
resulting retirement benefits will be lower than if the individual con-
tinued under one plan until retirement.

Increasing numbers of retirement systems have taken steps to meet
the erosive effects of inflation on retirement income. Colleges were
first to use the variable annuity, introduced by TIAA in 1952. More
recently, a number of public retirement systems have adopted variable
annuity plans. In addition, automatic price-index related plans, auto-
matic annual percentage increases in benefits, and other methods of
helping adjust to changing living costs have been put into effect.
Between 25 and 30 per cent of public junior colleges do not provide
for the coverage of faculty and administrators under federal Social
Security, and about a fifth do not include their clerical-service em-
ployees. Some public retirement systems whose members are not
covered by Social Security have attempted to provide roughly equiva-
lent survivor, disability, and retirement benefits. But no state retire-
ment system has been able to keep up with the Congress as it improves
Social Security benefits. For instance, the Hospital Insurance portion
of the Social Security Medicare program is open only to persons
becoming eligible for Social Security retirement benefits. So far, no
state has duplicated Medicare for its retired employees. Nor is the
portability of Social Security benefits matched by public retirement
systems.

At present, many junior college life insurance plans offer modest flat
amounts of life insurance or salary-related insurance amounts. Too
often the plans provide only a token insurance amount or result in the
highest amounts of insurance for those who need it least. Family
responsibilitiesand therefore insurance needstend to be greater
at the younger ages when children are growing up and outstanding
mortgage amounts are high. This suggests the desirability of an in-
surance benefit pattern of one times salary to provide a transition fund
for survivors, plus a pattern of graded insurance providing greater
amounts at the younger ages and lesser amounts later on as needs
diminish and as insurance costs rise.

Indemnity health insurance plans with inside dollar limits should be

9°



10 INTRODUCTION

subject to periodic review and updating. For instance, in basic hos-
pital-surgical-medical plans in which the benefit for daily hospital
room and board is a specified cash amount, the benefit provided is
often the amount selected when the plan was installed, perhaps many
years ago, and well below today's daily hospital rates.

About 90 per cent of the junior colleges report major medical expense
insurance coverage as part of their total health insurance plan. De-
veloped in the mid- and late fifties, major medical plans are relatively
new on the scene. Some still incorporate earlier experimental features.
Many could improve their capacity to meet the heavy financial burden
of serious injury or illness. Among questions for the evaluation of
the current responsiveness of a major medical plan are these:

Is the maximum benefit amount adequate to meet truly heavy and
prolonged medical expense? The earlier $10,000 or $15,000 maxi-
mums have been succeeded in many plans by $25,000 or $50,000.

Is the plan operating on a per cause or all cause basis? Per cause
plans, reported by about 15 per cent of junior colleges with major
medical plans, establish their benefit periods by cause of illness and
require new deductibles if there are to be benefit payments under
another cause. Per cause plans mean less insurance protection against
medical expenses.

Do benefits cut off at the end of the calendar year whether or not
high medical expense levels continue? Longer benefit periods may
better meet staff needs.

As insured plans for the provision of long-term total disability income
are introduced, adequate levels of disability income become feasible
at relatively low cost and without long waiting periods for eligibility.
An insured long-term disability income plan requires coordination
with the retirement plan, however, if there is to be lifetime income
protection. Accrued retirement benefits must be retained, and retire-
ment benefits must continue to build up during the period of disability,
so that the retirement income can take over when the disability income
ceases, usually at age 65. If the regular retirement system cannot be
coordinated with the insured program, a supplementary retirement
plan may be used to build retirement protection.

Plans that provide sick-pay during short-term absences from work
should be coordinated with long-term disability income plans, when
established. For those eligible for the long-term plan, benefits from
the short-term plan should span the "elimination period," usually the
first six months of disability.

In about one out of four group insurance plans in the junior colleges
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INTRODUCTION 11

life, health, and long-term total disability incomethe entire cost of
the plan is paid for by the employee. An indicated improvement in
these plans is the assumption by the employer of at least a part of the
cost.
Benefit plans should be fully understood by participants if the plans
are to be properly used and evaluated. It is worthwhile to spend a
little time with the booklets describing staff benefit plans. Knowledge
of what not to expect can be as valuable to individual financial plan-
ning as knowledge of what benefits are provided.

Booklets describing benefit plans should be straightforward and lucid.
Occasionally a group insurance booklet will read more like an ad-
vertising brochure than a guide to plan use, but most descriptions are
clearly and simply written. Information regarding retirement plans is
often in less satisfactory form. Some public retirement systems, such
as Ohio and Wisconsin, do an outstanding job in explaining benefits
and answering the questions that differing individual circumstances
may raise. However, many public systems have devoted too little time
and talent to descriptive material, and the resulting plan descriptions
are labyrinths of technical language, rich with cross references.

APPENDIX B TABLE RELATED TO CHAPTER 1:

Table

1-1 Summary of Study Response

JJ
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RETIREMENT
SYSTEMS

This chapter describes the extent of retirement plan coverage of junior
college employees, the types of plans providing the coverage, the prin-
cipal approaches used by retirement systems in providing benefits, and
the funding methods employed.

The retirement plan is by far the most significant employee benefit
plan. Each plan is important, but the retirement plan has a more pro-
nounced long-range influence on an educational institution than the
other planson its ability to attract the level of talent it needs to
attain its educational objectives, on its reputation as a good place to
work, and on the morale of its faculty and staff.

Because a retirement plan aims at replacing earned income at the
end of the working years, it costs much more than the other plans. In
the total compensation budget the retirement plan normally stands second
only to salary. In a sense, the retirement system becomes a surrogate
e.nployer, providing regular income when there is no longer an employer
to do so. A retirement plan will have a substantial economic effect on
the lives of staff members who leave an employer before retiring as well
as on those who stay until they retire; many individuals will participate
in several plans during their thirty or forty working years.

Succeeding chapters will bring out the manner in which provisions
of a retirement plan influence other benefit plans whose purpose is also
to provide income, but under other circumstances: survivor income in

13
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14 RETIREMENT SYSTEMS

the event the employee dies prematurely, and long-term disability income
in case an employee becomes totally disabled and can no longer earn an
income.

Because of the retirement plan's heavy and long-term financial obli-
gations, its provisions require careful and critical examination in order
to assure that it is indeed capable of doing all it must for income security
in old age, and that it coordinates properly with other plans. For these
reasons, a substantial part of this study is devoted to retirement planning
in the junior and community colleges.

EXTENT OF RETIREMENT PLAN COVERAGE

Over 99 per cent of the 712 publicly supported junior colleges re-
sponding to the survey report retirement plan coverage for faculty and
administrators, and nearly 97 per cent report a plan for clerical-service
employees. Table 2-1 details the survey response on retirement coverage.
As indicated in the "EEs" columns of the table, the institutions reporting
retirement plans employ over 99 per cent of faculty and administrators,
and over 98 per cent of clerical-service employees, in the responding
public junior colleges.'

The five public junior colleges reporting no retirement plan for faculty and admin-
istrators include two community colleges in Iowa, one city college in California, and one

TABLE 2-1: RETIREMENT PLAN COVERAGE REPORTED BY JUNIOR
COLLEGES, 1970

All Institutions Public Private

Per Cent Per Cent
Insts EEs

Per Cent Per Cent
Insts EEs

Per Cent Per Cent
Insts EEs

N= N= N= N= N= N=
Faculty 893 59,383 712 53,948 181 5,435

Total 100.0 100.0 100.0 100.0 100.0 100.0
Retirement Plan (s)

in Effect 94.3 98.4 99.3 99.3 74.6 89.1
No Retirement Plan 5.7 1.6 .7 .7 25.4 10.9

N= N= N= N= N= N=
Administrators 893 13,103 712 11,061 181 2,042

Total 100.0 100.0 100.0 100.0 100.0 100.0
Retirement Plan(s)

in Effect 94.1 97.6 99.3 99.4 73.5 87.9
No Retirement Plan 5.9 2.4 .7 .6 26.5 12.1

N= N= N= N= N= N=
Clerical-Service 893 42,886 712 36,993 181 5,893

Total 100.0 100.0 100.0 100.0 100.0 100.0
Retirement Plan(s)

in Effect 88.1 94.6 96.8 98.5 54.1 70.3
No Retirement Plan 11.9 5.4 3.2 1.5 45.9 29.7

f27



RETIREMENT SYSTEMS 15

Reported retirement plan coverage in the 181 privately supported
junior colleges responding to the survey does not match in extent the
coverage of the public institutions. For faculty and administrators,
about three-fourths of the responding private junior colleges, employing
about 90 per cent of these professional employees in private junior
colleges, report a retirement plan. Ten years ago, about 60 per cent
of the private junior colleges reported a retirement plan for faculty
and administrators.' For clerical-service employees, just over half the
responding private colleges, employing 70 per cent of this nonpro-
fessional employee group in the private colleges, report a retirement
plan. Junior colleges with student enrollments of less than 1,000 con-
stitute the majority of the private institutions without a retirement plan.

TYPES OF RETIREMENT PLANS IN JUNIOR COLLEGES

Table 2-2 indicates the types of retirement plans in effect for faculty,
administrators, and clerical-service employees in the junior colleges. It
should be noted that more than one retirement plan is in effect in a num-
ber of the colleges, so that totals of plans reported exceed the total
number of reporting institutions. The excess is principally accounted for
by (1) optional alternative retirement plans available in a number of the
colleges and (2) concurrent retirement plan participation in some
colleges.a

The retirement plans reported fall into five major groups: (1) various
types of public retirement systems, including single state retirement
systems covering teachers and other state employees, state teacher
retirement systems, public employee retirement systems, and city, county,
or school district retirement systems; (2) TIAA-CREF retirement plans
provided by educational institutions through the nonprofit Teachers

state college in each of Alabama and Mississippi. These five colleges and eighteen other
public junior colleges do not cover clerical-service employees. All employee groups with-
out retirement plan coverage in public junior colleges are covered under federal Social
Security.

2 Francis P. King, "Insured Staff Benefit Plans in the Junior Colleges," Junior College
Journal, Vol. 31, No. 1, September 1960, p. 4.

8 In community colleges in the State of New York, for example, three retirement plans
are reported. A new faculty member or administrative officer joining the staff has the
option of joining the New York State Teachers' Retirement System, the New York State
Employees' Retirement System, or the TIAA-CREF system. The institutions thus report
three retirement systems for faculty and administrative personnel, although an individual
is normally covered by only one plan. An example of concurrent participation is provided
by the West Virginia publicly supported institutions. The West Virginia State Teachers
Retirement System is supplemented by a TIAA-CREF plan for which all employees earn-
ing over $4,800 are eligible. In the community colleges in the States of Washington and
Pennsylvania, employees coming to the colleges from other positions in the state covered
by the State Teachers Retirement System or the State Employees System remain in those
plans, while other new employees, and those coming to the college with TIAA-CREF
annuity contracts started elsewhere, join the TIAA-CREF plan.

98



16 RETIREMENT SYSTEMS

TABLE 2-2: TYPES OF RETIREMENT PLANS REPORTED BY JUNIOR
COLLEGES, 1970

All
Institutions Public Private

Per Cent Per Cent
Insts EEs

Per Cent Per Cent
Insts EEs

Per Cent Per Cent
Insts EEs

N= N= N= N= N= N=
Faculty 842 58,427 707 53,585 135 4,842

Total 100.0 100.0 100.0 100.0 100.0 100.0
Single State Retirement

System for Teachers
and Other State
Employees 24.5 19.7 29.1 21.4 - -

State Teacher
Retirement System 49.8 62.5 59.1 68.1 .7 .2

State Public Employee
Retirement System 16.5 18.2 19.7 19.9 - -

City, County or District
Retirement System 2.4 7.5 2.8 8.2 - -

TIAA-CREF 25.7 27.8 19.7 24.7 57.0 62.3
Self-Administered or

Trusteed Plan 23 1.5 1.1 .9 9.6 8.1
Church Pension Plan 3.4 1.3 - - 21.5 15,7
Insurance Company 6.2 5.4 3.3 4.0 21.5 21.1
Other .2 .2 - - 1.5 2.4

N= N = N= N= N= N=
Administrators 840 12,790 707 10,996 133 1,794

Total 100.0 100.0 100.0 100.0 100.0 100.0
Single State Retirement

System for Teachers
and Other State
Employees 24.5 20,0 29.1 23.2 - -

State Teacher
Retiremnet System 46.3 51.9 54.9 60.4 .8 .1

State Public Employee
Retirement System 21.7 27.0 25.7 31,3 - -

City, County or District
Retirement System 2.1 4.0 2.5 4.7 - -

TIAA -CREF 243 33.2. 18.2 27.9 56.4 65.9
Self-Administered or

Trusteed Plan 4.4 2.8 3.3 1.7 10.5 9.7
Church Pension Plan 3.7 2.2 - - 23.3 15,9
Insurance Company 6.0 5.6 3.0 3.1 21.8 21.0
Other .2 .4 - - 1.5 2.6

29



RETIREMENT SYSTEMS 17

TABLE 2-2: TYPES OF RETIREMENT PLANS REPORTED BY JUNIOR
COLLEGES, 1970-Continued

All
Institutions Public Private

Per Cent Per Cent
Insts EEs

Per Cent Per Cent
Insts EEs

Per Cent Per Cent
Insts EEs

N= N= N= N= N= N=
Clerical-Service 787 40,583 689 36,441 98 4,142

Total 100.0 100.0 100.0 100.0 100.0 100.0

Single State Retirement
System for Teachers
and Other State
Employees 26.3 15.3 30.0 17.0 - -

State Teacher
Retirement System 19.4 17.6 22.1 19.6 1.0 .1

State Public Employee
Retirement System 42.7 56.3 48.8 62.8 - -

City, County or District
Retirement System 1.4 3.9 1.6 4.3 - -

TIAA -CREF 10.2 8.7 5.8 4.0 40.8 50.3

Self-Administered or
Trusteed Plan 5.2 4.0 3.5 2.2 17.3 20.2

Church Pension Plan 3.0 1.3 - - 24.5 12.4

Insurance Company 4.1 3.4 1.2 1.0 24.5 24.0

Other .3 .3 .1 .3 1.0 .4

Note: Because many institutions report two or more plans, separate percentages add to
more than 100.

Insurance and Annuity Association and College Retirement Equities
Fund; (3) self-administered or trusteed retirement plans; (4) commercial
insurance company plans; and (5) church pension plans provided for
church-related colleges.

Public Junior Colleges. Most faculty in public junior colleges are
covered under state teacher retirement systems; about 60 per cent of
responding public colleges report a state teacher system. About 30
per cent report a single state system for teachers and other public
employees. Twenty per cent of public junior colleges report faculty
coverage under a public employee retirement system, and about 20 per
cent report faculty coverage under a TIAA-CREF plan. City, county, or
district retirement systems are reported by about 3 per cent of public
junior colleges, insurance company plans by about 3 per cent, and self-
administered plans by 1 per cent.

Reported retirement system coverage for administrators in public
junior colleges is similar to that for faculty, except that there is a
slightly higher proportion of institutions reporting administrators' par-
ticipation in public employee systems and a somewhat lower proportion
of participation in state teacher systems.
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18 RETIREMENT SYSTEMS

For clerical-service employees in public junior colleges, nearly hall
of the institutions (49 per cent) report a public employee retirement
system, 30 per cent report participation in a single state system for
teachers and other state employees, and 22 per cent report participation
in a state teacher retirement system. TIAA-CREF plans for clerical-
service employees are reported by about 5 per cent of responding public
junior colleges; self-administered plans by about 3 per cent; city, county,
or district systems by just under 2 per cent; and insurance company plans
by about 1 per cent.

Private Junior Colleges. In the privately supported junior colleges
reporting retirement plans for faculty and administrators, TIAA-CREF
plans acco?Int for the majority, about 60 per cent. Church plans and
insurance cb.apany plans are reported by about a fifth of the colleges,
respectively, and self-administered plans by about a tenth.

For retirement coverage of clerical-service employees, TIAA-CREF
plans are reported by 40 per cent of the private junior colleges. Insur-
ance company plans and church pension plans are each reported by
about a fourth of the private junior colleges; self-administered plans
are reported by 17 per cent. As in the public colleges, alternative
or supplementary plans bring total numbers of plans above the total
of reporting institutions.

OBJECTIVES OF RETIREMENT PLANNING

A college retirement plan can help or hinder the achievement of
the institution's educational objectives. If the plan is to help, it must be
based on principles consistent with the educational aims of the institution;
it must meet the needs of the people who teach, administer, and other-
wise serve the institution. As the years go by and changes take place it
must continue to meet changing needs. To make certain that the retire-
ment plan makes a positive contribution to educational objectives, those
responsible for institutional policy must have a clear understanding of
what a retirement plan can accomplish for the institution, for its faculty
and other staff members, and for education as a whole.

College faculty representatives, administrators, and members of
governing boards indicate that a well-designed retirement plan helps
them achieve vital objectives shared by the college and the individual:

The orderly retirement of employees with an income sufficient to
meet their future needs.
The attraction of promising new talent.
The retention of valued professional and nonprofessional per-
sonnel.
An equitable means of parting with staff members before retire-
ment, including those who are not measuring up to the college's
standards.
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Retirement plans differ considerably in their capacity to meet effec-
tively these objectives; this should be kept in mind as the provisions of a
specific retirement plan come under review.

Orderly Retirement. The manner in which a college helps its staff
members look forward to security in retirement influences their effec-
tiveness during their working years. Everyone seeks, and ought to have,
independence in old agefreedom from financial worries, freedom from
economic dependence on other people, freedom to throw off the demands
of work when infirmities make it burdensome, and freedom to pursue
other interests. A retirement plan should be constructed so as to assure
the individual that for each year of employment there will be, without
condition, an increment of retirement income to begin at some future
date.

Retention of teachers and administrators beyond the time they can
perform their work competently is detrimental to the students and to the
institution's educational effectiveness. It may well lead to the dis-
satisfaction or departure of younger staff members who see that pro-
Motions do not become available as they should. A means for the orderly
retirement of superannuated employees is essential, although policies
may reasonably differ as to just what the age of retirement will be. The
institution, as well as the individual, gains from the presence of a
systematic method of replacing earnings with retirement income.

On the other hand, it is wasteful and uneconomic if large numbers of
teachers or other employees "retire" well before their capacities have
waned. Valuable human experience and skills are withdrawn from the
educational world too soon, and it is exceedingly costly to taxpayers and
institutions to provide full retirement benefits beginning as early as age
55, for example, or at other ages well under 60 or 65 when a specified
period of service is the only test for retirement. The few retirement
systems doing so already face steeply rising costs.

Attracting and Holding Able People. In seeking able men and women
for teaching, administrative, and other positions, junior colleges, are m
constant competition not only with other educational institutions, but
with business and industrial organizations and with government. The
monetary returns from professional employment in education are still
not great compared with many other employments, yet colleges have the
services of many outstanding men and women. Educational institutions
were among the earliest employers to offer retirement plans so that an
educational employee could look forward to reasonable security through-
out his life. Some of the most constructive work in the development and
improvement of retirement systems has centered around the efforts of
colleges and universities to provide faculty and staff with soundl) based
retirement benefits.
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20 RETIREMENT SYSTEMS

Parting Before Retirement. After a few years of service or after many,
an employee may want to take advantage of a job opportunity at another
institution, perhaps in another state. Or, for any one of a variety of
reasons a promising new employee may not work out well: opportunities
for advancement in the institution may be limited, curriculum or other
changes may alter the need for service in a particular field, or differences
in goals or personalities may interfere. Whatever the circumstances, it
is at times mutually advantageous for the individual and the employer to
part company. In such situations, the retirement plan should be neutral;
it should not impose a penalty of forfeited future retirement income on
termination of employment. If the retirement plan does incorporate
forfeiture provisions, individuals often say quite frankly that they cannot
afford at their age to sacrifice their accrued retirement benefits by leaving
the college. So their only alternative is to serve out their time, well aware
that a change would have been better for both themselves and the college.
No individual and no college wants this if it can be avoided.

Income Goals. Implicit in the general objectives of retirement plan-
ning is the provision of adequate income during retirement. A judgment
of what is a reasonable level of retirement income, and how it is to be
assured, is essential for every retirement plan. Benefit goals and the
interrelation of costs and benefits are discussed in Chapter 3.

Principles of Retirement Planning

VESTING OF RETIREMENT BENEFITS

As the junior colleges have come of age, they have found themselves
competing in broader markets for academic talent and depending more
and more, therefore, on geographic areas wider than the boundaries of a
particular state. In this wider market, barriers to employee mobility
take on c more serious meaning. As a result, greater attention has
turned to tne vesting provisions of the retirement systems covering junior
college personnel. Vesting occurs when promised future benefits are no
longer subject to forfeiture when the individual changes employers. In
past decades, personnel transfers generally took place among schools or
colleges belonging to the same state retirement system. Delays in vesting,
therefore, were less harmful; the transferring members did not forfeit
accrued benefits because they remained within the system. Today, move-
ment across state lines is frequently involved in new job opportunities.
Lengthy service requirements for the vesting of retirement benefits tend
to block this desirable interstate movement, or else to result in losses of
future retirement benefits when job changes do take place. As the edu-
cational impact of the two-year colleges continues to grow, and as new
institutions are started up, the effects of geographic and economic barriers
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on properly staffing the colleges are more easily recognized. Con-
sequently, the adverse effects of delays in the vesting of future retirement
benefits are being more widely discussed than ever before.

Delays in the vesting of retirement benefits result in real losses to
individuals and to society at large. An individual sustains an economic
loss whenever future retirement benefits are forfeited; he also sustains
a loss in professional development, and perhaps earning power as well,
if he stays in a position to avoid forfeiture of future retirement benefits.
For society, the economic and social loss is represented by the under-
utilization of teachers and the obstacles that delays in vesting offer to the
free flow of able personnel among educational institutions.

Many faculty and other staff members remain with one employer for
their entire career. But free choice in the matter is important, even
for the individuals who, in fact, do not change jobs. The freedom to
move is as important as movement itself. Over the years colleges and
individuals change. No individual can be certain that he will not want
to change employers in the future. As for the idea that delays in the
vesting of retirement benefits hold personnel in their jobs, experience
indicates that delayed vesting actually tends to encourage good staff
members to "get out while the getting is good." What delayed vesting
often does is to influence the less productive staff member to stay
until vesting occurs, even though both he and the college would be better
off if he could leave sooner and without forfeiture of accumulated retire-
ment benefits. Furthermore, college teachers are becoming more knowl-
edgeable about vesting and its meaning and increasingly hesitant to take
the risk of membership in retirement systems with delayed vesting.

Both the junior colleges and their staff members benefit from inter-
change of professional personnel among institutions. If good teachers
are poorly placed, the whole system of higher education 'pays a penalty.
Barriers increase the cost of staffing and diminish available choices.
As noted by David G. Brown in his study of academic job changes, the
labor market for professionals in higher education is defined by high
training costs, high skill levels, and high experience levels. As a result,
this labor market is dependent on a broad mobility. "Whereas the local
labor market concept has meaning for occupations where retraining
workers is cheaper and faster than relocating, in the professions the costs
of training and the benefits of experience dictate that employers draw
boundaries that are related to what a man can do instead of how con-
venient it is for him to come."

Because of the effects on individuals of delays in the vesting of retire-
ment plans, and on the income profile of aged persons generally, in-

4 David G. Brown, The Mobile Professors, (Washington, D.C.: American Council on
Education, 1967), p. 169.
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creasing official attention has been given to needs for reduction or
elimination of vesting delays. Two public bodies which have expressed
concern are the Advisory Commission on Intergovernmental Relations
and The President's Committee on Corporate Pensions and Other Private
Retirement and Welfare Programs. Recent hearings of the Senate Special
Committee on Aging are among a number of Congressional inquiries
considering vesting provisions of pensions in the light of the development
of appropriate government policy.

Advisory Commission. The negative effects of delays in vesting have
drawn the serious attention of the Advisory Commission on Intergovi.
mental Relations. Immobilization of public employees in a mobile society
was early identified by the Commission as a special problem, and a 1963
report of the Commission noted that "many public administrators and
agencies are finding the serious lack of provision for intergovernmental
transferability of retirement rights to be a hindrance to personnel
recruitment."

The 1963 Commission report concluded that "provision should be
made for an employee to change jobs without suffering any major loss of
retirement credits . . . . In the long run, public employers and em-
ployees at all levels of governmentFederal, State, and localwill bene-
fit from a better program for the preservation of retirement credits of
employees who transfer from one governmental unit to another." 6 The
Commission placed its hopes for improvement in a recommendation that
"the employee's benefits be vested when he has completed a period of
service of not more than five years in the system . . . ." 7 This, the
Commission concluded, is the most practicable means of relaxing the
grip of interstate immobility on public employees.8 If carried out, the
recommendation for five-year vesting in public plans would represent
an important step toward an ultimate goal of immediate full vesting.

President's Committee. A conclusion of the 1965 President's Com-
mittee on Corporate Pensions and Other Private Retirement and Welfare
Programs is as applicable to the pension systems of state and local
governments as to private employers' pension plans. The Committee's

Advisory Commission on Intergovernmental Relations, "Transferability of Public
Employee Retirement Credits Among Units of Government," Report A -16, (Washington,
D.C.: U.S. Government Printing Office, 1963), p. 5.

Ibid., p. SO.
Ibid., p. 53.

8 Five-year vesting is also a goal of the NEA National Council on Teacher Retirement.
National Education Association, National Council on Teacher Retirement, Proceedings
of the 43rd Annual Meeting, October, 1965, p. 67. See also, NEA, Guidelines to Fringe
Benefits for Members of the Teaching Profession, (Washington; D.C.: NEA, 1969),
p. 15. The Prototype Master Agreement recently prepared by the National Faculty Asso-
ciation of Community and Junior Colleges (n.d.) recommends immediate vesting of
employer contributions through participation in TIAA-CREF, with contributions of
5 per cent of salary by the employee and 10 per cent by the employer.

35



RETIREMENT SYSTEMS 23

report states that "there is cause for concern in the selective impediments
to mobility now erected by private pension plans and in the possibility
that such plans in the future will not permit a rate of mobility among
mature workers sufficient to accommodate a rapid rate of technological
change." 9

Special Committee on Aging. Through a series of hearings and
working papers, the U.S. Senate Special Committee on Aging has
recently carried out extensive studies of the economic security of the
elderly population. A working paper prepared in early 1970 focused the
Committee's study specifically on the pension aspects of the economics
of aging, and offered these comments on the effects of delay in the
vesting of retirement benefits: 10

. . . . In too many cases flexibility [in eligibility for participation and
vesting] means differential treatment between the employee who works
for one firm as against the employee who works for several during
his career. In the absence of vesting requirements, the latter is likely
to end up with no protection or with pieces of protection that are far
below what the career employee receives by staying on the job. This
discrimination against highly mobile workers is also at odds with the
oft-asserted allegiance paid in our society to the desirability of labor
mobility as an essential ingredient of a productive and efficient econ-
omy. The prospective loss of valuable pension rights through stringent
eligibility and vesting requirements tends to keep able and skilled
workers tied to a declining industry or firm and inhibits the freedom
of long-service workers, particularly among executive, professional,
clerical, and skilled groups, voluntarily to shift to other companies,

THE ANNUITY CONCEPT

Retirement systems should be easy to understand and uncomplicated.
Too often they are couched in laborious language and are themselves
overly complex. A funded retirement plan is simply a savings process
followed by a lifetime pay-out period. During working years, funds are
gradually accumulated by setting aside and investing employer and em-
ployee contributions. This process is referred to as "funding." At retire-
ment the accumulated contributions and their investment earnings
become the basis for the retirement annuity, a payment mechanism assur-

9 President's Committee on Corporate Pension Funds and Other Private Retirement
and Welfare Programs, Public Policy and Private Pension Programs: A Report to the
President on Private Employee Retirement Plans, (Washington, D.C.: U.S. Government
Printing Office, 1965), pp. viiiix.

10 U.S. Senate Special Committee on Aging. "Pension Aspects of the Economics of
Aging: Present and Future Roles of Private Pensions." 91st Congress, 2nd Session
(Washington, DC.: U.S. Government Printing Office, 1970), p. 45,
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ing the maximum possibly income for life from the funds credited to the
annuitants."

An annuity is based on a pooling of resources by many people in order
that each may be protected against the financial risk of "living too long."
Without annuities, retired persons might try to live on only the interest
earned by their life savings, keeping the principal intact but receiving a
relatively small income; or they might draw on both principal and inter-
est, apprehensive that they may live too long and use up all the principal
prematurely. An annuity or pension fund can use average life span
figures for thousands of annuitants so as to spread both principal and
interest over the lifetime of retired persons no matter how long they live.
This assures each participant a much larger income than could be
received from interest earnings alone, and assures its continuation for
life.

Use of annuity principles also makes it possible to provide a lifetime
income for a couple, important when a retiring employee wishes to make
sure that a lifetime income continues to his widow after his death. Hence
the income options offered by virtually all retirement systems.

ACCUMULATING RETIREMENT FUNDS

To provide adequate benefits, regular contributions to a retirement
plan, normally by both employer and employee, should begin as early
as practicable in the working career. If participation begins not later
than age 30, and retirement is at age 65, this permits thirty-five years of
fund accumulation to provide a retirement income over a period that
must on the average span about sixteen years for a man and about
twenty years for a woman.

A timely start with adequate regular contributions is important. To
produce a reasonable benefit amount, accumulation periods of less than
thirty or so years require disproportionately large contributions because
of the shorter period of contribution payments and of investment earn-
ings accumulation. Interruptions in plan participation and forfeitures of
accumulated benefits of course have an adverse effect on ultimate retire-
ment benefits.

The method of defining pension rightswhether in terms of the input
(contributions as a percentage .of salary) or of the output (benefits as
a percentage of salary)has an important effect on the plan's funding
pattern, that is, how much money is to be paid or credited on behalf
of each participant, and when. The funding pattern, in turn, strongly
influences the distribution of total compensation among individuals par-

11 The term pension appears frequently in governmental retirement plans and when
used in a technical sense usually refers to that part of the retirement income based on
the contributions or benefit promise of the state or other public employer.
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ticipating in the plan, the overall cost of the plan, and the degree of
budgetary control over accumulating pension liabilities.

The two principal approaches to defining pension rights are defined
benefit (unit benefit) and defined contribution (money purchase). The
defined benefit approach fixes benefits in advance as a percentage of
salary for each year of service, or occasionally (for a minimum or alter-
native benefit) as a flat dollar amount per year of service. The defined
contribution approach, on the other hand, fixes contributions in advance
as a percentage of each person's salary.

Defined Benefit Approach. This approach establishes benefits as a
predetermined percentage of salary for each year of service. The amount
of salary can be expressed either as the average salary over the period
of plan participation, the "career average," or as the average salary
over a designated period of service just preceding retirement, usually
called the "final average," such as the five years preceding retirement or
the highest five years' average salary. For example, the benefit formula
might provide for a retirement benefit at age 65 equal to 11/2 per cent
of a person's "final-five" average salary times years of service. After 35
years of service for one employer, this formula would provide an em-
ployee a retirement income starting at age 65 equal to 52.5 per cent of
the average salary he earned from age 60 to age 65.

Most of the public retirement systems covering junior colleges use
the defined benefit approach in whole or in part.

Under the defined benefit approach, the participant can accurately
predict by application of the benefit formula the ratio of retirement
benefits to final average salary, although of course he cannot predict the
exact number of dollars of annuity income he will receive during retire-
ment unless his salary schedule before retirement is known to him. The
investment experience of defined benefit plans affects the employer's
cost, but not normally the amount of the individual's benefit.

Nearly all defined benefit plans covering junior colleges are contrib-
utory, with employee contributions a fixed percentage of current salary,
withheld and deposited in the employee's annuity account to help pur-
chase the formula benefit. If the plan is currently funded, employer
contributions are made in whatever amounts are considered necessary,
usually on recommendation of the plan's actuary, to purchase the portion
of the prospective formula benefits not purchased by employee contribu-
tions. Since the price of a given amount of deferred annuity benefit
increases as the period remaining until retirement shortetis, the employer's
contributions on behalf of each individual increase rapidly with age.

In any particular year under defined benefit plans, the total employer
contribution required for current service is the sum of the dollar amounts
(less any employee contributions) that: are necessary to purchase the
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retirement income benefits that the participants as a group are to be
credited for that year's service." If the benefit is expressed as a percent-
age of final average salary, as in most defined benefit plans, additional
amounts will be needed later to pay for the increases in deferred benefits
resulting from rising salaries, unless future salaries have been accurately
forecast and level funding methods used. The total employer contribution
is usually stated as a percentage of payroll, but since it is an average, it
does not represent the percentage of each member's salary that is being
credited to his pension account.

Defined Contribution Approach. This approach establishes employer
and employee contributions as a percentage of current salary, deposits
them each month on behalf of the participants, and credits the earnings
of the accumulating funds to the participants' accounts. For example, a
plan might call for a total contribution of 12 per cent of salary, 5 per
cent contributed by the employee and 7 per cent by the employer. The
employer's contribution on behalf of any one employee is in the same
proportion as on behalf of any other.

Nearly all TIAA -CREF plans in higher education use the defined
contribution approach, as do many of the church pension systems and
insurance company plans. Three of the 77 public retirement systems
covering junior colleges use the defined contribution approach exclu-
sively, and nine of the systems provide for a defined contribution ap-
proach as an alternative to a defined benefit."

Under the defined contribution approach, a specified and known
amount of employer money becomes a clearly identifiable part of an
employee's total compensation when paid each month to a fully vested
deferred annuity. Investment earnings are credited to the individual's
annuity rather than used to reduce employer costs. The retirement bene-
fit is the income amount that can be purchased by the total of employer
and employee contributions and by credited investment earnings.

Full funding of current service benefits, under the defined contribu-
tion approach, normally occurs at the time the service is rendered. Salary
increases do not raise pension costs for service, rendered prior to the
increase, as is automatically the case under final-average defined benefit
arrangements. Budgeting and forecasting of operating costs are simple:
the employer cost is the employer contribution rate multiplied by the
salaries of plan participants.

12 In some plans, amounts required of the employer to support future benefits may not
be currently funded, leading to increasing accrued unfunded liabilities. In calculating the
amounts required to support future benefits in plans that do not vest benefits immediately,
discounts are incorporated for turnover and deaths during the period of delayed vesting.
Discounts are made for voluntary forfeitures of vested benefits in plans permitting the
latter. Funding is discussed later on in this chapter.

13 In addition, thirteen of the public retirement systems covering junior colleges pro-
vide for a defined contribution annuity from employee contributions and for a formula
benefit (defined benefit) from employer contributions.
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CONTRASTING DEFINED BENEFIT AND
DEFINED CONTRIBUTION APPROACHES

The best way to illustrate the differences between the two basic ap-
proaches in their. contribution patterns, funding, and levels of vested
benefits at any given point, is to take a stated retirement benefit and see
how it is financed by the two approaches through employer and employee
contributions during the working years. Table 2-3 shows the percentage
of salary needed at various ages, starting at age 30 and an $8,000 salary,
to purchase an annuity at age 65 that will equal 11/2 per cent of final-five
average salary (523 per cent of final-five average salary) for a person
who stay in the plan throughout the 35-year period. The table compares
the defined benefit and defined contribution approaches. The employee
is assumed to contribute 5 per cent of his salary at all ages under either
plan, a typical employee contribution rate. The illustration uses the
same actuarial and investment earnings factors for both approaches,
including an assumption that salary increases at a rate of 5 per cent a
year.

Under the defined contribution approach, a level percentage employer
contribution of 8.6 per cent of salary at all ages is needed, in addition
to the 5 per cent employee contribution, to purchase the benefit. Using
this approach, the staff member in a vested plan has a right to a deferred
benefit purchased by 8.6 per cent additional compensation each year.
The employer contribution is the same proportion of salary for everyone
in the plan regardless of age. The amount of accumulated funds to the
credit of the individual is larger at all points in time prior to retirement,
very substantially so in early years, than in defined benefit plans. The
investment earnings generated by the contribution pattern of a defined
contribution plan pay for a substantial part of the retirement benefit and
thus reduce the total of employer contributions required.

Under the defined benefit approach the "real" employer contributions
range from "minus 2.17 per cent" at age 30 (no employer contribution)
to more than 30 per cent of salary at age 64, as shown in column 3.
Table 2-3 illustrates that under the defined benefit approach the younger
employee's own contributions in a given year more than cover the cost
of the deferred benefit promised him based on that year's service. In
fact, at ages below 45, necessary employer contributions are relatively
small, so that at the earlier ages, when job decisions are being made, the
retirement plan adds little or nothing in terms of compensation. If bene-
fits are vested, an individual changing employment takes with him a
right to future benefits related to his five-year average salary just before
leaving, not to his five-year average salary immediately preceding retire-
ment, and the employer's part in purchasing the benefits is relatively
minor.

As the individual's age advances, employer contributions under the
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final-average defined benefit approach must rise in order to fund each
year: (1) the additional cost of the current year's benefits at the higher
age, and (2) if salary has been increased that year, the cost of funding
the higher average salary formula benefit for all previous years. Thus,
at the older ages larger contributions are necessary to buy a given benefit
at retirement, as well as to fund the "catchup" for increases in benefits
based on prior years' service. For persons close to retirement, employer
contributions may reach a quarter or third of salary. Yet the greater
dollar input in the earlier years under the defined contribution approach,
and accompanying investment earnings, results in benefit accruals that
exceed those under the defined benefit approach in each year up to retire-
ment, at which time they become equal.

Columns 4, 5, and 6 of Table 2-3 present the dollar amounts of
contribution necessary (in the quinquennial years shown) to fund the
same final benefit objective under the two approaches. These amounts
result from the multiplication of the contribution rates shown in columns
1, 2, and 3 of the illustration by the salary in effect at age shown. Under
both approaches the employee's contribution of 5 per cent of salary
results in annual dollar contributions that rise, as salary increases, from
$400 a year at age 30 to $2,101 at age 64. Under the defined contribu-
tion approach the employer contribution of 8.6 per cent of salary
throughout results in dollar amounts paid by the employer increasing in
direct proportion to the individual's increasing contributions as salary
increases, ranging from $688 to $3,614. Under the defined benefit ap-
proach, application of the increasing rates of employer contributions
necessary for funding the final benefit results in employer contributions
that range from zero at age 30 to $12,825 at age 64." In the illustration,
the defined benefit plan requires a total of $95,950 of employer contribu-
tions for the employee participating from age 30 to age 65, while under
the defined contribution approach the higher investment earnings result
in a lower employer cost of $62,140 for the same retirement benefit.

Figure 2-4 presents graphically the data shown in Table 2-3.
A defined benefit plan may select almost any funding curve it wishes.

Some public systems do no funding and gain nothing from investment
earnings, others fund partially, and some use the level funding pattern
of the defined contribution approach and offer a defined contribution
alternative to participants. Figure 2-4, based on the data in Table 2-3,

14 The President's 1965 cabinet-level committee on pensions commented on plans
incorporating high costs for older employees: "Employers should be encouraged to
adopt more widely those types of pension plans which do not involve significantly
higher costs for older workers, in preference to those types which involve greater dif-
ferences in cost between new employees in different age groups." President's Committee
on Corporate Pension Funds and Other Private Retirement and Welfare Programs, Public
Policy and Private Pension Programs: A Report to the President on Private Employee
Retirement Plans (Washington, D.C.: U.S. Government Printing Office, 1965), pp. viii-ix.
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60 64

shows a common approach among the public retirement systems. Use of
a flatter curve than that shown in Figure 2-4, higher at the younger ages
and lower at the later ages, would raise the capacity of the fund to
generate investment return, average out employer costs, and reduce the
need to provide additional "catch up" funds when salary increases raise
prior service obligations.

Defined Benefit and Defined Contribution as Alternatives in a Single
System. A few public retirement systems covering junior colleges (9 out
of 77) do fund their retirement benefits so as to be able to give termi-
nating or retiring employees a choice of the defined benefit provided
under the system or, if higher, to receive benefits based on the defined
contribution approach. The deferred benefits for terminating employees
are available only if vested, of course, and only if the employee leaves
his own contributions on deposit in the system. If the employer contribu-
tion is set at reasonable levels at the younger ages, a deined contribution
option can do much to overcome the otherwise low benefits a defined
benefit plan normally provides vested employees who change employers
at the younger ages when the "final average salary" is far from what it
will be just before retirement. The choice between defined benefit and
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defined contribution in individual cases may differ because of the variety

of individual circumstances affecting retirement plan benefits, including
salary history, period of plan membership, age of initial plan participa-
tion, contribution rates, and so on.

If a defined contribution alternative is to be provided under a defined
benefit plan, employer contributions on behalf of each participant must
be made at a level more closely corresponding to the employee's own
contributions than is presently the case in most defined benefit plans.

In discussing the two basic approaches, it is important to remember
that if the retirement plan is to include a variable annuity partly or
wholly based on contributions made by the employer, a relatively level
contribution pattern is essential if there is to be effective long-term
participation in equity investment experience. The small employer con-
tributions in the early years and heavier concentration in later years
which characterize many public defined benefit retirement systems (see
Figure 2-4) automatically introduce a short-term speculative factor.
This results from the investment of a substantial proportion of total
funds over a relatively short period of time in the later years of service.
Under a defined contribution approach, employer contributions toward
a variable annuity can be more amply and evenly distributed throughout
an individual's years of participation so as to encompass longer-term
equity market trends.

FUNDING

To assess financial soundness it is important to examine the degree of
funding that stands behind current retirement obligations. Some plans
are fully funded; others only partially funded; some are not funded at all.

Fully Funded Plans. A fully funded plan can be defined as one which,

if it had to be closed out at any time, would already have enough money

in it to meet, with future investment earnings, all obligations for benefits
accrued under the plan from its inception to its termination. Under fully
funded plans, for each portion of service rendered to the institution by
the employee, a sum of money that is sufficient to provide future retire-

ment income is concurrently set aside.
A fully funded plan obviously derives more from investment earnings

than an unfunded or partially funded plan. For example, at 5 per cent
interest compounded annually, a $100 deposit made at a participant's
age 35 will have increased to $432 by the time he has reached age 65.

Thus, if benefits are not funded until retirement, the employer must
produce at retirement over four times what it would have cost to fund a
benefit in advance. A fully funded plan makes full use of the investment
earnings capacity of a pension program and helps reduce the ultimate
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number of employer or employee dollars needed to provide retirement
benefits.

Full funding assures an institution and its staff members that all
obligations to participants are currently and fully secured as service is
rendered. From an accounting standpoint, the full cost of "production"
(i.e., of the pension obligation) is charged to the period when the
"production" occurred. Each individual knows that funds are actually
in being to support deferred benefits, and that retirement benefits will be
forthcoming without a need for emergency measures or special appro-
priations.

Underfunded Plans. These plans range from the virtually unfunded to
those that are close to being fully funded. A few plans use terminal
funding; that is, rather than accumulating funds before retirement, a
single sum purchase of an annuity is made at the time each individual
retires. Without the help of prior investment earnings, terminal funding
confronts the employer or the retirement system with the problem of the
very large lump sums required to finance benefits. Substantial variations
in the number of employees reaching retirement age in any given year
result in extreme variations in the amount of funds required to purchase
benefits.

"Final-average" plans face a continuing concern in maintaining ade-
quate funding levels, since benefits are defined as a percentage of salary
levels toward the end of a career, but contributions are normally related
to salary year by year. As salary levels rise, and as individuals move
upward on the compensation scale, underfunding develops unless there
are annual upward funding adjustments. Increases in benefit levels or the
removal of ceilings on the amount of salary on which benefits are
calculated may also lead to increased unfunded liabilities.

In unfunded retirement plans neither the individual nor the employer
makes contributions toward the individual's future benefits during the
period in which he renders service to the institution." During retirement
the needed funds are provided on a "pay-as-you-go" basis, or on a "pay-
after-you-go" basis, as one writer aptly describes it. This is done from
current budget, through special money-raising efforts, and perhaps at the
salary expense of the younger people on the faculty and staff. As there
is no prior financing, there are no accumulate,' investment earnings or
capital gains on invested retirement funds to help finance the benefits,
nor are there any accumulated funds based on employee contributions.

15 A plan in which an individual's current contribution is used to pay benefits for per-
sons already retired, as under the Connecticut State Employees' Retirement System, must
also be regarded as nonfunded, since no reserve is being established for future payments
on the current employees' behalf.
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Public Retirement Systems Covering Junior Colleges

Over 2,100 separate retirement systems cover state and local govern-
ment employees; 140 of them cover about 90 per cent of total partici-
par ts." Seventy-seven public retirement systems cover one or more
classes of employees in the publicly supported junior colleges responding
to the present survey. The principal characteristics of the 77 public
plans are outlined in this section. A relatively small proportion of total
members of these systems is employed by colleges; most participants are
of course employees of units of local and state government.

Of the 77 public retirement systems covering junior colleges, 61 sys-
tems use the defined benefit approach in providing retirement benefits,
and 9 of these provide for a defined contribution alternative. In 13
systems the total benefit is composed of an annuity based on the em-
ployee's own defined contributions plus a pension from employer contri-
butions expressed as a defined benefit. Three systems use the defined
contribution approach exclusively.

DEFINED BENEFIT PI ANS

When a formula is used to state part or all of the retirement benefit,
as in defined benefit plans, it includes the years of membership in the
system (service credit), the average salary over a stated period of mem-
bership (final average or career average salary), and a percentage factor
or factors.

The result of the benefit formula calculation is the amount of single
life annuity payable to the retiring member. If, instead of the
single life annuity, the individual desires an income option which will
continue lifetime benefits to a survivor, conversion tables provided by
the retirement system give information on the various options and the
income amounts provided.

The full amount of the benefit as determined by formula is payable
at the normal retirement age, or later. As a rule, when benefits are
begun earlier a reduction is made in the benefit amount to take into
account the longer period, on the average, over which it may be expected
to be paid. Defined benefit plans do not normally provide for an actuarial
increase in benefits, however, if retirement is delayed beyond the stated
normal retirement age, except that continued service will increase the
"years of service" factor of the benefit formula. Table 2-5 shows the
percentage of normal retirement age (65) income payable on early
retirement at various ages under one public retirement system.

Salary Factor. The average salary element of the benefit formula

26 U.S. Bureau of the Census, 1967 Census of Governments: Employee-Retirement
Systems of State and Local Governments, Vol. 6, p. 2.
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TABLE 2-5: ILLUSTRATION OF ACTUARIAL FACTORS APPLIED
FOR EARLY RETIREMENT, NORMAL RETIREMENT AGE OF 65

Retirement Age
Early Age

Retirement Factor
55 46%
58 57%
60 66%
61 72%
62 78%
63 84%
64 92%
65 and after 100%

Source: Wisconsin Retirement Fund, Handbook, June 1967, p. 22.

calculation in public retirement plans normally takes the form of a
"final average" over a stated period that usually encompasses the years
of highest salary. The most frequently stated averaging period is five
years (42 out of the 74 defined benefit systems) and it is usually stated
as "the highest consecutive five years' average salary," or "the highest
five years' average salary." Seventeen of the systems use a three-year
averaging period, and five state a ten-year period. The two New York
City systems recently changed the averaging period from three years to
the final year of salary or the highest three years, if higher. There has
been a strong trend among public retirement systems in recent years
toward the reduction of the length of the stated averaging period. Table
2-6 summarizes the salary averaging periods in the 77 public retirement
systems covering junior colleges.

Percentage Factor. In the systems in which the entire benefit is stated
by formula, the percentage factors generally range between 1 and 2
per cent. Thirty of the 74 defined benefit systems apply a single per-
centage factor in the benefit formula; among these systems three-fourths
state a percentage of 1.50 or above. Table 2-7 indicates the percentage
factors in use.

Ten of the systems apply two successive percentages to steps of final
average salary times years of service. One percentage is applied to a
lower part of salary, and one to the balance. The dividing line is often
a present or a former OASDHI earnings base. One plan, for example,
applies 1 per cent to final average salary up to $4,800, and 2 per cent
to final average salary above. Here the benefit formula would appear as:

Benefit =1% x $4,800 x yrs of service+ 2% x bal of final
avg sal x yrs of service

Eleven of the 74 defined benefit systems apply different percentages
to different segments of service; as many as four percentages may be
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TABLE 2-6: PUBLIC RETIREMENT SYSTEMS COVERING JUNIOR COLLEGES,
1970. SALARY AVERAGING PERIODS IN DEFINED BENEFIT PLANS

Salary Averaging Period in Benefit Formula a
Final Annual Salary (1 Year)

Number of Systems
2b

Highest 2 Consecutive Years 2
Highest 3 years 17

Highest 3 Consecutive: 10
Highest 3: 5
Highest 3 uut of Last 10: 1

Highest 3 Consecutive out
of Last 10: 1

Highest 4 Consecutive Years 1

Highest 5 Years 42
Highest 5 Consecutive: 18
Highest 5: 12
Highest 5 out of Last 10: 8
Highest 5 Consecutive out

of Last 10: 3
Highest 5 out of Last 15: 1

Highest 10 Years 5
Highest 10: 2
Highest 10 Consecutive: 1

Highest 10 out of Last 15: 2
Career Average 5c

Defined Contribution Systems 3

Total Systems 77

a Includes defined benefit plans in which part of the benefit is based on a defined con-
tribution approach, rir in which a defined benefit is an alternative to a defined contribution
option.

b In two of these plans the highest 3 years' average salary is an alternative.
In two of the career average plans successively increasing percentage factors are

incorporated in the benefit formula for each 10 years of service.

used under a single system. Under one "successive service" plan the
benefit formula for an employee with 35 years of service would appear as:

Benefit=-0.625% Xfinal avg salX10+ 1.4% Xfinal avg sal
X10+1.9% X final avg salX 10+2.45% X final avg saIX 5

In the 13 systems in which the benefit is composed of a defined con-
tribution annuity based on employee contributions and a defined benefit
pension from employer contributions, the formula percentage for the
pension is normally smaller than the percentages used in defined benefit
plans which express the entire benefit by formula. As Table 2-7 indi-
cates, in three out of four systems of this type the formula percentage is 1
per cent or less. A typical benefit statement is "A pension of 1/120 of
final average salary multiplied by each year of service, plus an annuity
that is the money purchase [defined contribution] equivalent of employee
contributions to e plan."

Years of Service Factor. In stating the years of service to be included
in the benefit formula of a defined benefit plan, 65 of the 74 defined
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TABLE 2-7: PUBLIC RETIREMENT SYSTEMS COVERING JUNIOR
COLLEGES, 1170. FORMULA PERCENTAGE FACTORS IN DEFINED

BENEFIT PLANS

Number of
A. Entire Benefit Based m; Defined Benefit Formula Calculation Systems

( I) Single Percentage of Final Average Salary a 40
2.50% 1

2.00% 11 b

1.90% 3
1.75% 2
1.66% (Ym) 8
1.50% 5
1.45% 2°
1.25% 5d
1.00% 3e

(2) Two Percentage Factors Applied to
Steps of Final Average Salary 10

1.00% X 1st $4,200+1.50% X bal 1

1.00% X 1st $4,800+1.50% x bal
1.00% X 1st $4,800+2.00% x bal 1 t
1.11% X 1st $4,800+1.66% x bal 1

1.125% x0ASDHI base -}-1.75% x bal 2
1.25% X 1st $5,600+1.50% X bal 1

1.50% X 1st $6,600+1.00% X bal
0.857% (q%) x OAST)HI base}

1.285% (9i% ) x bal 2Q
(3) Two or More Percentage Factors Applied

to Successive Periods of Service
a. Successive 10-Year Periods h

1.00 %, 1.50%, 2.00%
2.00%, 2.50%, 3.00%
1.00%, 1.30%, 2.00%, 2.50%
0.625%, 1.40%, 1.90%, 2.45%
1.70%, 1.90%, 2.40%
1.67%, 1.90%, 2.10%, 2.30%

b. First 20 Years, Followed by Subsequent Service
1.875%, 1.70%
2.50%, 1.00%
2.50%, 1.50%

c. First 25 Years, Followed by Subsequent Service
2.20%, 1.70%

d. Two 5-Year Periods, Followed by Subsequent Service
1.50%, 1.75%, 2.00%

B. Benefit Composed of Defined (Employee) Contribution Annuity
Plus Defined Benefit Pension, Single Percentage Factor of
Final Average Salary 13

2.00% 1

1.66% (1/4o) 1

1.10% 1

1.00% 2
0.83% (Vim) 5
0.71% (M4o) 2
0.67% 1

C. Defined Contribution Systems 3

Total Systems 77
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TABLE 2-8: PUBLIC RETIREMENT SYSTEMS COVERING JUNIOR COLLEGES,
1970. YEARS OF PLAN MEMBERSHIP APPLIED IN DEFINED BENEFIT PLANS

Number of
Systems

All Years of Service Counted
65 a

Limit Stated 9

Years of
Service Included Formula Percentage

40 Years (2% ) (1.67X 1st 10 yrs+ 1.9 X
2nd 10 yrs-I-2.10 x 3rd 10 yrs+
2.30 x 4th 10 yrs) 2

38 Years (1.7% x 1st 10 yrs+1.9% x 2nd
10 yrs-I-2.4% X yrs over 20) 1

36 Years (2% ) 1

35 Years (Annuity +1440 ) (Annuity +144o) 2b
30 Years (2.5% x 1st 20 yrs+ 1.5% x next 10 yrs)

(Annuity +0.67 %) 2

25 Years (2%) 1C

Defined Contribution Systems 3

Total Systems 77

4 Includes one plan stating a 20-year limit in application of a higher alternative benefit
formula for participants with less than 25 years of service, and three plans limiting the
years of service multiple for a flat benefit minimum.

b Includes one plan in which service after age 60 may be added to the maximum.
e Flat annual benefit of $100 per year of service for each year of service over 25.

benefit public retirement systems covering junior colleges include all
years of membership service. In the nine systems stating limits, the range
of includable service is from 25 to 40 years, as shown in Table 2-8.
Three of the nine systems provide for an annuity from employee contri-
butions plus a defined benefit from employer contributions which incor-
porates a formula percentage of less than I per cent; three of the systems

incorporate a 2 per cent formula factor, and three a series of percentages
applied to successive segments of service. The applicable formula per-
centage factors are shown in Table 2-8.

a Includes six plans providing defined contribution alternative.
b Includes one plan with final average salary limited to $16,000, one with final average

salary limited to $4,800, and one with career average salary. For service under 25 years,
one plan provides alternative of 2.50% limited to 20 years.

e Includes one 1/70 plan and one 1.45% plan, with final average salary of the latter
limited to $7,800.

hi three of the four 1.25% plans, final average salary is limited to $7,800.
e Includes one plan with final average salary limited to $15,000.

Career average plan.
e The two plans provide a defined contribution alternative.
h The final percentage shown applies to any additional 10-year periods.

Career average plan. .

Maximum of 40 years counted. Plan prov:Jes for defined contribution alternative.
k, Maximum of 30 years counted.
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Defined Flat Benefit. A flat benefit provides a stated dollar amount
of retirement income per year of credited service. Flat benefit plans are
found principally in industrial retirement plans and are used in only a
few public systems covering junior colleges, am: theri only as minimums,
alternative benefits, or supplements.

Defined Contribution Optional Benefit. Nine of the public retirement
systems which use defined benefit formulas for the entire benefit state an
optional defined contribution benefit. Here the individual may choose
whichever provides the greater benefits: the benefit formula, or a retire-
ment benefit based on the annuity that can be provided by the accumula-
tion of combined employee and employer contributions as of the termina-
tion date (if benefits have vested) or the retirement date. As noted
earlier, a defined contribution alternative may help compensate for the
relatively low defined benefit credits earned by participants who leave
a plan (with vested benefits) early in their careers, and whose final
average salaries for the formula calculations, therefore, remain frozen at
the early level. Defined contribution alternatives, particularly when exer-
cised at the retirement age by persons who have held jobs and become
vested under two or thiee different retirement systems, can often make the
difference between inadequate and adequate total retirement income
from all systems combined.

DEFINED CONTRIBUTION PLANS

The most extensive use of the defined contribution approach in public
retirement systems is the provision of a defined contribution annuity
based on employee contributions in combination with a defined benefit
based on employer contributions. As noted, 13 of the 77 public retire-
ment systems covering junior colleges use the combination approach.

A defined contribution approach is used to provide the entire benefit
by 3 of the 77 public systems; to this group should be added the 9
systems in which the funding pattern permits the system to offer termi-
nating or retiring participants the greater of a defined contribution
annuity or a defined benefit annuity: deferred for terminating employees,
immediate for retiring employees.

EMPLOYEE CONTRIBUTIONS

The great majority of the 77 public retirement systems covering junior
college employees provide for a contribution by the employee. Only
four of the plans, all in the State of New York, are noncontributory. The
employee contribution rates are summarized in Table 2-9.

In 53 of the 77 public retirement systems covering junior colleges,
the stated employee contribution rate is a level percentage zi salary.
The contribution rates under this group of systems vary from 3 per cent
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TABLE 2-9: PUBLIC RETIREMENT SYSTEMS COVERING JUNIOR COLLEGES,
1970. EMPLOYEE CONTRIBUTION RATE AS PERCENTAGE OF SALARY

Number of
Systems

Noncontributory 4a

Level Percentage of Salary 53

3% or 31/2% 6b
4% 11 a

5% or 51/2% 15d

6% 12°
7% 3

8% 6r
Step-Rate 10

(3% 1st $4,200-5% lyil) 1

(3% 1st $4,800-6% bal) 1

(3% OASDHI base-5% bal) 2
(4% 1st $4,800-6% bat) 1

(41/2% OASDHI base-7% bat) 2
(4% 1st $6,000, 5% 2nd $6,0(0.

6% 3rd $6,000, 7% above) 1

(5% 1st $5,600-6% bat) 1

(5% OASDHI base-10% bal) 1

Percentage Varies by Sex and by
Age at Entry into System 10r

Total Systems

In these plans, tte employee contribution is reduced by the "Take-Home Pay Re-
serve" paid for by the employer. In two of the plans, the employee contribution varies
by sex and by age of plan entry, and for entrants at the higher ages may exceed the Take-
Home Pay Reserve.

b Includes three systems with a 3% rate and three with a 31/2 % rate. One of the latter
limits contributions to the 1st $7,800 of salary,

e Includes one system with a 41/2 % rate and one with a 41/2% rate. Includes two plans
limiting contributions to the 1st $15,000 of salary, and one which applies the rate to salary
over $1,200.

d :ncludes two plans with a 51/2% rate and one with a 53/4% rate. Includes plans limit-
ing contributions to a part of salary: one, first $6,000; two, 1st $7,800; one, 1st $8,600;
one, salary between $6,000 Imd $24,000; one, salary over $1,200.

a Includes one plan limiting contributions to 1st $4,800 of salary. Includes three plans
with rates over 6 %: 6.14%, 6.25%, and 6.50%.

Includes three plans with rates slightly less than 8 %: 7.7%, 7.8%, 7.9%.
g Three of the age- graded plans provide for a lower contribution rate on a present or

former Social Security earnings base.

of salary to 8 per cent, but in two-thirds of this group the rate ranges
between 4 and 7 per cent, with 5 per cent the most frequent.

A step-rate employee contribution pattern, in which different portions
of salary are subject to different rates of contribution, is reported by ten
systems. The present or a former Social Security earnings base usually
marks the stepping point, with a lower contribution rate applied to the
lower portion of salary. All but one of the step-rate plans apply just two
rates; one applies four rates.
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In ten of the systems the employee contribution rate differs among
plan participants according to sex and the age of entry into the
plan. For instance, one such plan provides for a contribution rate of
5.54 per cent of salary throughout plan participation for a man who
enters the plan at age 25, 7.95 per cent if he joins the plan at age 45, and
9.59 if he joins at age 59 or over. For a woman the rate at an entry age
of 25 is 6.16 per cent; for entry at age 45, 9.18 per cent, and for entry at
age 59 Of over, 11.25. The higher rates for women reflect their longer
average life span.

The stated contribution rate (or rates) is applied to all of salary in
four out of five of the public systems covering junior colleges. Table
2-10 shows the portion of salary on which employee contributions (and
benefits) are based in the public systems. Twelve of the 77 systems state
upper limits on the amount of salary on which employee contributions
are based. The limits range widely among this group, from the first
$4,800 of annual salary to the first $25,000. The effect of a limit, of
course, is to hold down the final benefit; there will be a greater spread
between retirement benefit levels and prevailing salaries near retirement
than under the plans not imposing such limits. In recent years a number
of states have succeeded in removing or at least raising these limits.

vESTING

In recent years, a trend has developed among public retirement systems
toward the reduction of service requirements for vesting of benefits, and

TABLE 2-10: PUBLIC RETIREMENT SYSTEMS COVERING JUNIOR COLLEGES,
1970. SALARY ON WHICH CONTRIBUTIONS AND BENEFITS ARE BASED

Number of
Systems

Entire Salary 64a
Salary to a Specified Level 10

1st $4,800 1

1st $7,500 1 b

1st $7,800 3
1st $8,600 1

1st $15,000 2
Isi $16,000 1
1st $25,000 1

Salary Above a Specified Level 3
Above $1,200 2
Above $6,000 up to $24,000

Total Systems 77

a Includes 4 noncontributory systems. Includes one system with optional contributions
on salary above $7,800.

b Alternative of different rate on 1st $3,000 for 1st 8 years, 1st $3,600 for 2nd 8 years,
and 1st $3,333 for 3rd 8 years.
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the trend promises to continue. Retirement benefits from the employer's
contributions are vested only if they remain credited to the employee on
leaving the employment covered by the retirement system. Immediate
vesting of retirement benefits continues to be rare among public retire-
ment systems. The majority do not yet approach the nearer goal of a
five-year vesting delay.

At present, of the 77 public retirement systems covering junior college
employees, only two vest th:.tir retirement benefits immediately on being
earned by the employee. These are the two Wisconsin retirement systems.
The California Public Employees' Retirement System requires the ac-
cumulation of $500 from employee contributions before benefits vest;
this normally results in the early vesting of benefits, usually within one
or two years of initial employment, depending on salary.

Seventy-two of the public systems state a service requirement which
a terminating employee must haN met in order to become entitled to
deferred retirement benefits based on both employee and employer con-
tributions. Among these 72 systems, the requirements range from 4
years to 30 years. The most often stated service requirements in this
group, in order of frequency, are 10 years (24 systems), 5 years (16
systems), 20 years (12 systems), and 15 years (12 systems). A few
of these systems state alternative vesting provisions incorporating an age
requirement.

At the far end of the spectrum, along with the systems with high
service requirements, are the two systems which vest only if the termi-
nating employee has qualified for early retirement.

Table 2-11 summarizes the vesting provisions of the public retirement
systems covering junior colleges.

Taken together, the vesting provisions summarized in Table 2-11, and
the prevailing job mobility of teachers, administrators, and other em-
ployees, suggest that a considerable proportion of persons who are at
any one time "members" of a public retirement system will receive no
benefits from the plan when they reach retirement age. For many public
junior colleges, the most urgent priority in benefit planning is the im-
provement of provisions for vesting of retirement benefits.

Voluntary Forfeitures. When benefits are not vested, forfeiture is
automatic. As the previous paragraphs have indicated, the terminating
employee whose retirement benefits have not yet become vested auto-
matically forfeits his accumulated benefits." His own contributions are

17 In some plans forfeiture by a terminating employee may be deferred for a specified
number of years, after which it is automatic unless the individual has in the meantime
been reemployed in a position covered by the same system, in which case past credited
service is retained and, along with current service, is counted toward the vesting require-
ment. In most instances, however, termination of service before vesting takes place means
automatic forfeiture.
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TABLE 2-11: PUBLIC RETIREMENT SYSTEMS COVERING JUNIOR COLLEGES,
1970. VESTING PROVISIONS a

Number of
Systems

Immediate Vesting 2
Accumulation of $500 from

Employee Contributions 1

Years of Service Requirement 72
4 Years 3 b
5 Years 16e
8 Years 2c

10 Years 24
12 Years 1

15 Years 12d
20 Years 12e
25 Years
30 Years 1

Qualification for Early Retirement 2e
Total Systems 77

a Vesting of deferred benefits on termination of employment.
b One system provides for 10-year vesting for employees not in an institu:ion of higher

education.
e One system provides alternative vesting at age 55.
d One system vests 75% on completion ui 10 years of St ice, grading to 100% at 15.

One system provides alternative vesting at age 55 with 10 years of service.
e Three systems grade vesting, two vest 20% after 15 years of service, grading to 100%

at 20, and one vests 20% after 3 years of service, grading to 100% at 20. One system
provides alternative of 5 years of service including one year after age 55.

f ..ve of vesting at ape 50 after 10 years of service.
,arly retirement one system requires 20 years of service and attainment of age 60,

and one requires 10 years of service and attainment of age 55.

returned to hiin, usually with interest earnings at a stated rate, and
usually rather low, and his name goes off the books of the retirement
system.

Once benefits are vested, the terminating employee is entitled to all
the retirement benefits he has earned to date. However, under most
public retirement systems, the vested employee on termination of service
is permitted. to sacrifice the future benefits he has earned, based on both
the employer and employee contributions, and get back the cash repre-
sented by only his part of the contributions. I inder these circumstances
the forfeiture is voluntary. If the terminating e.nployee leaves his money
in, he saves the future benefit. If he chooses forfeiture, the result is just
the same as if benefits had not vested; his own contributions are returned
and his name goes off the books.

Voluntary forfeiture is seldom, if ever, wise. Retirement plans should
not allow it. In return.for getting his own contributions back in cash, an
individual pays a very high price in lost employer contributions and
lost future retirement income. Rare indeed is the retired person who can
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look back on a voluntary forfeiture, say "no regrets," and mean it.
Only three of the public retirement systems covering junior colleges

incorporate a degree of control over voluntary forfeitures. More should.
The two Wisconsin systems do not permit members terminating employ-
ment at age 55 or over to withdraw their own contributions and forfeit
benefits, and the Idaho Public, Employees Retirement System prohibits
voluntary forfeitures after ten years of service and attainment of age 55.

MAINTAINING ANNUITY PURCHASING POWER

A retirement plan and its participants can ill-afford to ignore the
effects of inflation, either before or after retirement. In the years before
retirement, inflationary patterns may carry responding salary levels to a
point somewhat out of proportion to the established benefit levels of the
retirement plan. Inflation in the years after retirement can progressively
erode an initially adequate benefit. A retirement system must be able to
deal effectively with inflation occurring on either side of the retirement
date.

Inflation Before Retirement. When retirement income begins, it should
bear a reasonable relationship to the salary level prevailing just before
retirement. Under defined contribution plans, as a rule, the employer
and employee contribution rates are periodically reviewed to assure that
prospective benefit levels continue to be adequate, and most defined
contribution plans include a variable annuity. Under defined benefit
plans, the gradual replacement of career-average salary by "final average"
salary in benefit formulas has made possible a closer relation between
initial retirement income and the level of earned income just preceding
retirement.

1...1ation After Retirement. That inflation can quickly undermine a
fixed income is well known. Some systematic means of helping retire-
ment incomes adjust to changing living costs is important if a retirement
plan is to provide an income that continues to be adequate as the retire-
ment years gt. by. Just during the last five years (1965 through mid-
1970) the cost of living in the United States has increased 23 per cent.
In the previous fifteen years, 1950 to 1965, it increased 31 per cent.

Thirty of the 77 public retirement systems covering junior colleges
currently report that they incorporate some systematic method designed
to help retirement benefits adjust to changing living costs. These meth-
ods, described below, are built-in and function automatically. They are:
(1) automatic adjustments linked to, but not necessarily Equal to, in-
creases in the Consumer Price Index of the Bureau of Labor Statistics,
(2) stated automatic annual percentage increases in benefits, (3 vari-
able annuities, (4) changes related to and dependent on the investment
experience of the retirement fund, and (5) charges related to increases
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in the salaries of active state employees. Table 2-12 summarizes the
approaches now in use.

index Related Plans. Eighteen of the public retirement systems cover-
ing junior colleges relate postrets .ement benefit increases to the U.S.
Consumer Price Index (CPI). The methods of doing so differ con-
siderably among plans, and most of the systems state limits to the annual
increases. Table 2-13 summarizes the main provisions of the index-
related group. The potential annual benefit increase ranges among the
plans from as low as 1 per cent to as high as the rise in the CPI itself
plus 1 per cent. Generally in ascending order of the magnitude of bene-
fit increases provided for, the plans operate as follows:

The Utah system limits its annual benefit increase to 1 per cent, and
delays the first increase for five years, at which time a 5 per cent raise
is made, provided the CPI has increased 5 per cent. Thereafter, 1 per
cent increases are made each year the CPI increases 1 per cent or more.

Seven systems (two Alaska systems, three Ohio systems, and one
system each in California and Colorado) provide for an annual increase
that is in proportion to the increase in the CPI, but limit any one annual
increase to Ph per cent of the original benefit. In the three Ohio
systems the benefit increases do not begin until the third year of retire-
ment.

The Employees' Retirement System of Baltimore County (Maryland)
raises benefits in any year by 3 per cent if the CPI increases by at least
3 per cent in the year. Successive annual CPI increases of 2.9 per cent
or less, for example, would not result in benefit increases in any year.

The Georgia system provides for an increase every six months in
proportion to the increase in the CPI, and limits each six-month increase
to 11/2 per cent.

The Montgomery County (Maryland) Employees' Retirement System

TABLE 2-12: PUBLIC RETIREMENT SYSTEMS COVERING JIINIOR COLLEGES,
1970. TYPES OF LIVING COST ADJUSTMENT PROVISIONS

Change Related to Change in U.S. Consumer

Number of
Systems

Price Index 18
Automatic Annual Percentage Increase 5
Variable Annuity 5a
Change Related to Investment Experience of

the Retirement System 2a
Change Related to Percentage Change in

Salaries of Active Employees 1
None 47

Total Systems 77

' Includes Minnesota state Teachers' Retirement System.

57
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provides for an annual increase of up to 3 per cent in proportion to Cr.
rise in the CPI.

The two Connecticut plans apply their increases every other year and
state the increase as the lesser of the percentage increase in the CPI or
6 per cent.

The North Carolina plan provides for a 3 per cent increase whenever
the CPI rises 3 per cent in a calendar year. If the CPI increase is less
than 3 per cent in a year, the next calendar year index test includes all
years elapsing since the previous increase, or since the retirement date.
The indicated benefit increases are made only if the resulting pension
liabilities do not increase the employer's contributions.

The two New York State plans provide for an annual increase on the
first $8,000 of retirement income equal to the percentage increase in the
CPL

The Massachusetts plan provides for an increase equal to the increase
in the CPI as soon as the CPI rises more than 3 per cent over its level at
the time of the previous increase, or of the initial retirement date.

The federal Civil Service Retirement System provides an increase in
benefit as soon as the CPI increases by 3 per cent over the previous
increase or the retirement date. The benefit is in proportion to the CPI
increase plus 1 per cent.

Automatic Annual Increases. Five public retirement systems covering
junior colleges incorporate an automatic annual percentage increase in
the retirement benefit. The annual increase in four of the systems is 11/2
per cent (Arkansas Teachers Retirement System, Hawaii Employees'
Retirement System, the State Universities of Illinois Retirement System,
and the Nevada Employees Retirement System). The City of Cincinnati
Retirement System provides for a 1 per cent annual increase.

In the Hawaii system the annual percentage increment is applied to the
previous year's benefit, as increased, resulting in a compounding effect.
In the other plans the annual increase is a percentage increase in the
original benefit.

Variable Annuities. In five public retirement systems covering junior
colleges, regular plan contributions may be allocated to a public variable
annuity fund investin3 in common stocks.' The Wisconsin State Teach-
ers Retirement System and the Wisconsin Retirement Fund for state
employees have provided variable annuity programs since 1958. The
New York City Teachers' Retirement System and the Public Empleyees
Retirement System of Oregon adopted their variable annuity programs
in 1967 to become effective in 1968 and 1970, respectively. The Minne-

18 The variable annuity. developed by TIAA and introduced in 1952, is described in
detail later in this chapter.
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sota State Teachers' Retirement System's variable annuity was in-
augurated in 1967.

The Wisconsin State .Teachers Retirement System provides that each
participant may elect that half of his employee contributions be credited
to his account in the System's variable annuity fund. The balance goes
to the fixed-dollar fund. If this election is made, state contributions
equal to the employee's are credited to his variable annuity account, and
the balance goes to the fixed-dollar fund. The Wisconsin system is
funded on a defined contribution basis and provides for an alternative
benefit calculation on a defined benefit basis. Additional voluntary
deposits may be made by the employee to either the fixed or the variable
fund. The variable annuity of the Wisconsin Retirement Fund for non-
teaching public employees is essentially the same.

Under the variable annuity of the New York City Teachers' Retire-
ment System an employee may allocate half or all of designated em-
ployee contributions (included in the "Take-Home Pay Reserve") to
the variable annuity.

Unlike the Wisconsin plans. which are managed entirely by public
authorities, the New York City plan is administered under contract by a
life insurance company and a bank trustee.

Under the Minnesota State Teachers' Retirement System the partici-
pant may elect to allocate three-sevenths of total employer and employee
contributions to the variable annuity. The balance of contributions is
allocated to the fixed-dollar formula benefit. The perceidage factor of
the formula benefit is correspondingly reduced by three-sevenths. The
Minnesota system is funded on a defined contribution basis.

The Oregon Public Employees' Retirement System uses the defined
contribution approach for the benefit based on employee contributions
and a defined benefit approach for employer contributions. Up to 50
per cent of employee contributions may be allocated to the variable
annuity account.

In addition to the above variable annuity provisions of public systems,
the Public Employees Retirement System of New Jersey offers a variable
annuity to which voluntary additional employee contributions (but not
regular contributions) may be made.

Benefit Change Related to Investment Experience of System. Two
public retirement systems, the Minnesota State Retirement System and
the Minnesota State Teachers' Retirement System, provide for the invest-
ment of a portion of reserves for the payment of retirement benefits in
a common stock fund. Benefit changes are based on resulting investment
experience. The plan provides that whenever the value of the fund
averaged over a year is more or less (by 2 per cent or more) than the
value of the reserves required to support benefit payments, a propor-



RETIREMENT SYSTEMS 49

tionate adjustment in benefits becomes effective at the beginning of the
next calendar year. The original benefit amount remains as a minimum.
This provision is distinct from the separate variable annuity of the Minne-
sota State Teachers' Retirement System, which also changes according
to investment experience.

Benefit Change Linked to Active Employee Salary Changes. Under
the Maine State Retirement System, a cost of living benefit equal to the
average percentage increase in active employees' salaries becomes effec-
tive on the first of any month following the date of adjustment in active
employee salary scales.

INVESTMENTS

Public retirement systems have traditionally been circumscribed by
legislative provisions regarding the range of their permitted investments.
Over the years investment comparisons between public and private retire-
ment systems show that public systems hold substantially larger propor-
tions of the debt obligations of states, municipalities, and other public
bodies, including the federal government, than do other pension funds.
The lower yields of public issues have been reflected in the lower earnings
figures reported by public retirement systems.

In recent years, however, statutory investment limitations have been
relaxed in a number of states to permit more creative use of the support-
ing funds for f ture retirement income. There has been growing recogni-
tion that governmental bodies derive little advantage from purchasing
tax-exempt public securities. At the same time, the higher yields of
corporate bonds, including direct placements, have attracted the attention
of managers of public systems. Mortgage investments, guaranteed and
conventional, do not yet play a significant part in the portfolios of most
public pension plans, although recent years have also recorded an in-
crease in these higher-yield investments. Among the states whose retire-
ment systems have led in the broadening of investment channels are
Hawaii, Nebraska, Minnesota, New York, Ohio, and Wisconsin.

The distribution of investments among public retirement systems is
shown in Table 2-14. The trend in the reduction in the proportion of
federal government obligations, from 39.9 per cent in 1957 to 16.9 per
cent in 1967, and in state and local securities from 25.8 per cent in 1957
to 6.2 per cen` in 1967, is notable, as is the increase in the proportion
of corporate bonds from 26.3 per cent to 51.6 per cent. The proportion
of mortgages tripled during the ten-year period. (3.5 per cent to 12.3
per cent), and the proportion of common stocks increased by over four
times, from 1.4 per cent to 6.1 per cent.

Dr. Roger F. Murray's report on economic aspects of pensions for
the National Bureau of Economic Research, submitted as part of a series
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TABLE 2-14: DISTRIBUTION OF RETIREMENT FUND INVESTMENTS,
PUBLIC RETIREMENT SYSTEMS, FISCAL YEARS 1967, 1962, 1957

Type of Asset 1967 1962 /957
Cash and Deposits 1.1 1.2 1.7
Federal Securities 16.9 26.2 39.9
State and Local Securities 6.2 17.4 25.8
Corporate Bonds 51.6 40.9 26.3
Corporate Stocks 6.1 3.0 1.4
Mortgages 12.3 8.8 3.5
Other 5.7 2,5 1.4

All Assets 100.0 100.0 100.0

Note: Because of rounding, subtotals may not add to totals.
Source: U.S. Bureau of the Census, Census of Governments, 1967. Vol. 6, No. 2,

"Employee Retirement Systems of State and Local Governments." U.S. Government
Printing Office, Washington, D.C., 1968, p. 11.

of papers for the Subcommittee on Fiscal Policy of the Joint Economic
Committee, December, 1967, has summarized some of the factors affect-
ing investment performance of public retirement systems:

The practice of seeking to secure competent investment advice by
competitive bidding, the inability to pay adequate salaries for expert
staff, and the apparent unwillingness to lay out even very modest sums
for investment management are all factors conspiring to produce un-
inspired and mediocre portfolio management. Despite the great prog-
ress of recent years, few systems have adequate staffs, strong invest-
ment advisory arrangements, effective finance committees, and the
capability of providing first-rate management. These former sleeping
giants of the pension-fund field sometimes appear to be only partially
awake.

Under the circumstances, it is doubtful that State and local retire-
ment systems will soon break out of the statutory, accounting, and
institutional restraints on their effective management of huge aggrega-
tions of capital. While the high cost of pension benefits will create
increasing pressure to improve rates of return, it is not likely that the
public systems will greatly accelerate the pace at which they follow
private funds. Nor is it likely that they will be as flexible in approach-
ing investment opportunities as they occur in the future of a dynamic
capital market structure."

Too of Len, individual members of public retirement systems, and their
employing institutions as well, fail to inform themselves concerning the
basic policies and the management and investment performance of their
retirement system. Yet these systems are trustees of large amounts of

10 Roger F. Murray, "Economic Aspects of Pensions: A Summary Report," in Old
Age Income Assurance: A Compendium of Papers on Probleris and Policy Issues in the
Public and Private Pension System, Part V: Financial Aspects of Pension Plans, Joint
Economic Committee, Subcommittee on Fiscal Policy, 90th Congress, t Session (Wash-
ington, D.C.: U.S. Government Printing Office, 1967 ), p. 103.
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capital and are responsible for the provision of adequate future income
for many thousands of individuals, and for the present income of thou-
sands of others. A pension system's policies, and the excellence of its
nianagement, should be of as much concern to college administrators,
faculty members, and staff as they would be if the college were adminis-
tering the plan itself, It is not necessary to be _a actuary to ask intelligent
questions about whether the system is providing for advance funding of
future obligations, is crediting adequate and equitable levels of contribu-
tions to members, and is investing funds for maximum yield.

FUNDING

Most state teacher and public employee systems do not fully fund their
benefit liabilities." Employee contributions are, of course, withheld from
salary and paid directly to the system, and this provides for a partial
funding of total benefits promised. Beyond this, the degree of funding
of earned benefits varies considerably among public plans. In at least
two systems public appropriations cover only the actual benefits expected
to be paid out during the following legislative biennium, so that even
the pensions already being paid are not financed beyond the next legisla-
tive session. Other plans employ "terminal funding" by bringing benefit
obligations up to the fully funded level only as individuals reach retire-
ment age. Still others are working toward higher levels of partial funding,,
or toward full funding of current service benefits, while gradually reduc-
ing unfunded accrued liabilities. Proposals for the improvement of
vesting provisions have frequently exposed to public view the need for
sounder financial support of the obligations being incurred by a plan.

The readers of the reports of auditors and of actuarial consultants to
public plans will note the frequency of recommendations for more
adequate levels of funding. The reports repeatedly emphasize the im-
portance to long-rv.tge economy and to plan stability of limiting, through
sound financial planning, the extent to which future legislatures must be
asked to provide funds for benefits promised years before their time.
For example, since it was established in 1941, the State Universities
Retirement System of Illinois has bean accumulating unfunded liabilities.
A recent examination of the system by an independent auditor noted that
"For the year ended August 31, 1969, employer contributions provided
from state appropriations . . were not sufficient to meet these require-
ments [current service costs] and the unfunded act:rued liabilities in-

20 A pension system is on a fully funded basis only if reserves representing employee
service already performed will completely discharge all accrued benefits, a'.d if amounts
being contributed to the fund on behalf of current service are sufficient, according to
appropriate interest, mortality, and expense calculations, to disc,,arge newly accruing pen-
sion obligations as they mature.
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creased fr3m $167,000,000 zs of August 31, 1968, to $193,990,000 as
of August 31, 1969, according to computations by the Actuary retained
by the System." 2'

A 1969 actuarial evaluation of the Louisiana State Employees' Retire-
ment System indicated an unfunded accrued liability of $135.850,000.
The report states: "The minimum amount which the state should con-
tribute to offset this unfunded accrued liability is the interest on this sum
at the valuation rate of interest. This amount to $6,113,303 or
2.79% of the members' compensation. If the state should desire to
liquidate this unfunded accrued liability over some fixed period, such
as twenty (20) years, the employer should contribute $10,443,740 or
4.76% of the member' compensation." " At present, under the Loui-
siana plan only the 19 per cent required as current interest on the
unfunded liability is being contributed by the state, in addition to its
current service contribution of 6.42 per cent of payroll.

Another example of the snowballing effect of underfunding appears in
a 1966 actuarial study of the Connecticut State Employees' Retirement
System which reported that if the present "pay-as-you-go" program (no
advance funding) continues "the projccted unfunded accrued liability
for prior service of active employees and for the role of pensioners will
increase from $279.288,000 as of July 1, 1966 to $627,276,000 on
July 1, 1976, to $1,296,403,000 on July 1, 1991 and to $3,203,578,000
on July 1, 2016."

Some of the factors chiefly responsible for underfunding were men-
tioned earlier: failure to include the full pension costs of current service
in the budget; increases in prospective benefits and liberalization of
benefit formulas without appropriate provision for required funding
revenues; upward salary adjustments to meet changing sa'ary scales and
price level increases without corresponding provisions for funding in-
creases under plans tying benefits to final average salary. In addition,
other feetors contributing to underfunding may include an unduly large
proportion of assets invested in state, local, and federal bonds with a
consequent sacrifice in earnings; use of obsolete mortality tables; in-
creases in pensions to retired employees without reserve financing; and
legislative decision to finance the system on a pay-as-you-go basis.

THE TAXING POWER

The power to tax and the power of legislative bodies to make appro-
priations to public retirement systems provides a source of funds for

21 State Universities Retirement System, Illinois, Annual Report for the Year Ended
August 31, 1969,p. 11.

22 Louisiana State Employees' Retirement System, 1969 Annual Report, p. 4.
3 State of Connecticut, Report on the State Government Personnel Study (1967),

Vol. III, "Actuarial Report on the State Retirement Sylem," by Russell 0. Hooker and
Associates, Consulting Actuaries, p. I.
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support of public pension benefits that is not available to private systems.
In those states that meet their obligations as they accrue year by year
through advance funding of their retirement plans, a standby taxing
ability is an additional source of strength and can occasionally be used
to increase benefits to persons already retired without serious implications
for the long-term soundness of the pension plans. Difficulties arise when
future potential taxing power is used as an excuse to undertax the current
generation for its obligations.

TIAA-CREF Retirement Plans

TIAA-CREF retirement plans for faculty and administrators are
reported by over half (57 per cent) of the privately supported junior
colleges, employing about two-thirds of professional staff in the private
college group. For clerical-service employees, 40 per cent of the private
junior colleges report a TIAA-CREF retirement plan and they employ
about half of this employee category in the private institutions. Among
the publicly supported junior colleges, about a fifth of the institutions
report a TIAA-CREF plan for faculty and administrators; they employ
about a fourth of professional staff in the public institutions. In a number
of the reporting public institutions, TIAA-CREF is an optional retire-
ment system for the professional employees. Only about 5 per cent of
public institutions report a TIAA-CREF plan for clerical-service em-
ployees.

TIAA-CREF is a nationwide retirement system limited to colleges,
universities, independent schools, and certain other institutions that are
nonprofit and, in addition, are engaged primarily in education or re-
search. Established in 1918, TIAA grew out of a free pension system
set up in 1906 by Andrew Carnegie and administered by the Carnegie
Foundation for the Advancement of Teaching. In 1906 very few institu-
tions of higher education in the United States had established pension
plans. By 1915, 73 colleges and universities had become members of
the "associated" institutions for whose faculty retiring allowances would
be paid by the Foundation.' But as institutions of higher education grew
in number and in enrollment, it soon became clear that the resources of
the Foundation would be insufficient to carry the burden of a free pension
system. Accordingly, a review of the system was inaugurated by the
Foundation in 1915 with the cooperation of a Commission on Insurance
and Annuities composed of representatives from the American Associa-
tion of University Professors, the Association of American Universities,
the National Association of State Universities, and the Association of
American Colleges. A proposed new retirement system, which became

24 Carnegie Foundation for the Advancement of Teaching, Bulletin, No. 9 (1916),
p. xvi.
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the Teachers Insurance and Annuity Association, was approved by the
Commission in its report to the Foundation in 1917.

The new organization was established in 1918 by the Carnegie Foun-
dation as a separately organized association to provide insurance and
annuities for college staff members, with the annuity contract issued to
the individual and based on regular contributions by the staff member
and the employer. The contributions and their earnings would establish
fully funded annuity reserves under either the defined contribution or
defined benefit approach. The contract would be the property of the
staff member who, if he wished, would be able to follow his profession
in an educational world free of pension forfeitures. CREF (College
Retirement Equities Fund) was established in 1952 as a companion
organization to TIAA and has the same nonprofit status and limited
eligibility. CREF provides a variable annuity, invented by TIAA as a
means of helping to maintain the purchasing power of annuity income
through long-term common stock investments. In 1969, about two-
thirds of four-year colleges and universities reported a retirement plan
for faculty and administrative officers provided through the TIAA-CREF
system, and about a third reported a TIAA-CREF plan for clerical-
cervice employees.

Establishing a Plan. Each educational institution's pion in the TIAA-
CREF system is established by re 'solution of its governing authority. In
the case of public institutions the plan is established through enabling
legislation and subsequent institutional action, or by resolution of a
board of higher education or regents. The retirement resolution is the
working agreement between the institution, the participants in its plan,
and the pension system. The institution or a group of institutions deter-
mines for itself, and states in the resolution, the provisions governing
employee eligibility, watt:ng periods for participation, the employer and
employee contribution rates, contributions during leaves of absence, prior
service benefits, if any, the age of retirement, and extensions of service
beyond normal retirement age, if any. The provisions of TIAA-CREF
resolutions differ among institutions. The provisions of each TIAA-
CREF plan in junior colleges are shown in Appendix D.

THE ANNUITY CONTRACT

The contractual relationship between the participant and the TIAA-
CREF retirement system is in the form of individual TIAA and CREF
annuity contracts. Uniform throughout the TIAA-CREF system, the
contracts detail the immediate vesting of employer and employee contri-
butions and their earnings, the payment of annuity benefits, preretirement
death benefits, the income options, the right of the individual to pay
additional premiums, the right to change the date for commencing
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annuity benefits, and other provisions. The contributions for each par-
ticipant, as determined under each institution's plan, are paid under the
provisions of the annuity contracts. Investment of funds, fund account-
ing. actuarial function-. and payment of benefits are carried out by TIAA
and CREF.

Staff Member Owns Contract. The guarantee of immediate full vesting
for each participating staff member is one of the most significant features
of the retirement plans using TIAA and CREF annuities. From the day
the first annuity premium is paid, the staff member assumes full owner-
ship of all retiremen'. and survivor benefits purchased by his own and his
employes contributions. Individual contract ownership assures each
participant that funds are actually being set asid.^, to support him during
retirement and that no future change of the retirement plan. differences
of opinion with an employer, or other cin;umstances can deprive him of
retirement it1,-ome already set aside on his behalf.

No Cash or Loan Value. The primary purpose of a retirement plan
is to assure the individual that funds will be available to finance a future
retirement benefit. This assurance applies to employers as well as staff
members. Therefore, as a coronary to full vesting, TIAA and CREF
annuities do not provide for cash surrender (voluntary forfeiture) or
loan values. Employers might well be reluctant to contribute to a fully
vested annuity contract that could be turned in for cash or mortgaged
at the stall member's request. Full assurance is thus provided that con-
tributed funds will be available solely for their intended purpose, that
of providing retirement income or death benefits for the staff member
and his family.

Death Benefit. If the policyholder dies before he begins to receive
annuity payments, the full accumulation in the contract is payable to
the named beneficiary or to the estate; if the former, the policyholder
may choose among several income payment methods or may leave this
choice to be made by the beneficiary.

Choice of Retirement Date. TIAA-CREF annuity income usually
commences, but need not, at the time the individual retires from the
college. The policyholder may begin receiving annuity payments on the
first of any month, but normally not later than age 71. If the start of
annuity payments is delayed, the amount of the annuity is actuarially
increased. At age 65, delay of one year in commencing benefits (to age
66) may increase annual income by as much as 7 or 8 per cent. The
Association's practice is to allow deferment beyond age 71 if employ-
ment continues beyond that age.

Choice of Income Arrangement. At retirement, the policyholder
chooses a type of retirement ircome from among several options. All
provide a lifetime income for the retiring participant, and all but the
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single life annuity and the instalment refund provide a lifetime income
for a survivor in the event of the primary annuitant's death. Selection
among the income options may be made at any time before income
payments begin.

Premium Payments. Each premium (contribution) on a TIAA retire-
ment annuity purchases a definite, guaranteed annuity benefit at the rates
in effect when the premium is paid. Dividends, as declared, purchase
additional annuity benefits. Each premium on a CREF retirement an-
nuity purchases a definite number of CREF accumulation units. The
participant's pro rata share of CREF dividend income purchases addi-
tional accumulation units. The total annuity premium, including the
individual's and the college's contributions, may be applied to a TIAA
contract. If applied to a combined TIAA-CREF annuity, not less than
25 per cent nor more than 75 per cent may be allocated to either TIAA
or CREF, the balance being allocated to the other organization, subject
to the provisions of the participating institution's retirement plan. Policy-
holders may pay additional annuity premiums to TIAA or to TIAA-
CREF on their own within the same allocation rules, either periodically
or as additional single premiums.

TIAA INVESTMENTS

Premiums paid to TIAA annuity contracts are invested primarily in
the bonds and direct placement obligations of corporations and in
mortgages.

For a number of years, mortgage loans have made up slightly more
than half of the value of TIAA investments. Mortgages provide rela-
tively high yields and make suitable investments for a retirement fund
because of the low liquidity requirements of retirement funds being
invested for the long term. Residential properties, with mortgages guar-
anteed by the Veterans Administration or insured by the Federal Housing
Administration, secure just under half of TIAA mortgage loans. The
remainder are secured by "conventional" mortgages on property used
for income-producing purposes and carry a higher prospective yield than
the mortgage loans with government insurance or guarantees.

Bonds comprise a little under 40 per cent of TIAA investments and
include debt obligations of governments, public utilities, and business
and industrial corporations. Loans made directly to corporations ac-
count for a substantial portion of TIAA bond investments; these direct
placements usually offer a higher yield than publicly offered bonds avail-
able at the time the commitment is made. Remaining investments are
in income-yielding real estate and in common stocks.
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CREF

Before CREF was established in 1952, pension planning had not
produced any satisfactory means of giving a retired person some con-
tinuing protection ag,inst price inflation, not to mention the opportunity
to share in the rising standard of living that is taken almost for granted
during working years. But it was clear then, as it is now, that a level
amount of income is not enough to give real security during retirement
years.

Developed as a response to these problems, the CREF variable annuity
provides retirement income based on common stock investments to
complement the fixed-dollar retirement income provided by TIAA.'
The purpose of the combined program is to provide a retirement income
that is more responsive to economic change than a fixed-dollar annuity
alone and less volatile than a variable annuity alone.

A series of actuarial, legal, and economic studies initiated and directed
by Dr. William C. Greenough preceded the establishment of CREF. The
study of relevant economic data covered the period 1880 to 1951. The
aim was to discover how an individual would have fared during retire-
ment if part ui his regular preretirement savings had been invested in
equities such as common stocks, and part in fixed-dollar obligations.
The various periods of accumulation and pay-out included war, peace,
depression, prosperity, inflation, deflation; the study examined short and
long working lifetimes, and short and long retirements."

Figure 2-15 illustrates the most difficult years of any of the accumula-
tion and annuity pay-out periods studied. It covers a working career of
thirty years from 1900 to 1930 and a retirement period of twenty years
beginning in 1930. For illustration, the chart assumes that $100 a year
was paid to the retirement plan from 1900 to 1930. The line of fixed-
dollar income represents the retirement income resulting from application
of the full $100 a year to a fixed-dollar fund only. The combined income
line illustrates the combined fixed and variable annuities resulting from
$50 a year to a fixed-dollar fund and $50 to an equity fund. The period
shown is of special interest because it encompasses the years of the great
depression and of World War II. The accumulation bars at the left of
the chart show that during the late 1920's the retirement savings of the

25 To implement a system in which common stock investment could be utilized for the
generation and production of retirement income, TIAA constructed a new device, now
well known, the variable or unit annuity. The variable annuity incorporates the lifetime
income principles of traditional annuities, but, instead of accumulating and paying out
funds as a fixed number of dollars, the retirement funds are accumulated and paid out
as the current value of units which measure the individual's share of the equity invest-
ment portfolio. Cf. Duncan, "A Retirement System Granting Unit Annuities and Invest-
ing in Equities," Transactions of the Society of Actuaries, IV (1952), pp. 317-44.

26 William C. Greenough, A New Approach to Retirement Income (New York:
Teachers Insurance and Annuity Association, 1951).
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Figure 2-15: AMOUNTS OF ACCUMULATION AND ANNUITY RESULTING
FROM INVESTMENTS OF $100 PER YEAR, 1900-1930

a Adjusted cost of living shows the amount of annuity necessary each year so that the
fixed-dollar annuity would have adjusted to cost of living changes occurring during both
the accumulation and the annuity period.

Source: William C. Greenough, A New Approach to Retirement Income, (New York:
Teachers Insurance and Annuity Association, 1951) pp. 23, 54.
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participant in the combined fund increased greatly because of the sharp
upswing in common stock prices. At retirement in 1930, the chart shows
a rapidly falling annuity for the next two years, a reflection of the rapid
decline in common stock price levels. At the low of common stock prices
in 1932, however, the combined annuity was only moderately smaller
than the fixed-dollar annuity; from that point forward it moved upward
over the long-term while experiencing some shorter term declines during
the period. Except for a short period during the eye of the depression,
the individual with a combined annuity was better off throughout the
entire period than if income were based wholly on the fixed-dollar fund.

The economic study reached three major conclusions:

(1) It is unwise to commit all of one's retirement savings to dollar
obligations, since decreases in the purchasing power of the dollar can
seriously reduce the value of a fixed-income annuity. Increases in the
purchasing power of the dollar, on the other hand, improve the status
of the owner of a fixed income annuity.
(2) It is equally unwise to commit all of one's retirement savings to
equity investments, since variations in prices of common stocks are
much too pronounced to permit full reliance on them for the stable

1950
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income needed during retirement. Changes in the value of common
stocks and other equities are by no means perfectly correlated with
cost of living changes, but they have provided considerably better
protection against inflation than have debt obligations.
(3) Contributions to a retirement plan that are invested partly in
debt obligations and partly in common stocks through an equities fund
providing lifetime unit annuities offer promise of supplying retirement
income that is at once reasonably free of violent fluctuations in amount
and serious depreciation through price level changes."

Accumulation Units. Payments to CREF purchase "accumulation
units" for each participant during working years, each unit in effect being
a small share of ownership in every common stock in the CREF port-
folio. The number of units bought with each monthly payment depends
on the current value of the accumulation unit, determined once each
month by dividing the month-end market value of the CREF accumula-
tion fund by the total number of accumulation units outstanding among
all participants. The unit value serves a dual purpose: it marks the
month-by-month dollar value of all the accumulation units owned by
any participant, and it sets the current price for the purchase of an ac-
cumulation unit.

Increases in the prices of the equities in the CREF portfolio result in
rising accumulation unit values; decreases result in falling unit values.
More units are purchased for a given premium amount when the accumu-
lation unit value is lower, fewer units when it is higher.

Dividends received by CREF on the investments are reinvested and
apportioned to individual CREF accounts as additional accumulation
units. The accumulation unit was valued initially at $10. Table 2-16
shows the year-end accumulation unit values since then.

Annuity Units. At retirement, the individual trades in accumulation
units for a lifetime income of "annuity units." The annuity pays an

"Ibid., pp. 13-14.

TABLE 2-16: CREF YEAR-END ACCUMULATION UNIT VALUES, 1952-1969

End of Year
Accumulation

Unit Value End of Year
Accumulation

Unit Value
1952 $10.52 1961 $31.86
1953 10.37 1962 26.65
1954 14.85 1963 30.83
1955 18.06 1964 33.96
1956 19.19 1965 39.08
1957 17.75 1966 36.33
1958 24.36 1967 43.78
1959 27.11 1968 45.35
1960 27.38 1969 41.78
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income that varies year by year as a continuing reflection of the per-
formance of the common stocks in the CREF portfolio. Since the same
common stocks support both units, a "high" or "low" market level at
the moment of retirement has no effect on the transition from one type
of unit to the other.

The annuity calculations are basically the ones actuaries make for a
fixed-dollar annuity to determine how many dollars can be paid out each
month in order to use up a capital sum and the earnings on it over the
lifetimes of large numbers of annuitants of any given age. However, the
CREF income is expressed as a fixed number of annuity units payable
each month for life, rather than as a fixed number of dollars. Once a
year this unchanging number of annuity units is multiplied by the la,est
value of the annuity unit to determine how much income to pay each
month during the CREF fiscal year. The value of the annuity unit for
each year since 1952 is shown in Table 2-17. By far the most important
factor in the yearly revaluations has been the change in market prices
of CREF common stocks. Another significant factor is the level of
dividend income CREF receives on its investments. Additional factors
include expenses and variations in annuitant longevity.

CREF' Investment Philosophy. Regular investment of annuity pre-
miums in selected equities month after month, year after year, puts into
effect the investment principle of diversification over time. Under a
program of investing premiums regularly over a staff member's working
years, the level of common stock prices at any one time becomes rela-
tively unimportant. The investment program permits the participant to

TABLE 2-17: CREF ANNUITY UNIT VALUES, 1952-1970

Annuity Year Annuity
(May through April) Unit Value

Initial Value $10.00
1953-54 9.46
1954-55 10.74
1955-56 14.11
1956-57 18.51
1957-58 16.88
1958-59 16.71
1959-60 22.03
1960-61 22.18
1961-62 26.25
1962-63 26.13
1963-64 22.68
1964-65 26.48
1965-66 28.21
1966-67 30.43
1967-68 31.92
1968-69 29.90
1969-70 32.50

r- 4",
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share in the developments in business and industry that span the eco-
nomic experience of many years, long after any particular deposit is
made. This sharing continues throughout retirement (and throughout
the life of a survivor as well when the individual selects a survivor annuity
option) in much the same manner it did during the accumulation period,
except that instead of contributing to the plan the individual is receiving
a lifetime income.

An accompanying aspect of variable annuity participation is that
portfolio diversification permits college staff members to share in the
productivity of many companies that together make up a substantial
cross section of American economic life.

The principle of dollar cost averaging, under which the average cost
of the common shares purchased is less than the corresponding average
market price per share, is made unusually effective in a college retirement
program because of the regularity of college employment and salaries,
and the resulting regularity of monthly contributions over many years
received by the Fund on each individual's behalf.

In addition to regularity of premium investment, another stabilizing
factor in the operation of CREF is the absence of cash surrender pro-
visions. Because CREF is a part of a nonforfeitable retirement system,
its need for cash is limited to annuities being paid and is therefore
predictable and stable. There can be no sudden rush of cash withdrawals
to force the sale of securities during periods of market weakness.

Insurance Company Retirement Plans

As in the four-year colleges and universities, the retirement plans of
commercial life insurance companies play a minor role in the junior
colleges. Table 2-2 indicates that about 3 per cent of public junior
colleges report an insurance company retirement plan for faculty and
administrators, and about 1 per cent for clerical-service employees.
Among private junior colleges reporting a retirement plan, about 20 per
cent report an insurance company plan for faculty and administrators,
and just under 25 per cent for clerical-service employees.

The principal provisions of the insurance company retirement plans
for which information was available are summarized in Appendix F. The
retirement plans of commercial insurers are provided mainly through
individual policies, group annuity contracts, and group deposit adminis-
tration contracts. The individual policy plans use retirement annuity
or retirement income contracts as funding instruments; both provide for
allocation of contributions to individual employee annuity accounts.
Group annuities use the funding instruments of group annuity contracts,
group permanent contracts, or deposit administration group contracts.
Sometimes a plan will combine two funding instruments: a (noninsured)

`? 4
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trusteed fund and an ordinary or endowment life insurance contract.
This combination or split plan funds part of the retirement benefits
through the cash value of the insurance contract and uses the trusteed
fund for the balance.

INDIVIDUAL POLICIES

Retiremelic plans using individual policies issued by commercial
insurance companies normally provide for the designation of a trustee
to hold title to the individual contracts issued. The trustee serves as
custodian of the contracts, applies for additional contracts, and pays the
premiums. The trust function can be performed by a permanent college
pension committee established as a trust or by a bank or other corporate
fiduciary. The provisions of the plan are usually incorporated in a trust
agreement, and the corporate trustee or pension committee is charged
with the responsibility of administering the plan according to the rules
set forth. This arrangement is often referred to as an individual contract
pension trust, or simply as a pension trust. (Self-administered plans
may also use trust agreements.)

Retirement Annuity Contracts. Benefits of retirement annuity con-
tracts are normally expressed as units of $10 of monthly income payable
at retirement. A predetermined level of benefits is funded through an
established level of periodic contributions on behalf of each employee.
If increases in the participant's salary are to result in an increase in
benefits, additional contracts must be purchased. New contracts pro-
viding additional benefits are normally written only in units of $5 or $10
per month of annuity income; salary increases can be recognized for
retirement purposes only when they are large enough to entitle the
employee to an additional unit of $5 or $10 of monthly retirement
income. When there have been enough increases in compensation, an
additional contract in the appropriate amount is purchased. Over a
period of years a large number of contracts may be acquired for each
individual employee.

Retirement Income Contracts. The principal difference between re-
tirement annuity and retirement income contracts is that the latter incor-
porate a life insurance element at additional cost. Benefits of the retire-
ment income contract are expressed in terms of $1,000 of initial face
value of life insurance for each $10 per month of annuity benefit. The
contract pays a death benefit before retirement of $1,000 for each $10
unit of monthly income purchased, or the cash value, whichever is larger.
Any excess of the death benefit over the cash value represents the insur-
ance element. The employee may have to furnish the insurer with
evidence of insurability unless the insurer is willing to waive this require-
ment. If an employee is uninsurable, retirement annuity contracts may
be issued. As under a retirement annuity contract, increases in com-
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pensation are normally recognized in a retirement income contract only
when they result in the purchase of a minimum increased bel:cfit of $5
or $10.

Other Provisions. The individual contracts just described may be
used with either the defined benefit or the defined contribution approach.
Annuity rates are generally guaranteed on contracts purchased; future
contracts are purchased at rates in effect at the time of purchase. The
provisions for vesting of retirement and death benefits are commonly
written into the trust agreement.

GROUP INSURED PLANS

A master contract between the insurer and the employer governs all
aspects of a group insured pension plan. The employee receives a
certificate which summarizes benefits and other provisions. Plans using
group annuities do not usually provide for the immediate vesting of
retirement benefits, although they are capable of doing so. The principal
types of group contracts are group annuity contracts and group deposit
administration contracts. Most of the commercially insured retirement
plans reported for nonacademic employees are group plans.

Group Annuity Plans. Group annuity plans provide their benefits
through a series of deferred annuity credits allocated by the insurance
company for the ultimate benefit of the participating employee, provided
he qualifies. Benefits of group annuity plans are usually expressed by a
defined benefit formula. At retirement, or when vesting requirements
have been met, the employee becomes entitled to the income from the
allocated series of deferred annuities from which the income equals the
benefits expressed by the formula. Occasionally group annuities are
used in connection with a defined contribution pattern, in which the
benefit is the retirement annuity purchased by regular monthly contribu-
tions stated as a level percentage of the employee's monthly compen-
sation.

Deposit Administration Plans. Under group deposit administration
contracts, employer contributions are not allocated to specific employees
until the retirement date. The individuals annuity is purchased with
money from the deposit administration fund at the time of retirement,
or at the time benefits vest, rather than in separate increments during
working years, as under the group annuity." Premiums and investrrcnt
earnings are credited to the deposit administration fund. The single

28 At the time that an immediate annuity is purchased under a deposit administration
plan, interest and annuity rate guarantees are provided by the insurer, along with the
establishment of appropriate contingency funds and methods of dividend allocation.
Immediate participation guarantee (IPG) contracts, under which benefit payments are
charged directly against an unallocated deposit administration account, do not require
contingency reserves and credit actual investment and actuarial experience directly to
the deposit administration fund.
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premiums required to purchase annuities for retiring participants, or for
those whose benefits become vested, are charged against the fund. The
fund is also debited for any death or disability benefits.

Under contributory plans the employee contributions are subject to
separate accounting. They may be credited to the deposit administration
fund, maintained in a separate employee fund, or applied to the purchase
of paid-up annuities.

Self-Administered or Trusteed Plans

Self-administered or trusteed retirement plans account for another
small segment of junior college retirement planning. For faculty, a
self-administered or trusteed plan is reported by about 1 per cent of
public junior colleges and about 10 per cent of private junior colleges
reporting a retirement plan. For administrators, this type of plan was
reported by about 3 per cent of public and about 10 per cent of private
junior colleges. Self-administered or trusteed plans were reported by
just over 3 per cent of public junior colleges reporting a retirement plan
for clerical - service, personnel, and by about 17 per cent of private junior
colleges. The self-administered plans for which information was avail-
able are described in Appendix E.

Under trusteed plans, contributions are normally deposited with a
trustee, usually a bank, responsible for the investment of the funds as a
separate trust or in commingled investment fund. (An exception is
the individual insurance contract pension trust referred to in the previous
section.) The trustee does not guarantee interest rates or assume mor-
tality risks. The employer, or the trustee at the employer's direction,
employs a consulting actuary to determine the extent of the plan's obliga-
tions according to characteristics of the covered group and actuarial
assumptions approved by the employer. The employer pays the charges
of the trustee for investment management and the fees for actuarial
services.

A trust agreement sets forth definitions of terms, eligibility rules,
contribution rates, retirement age provisions, benefits, income options,
the employee's rights on termination of employment (vesting provisions),
death benefits before and after retirement, and the powers and the respon-
sibilities of the retirement committee or board. The employer is respon-
sible for the establishment of the trust agreement.

The retirement committee or board is charged with the general admin-
istration of the plan. Although the trust agreement is primarily con-
cerned with the receipt, investment, and disbursement of funds under the
plan, it usually states in detail the duties and responsibilities of the
retirement committee and the method of succession of individual mem-
bers of this body. Under its authority is the maintenance of plan records,
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the determination of levels of contributions, the designation of actuarial
consultants, the approval of standards used in actuarial calculations, the
employment of accounting and legal services, and the preparation of
published material regarding the plan.

Benefit payments are normally made directly from the trust fund to
plan participants. Some trusteed plans provide for the purchase from
an insurer of an immediate annuity for each retiring employee.

Church Pension Systems

Participation of faculty and administrators in a church pension plan is
reported by about a fifth of the private junior colleges reporting a retire-
ment plan. Participation of clerical-service employees is reported by
about a fourth of the private junior colleges having retirement plan
coverage for these groups. The institutions reporting church pension
plans represent about 15 per cent of tota personnel in private junior
colleges reporting retirement plans. Table 2-2 shows the extent of par-
ticipation in church pension systems. The pension systems are described
in App.tdix G.

Church plans are generally administered by organizations created by
authority of a parent church and operated in association with it. Except
in theological training schools, a frequent coverage pattern is one in
which ordained ministers serving as teachers or administrators participate
in the church plan, while other faculty and employees are covered by a
TIAA-CREF plan or by a self-administered or commercially insured
plan.

Fourteen pension systems provide the church plans reported by private
junior colleges. Seven of the systems use the defined contribution ap-
proach in providing benefits; one of these provides a variable annuity
based.on total employer and employee contributions. The other seven
systems use a defined benefit approach, one of which provides for a
defined contribution alternative.

Immediate full vesting of benefits is provided under five of the four-
teen church pension systems covering junior college employees. One
system vests benefits as soon as the employee's contributions amount to
$500. In one other system, benefits vest as soon as the employee's con-
tributions amount to $500 for lay employees and to $1,000 for clergy.
Vesting of benefits after five years of service is provided in three systems,
and after ten years of service in one system. One system requires ten
years of service and attainment of age 55 for vesting of benefits. One
system vests benefits when the employee has completed fifteen years of
service, and one vests benefits on completion of twenty years of service.

In seven of the church systems the employer pays the whole cost of
the retirement benefit; four .of these are among the systems which vest
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benefits immediately. In the seven contributory systems, the employee
contribution rate is 21/2 or 3 per cent of total salary in four of the systems,
4 per cent in two systems, and 5 per cent in one system.

Church plans frequently incorporate packages of benefits including
retirement and death benefits, health insurance, long-term disability
benefits, and survivor benefits.

APPENDIX B TABLES RELATED TO CHAPTER 2:
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RETIREMENT
PLAN
PARTICIPATION

All retirement plans incorporate decisions as to (1) who partic5nates,
(2) when participation begins, (3) how much benefits will be, and ( 4)
when retirement takes place. For the many public junior colleges be
longing to public retirement systems, some or all of these provisions
may be determined independently of the college, since other public
employee groups are involved. In other public junior colleges, and in
private colleges, the college itself makes or influences the decisions that
define its regular (or optional) plan.

Decisions regarding the span of retirement plan participation, the
retention of service credits earned, and the level of future benefits affect
a college's ability to attract an able faculty and staff and to part on
reasonable financial terms with those who go on to service elsewhere,
with those who do not measure up, or with those who are retiring. The
welfare of individuals is of course vitally affected. On review, a college
may find that one or more provisions of its retirement plan do not wholly
meet its needs or the needs of the people who serve it. A choice of
retirement plan may not currently be open to the college and immediate
changes in the existi,ig plan may not be practicable. Nevertheless, it is
important that all who are concerned with institutional policy consider
the relation of the retirement plan to the institution's educational goals
and come to some conclusion as to whether or not the retirement plan is
a positive force in helping the college meet its responsibilities. Such
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consideration is essential to the goal of assuring a satisfactory retirement
income. It is also essential to the broader objective of contributing to
the welfare of the college, the faculty and staff, and the students. Too
often the retirement plan is regarded as something apart.

INCOME GOALS

Each retirement plan states a conclusion, in effect, as to what is a
reasonable level of retirement income. A career of service under the
plan is normally assumed in stating the benefit, although in practice
perhaps only a minority of retiring participants will have spent their
entire working lifetime at one institution or under one retirement plan.
Working careers of course vary in length; most plans assume about 35
years, with entry into the plan by at least age 30 and retirement at 65.
Early or late retirements, early or late entries into plans, benefit for-
feitures on termination occasioned by delayed vesting in one or more
plans, will all have their effect on individual retirement benefits. Such
individual variations help explain why the "average" monthly benefit paid
out by a retirement system is not valid as a measure of the adequacy of
individual incomes received.

What should be a retirement plan's income goal for a career of service?
For 35 years of service, some of the typical benefit formulas in defined
benefit plans in the junior colleges (see Table 2-7, Chapter 2) provide
these illustrated percentages of a plan's definition of final average salary:

Formula
Percentage

11A
11/2

134

Years of Benefit as Per Cent of
Service Final Average Salary a

35 43.75
35 52.50
35 61.25

a The percentages in this column show the single life annuity benefit. The percentage
will be somewhat lower if the annuitant chooses an income option to continue benefits to
a widow.

The income goal incorporated in a retirement plan applies equally
to all participants, and a reasonable benefit level, plus Social Security
benefits, should meet normal income standards for persons retiring after
a career of service. But individuals will differ considerably in their
requirements for income during retirement; a retirement plan cannot
expect to be able to take these personal differences into account, nor
should it. For those who desire frequent travel, a higher living standard,
or have special financial obligations, planning for the retirement years
will necessarily include the accumulation of individual savings to provide
an extra source of funds.

Disposable Income Guide. The recommendation of the Statement of
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Principles of the American Association of University Professors and the
Association of American Colleges (AAUP-AAC) offers a widely used
guideline of income goals for college plans. The Statement recommends
that the retirement plan and the Social Security program together provide
the long-term participant an after tax retirement income "equivalent in
purchasing power to approximately two-thirds of the yearly; disposable
income realized from his salary after taxes and other mandatory deduc-
tions during his last few years of full-time employment." It is also recom-
mended that there be provision for continuing more than half of this
level of retirement income to a surviving spouse.

By stating its recommendation in terms of disposable retirement in-
come compared with disposable income just before retirement, the
AAUP-AAC Statement offers perhaps a more realistic measure of retire-
ment income adequacy than a gross pre- and postretirement income
comparison. This newer approach takes into specific account the differ-
ent impact that personal income taxes and other deductions from salary
have on retirement income versus preretirement salary.

Several important changes in income patterns take place at retirement.
Taxes as a percentage of income are usually lower during retirement than
during working years because gross income is normally lower. In addi-
tion, persons age 65 or over are entitled to a double income tax exemp-
tion. The part of total retirement income comprised of Social Security
benefits is not subject to income tax, nor is that portion of the retirement
annuity based on the employee's own contributions. Furthermore, in-
come is no longer subject to the former payroll deductions made for
annuity contributions, Social Security taxes, certain other benefit plan
contributions, and association dues, etc.

Changes in spending patterns take place. Many of the demands that
consume preretirement pay decline during retirement. For example,
educational expenses for children are usually over and they have usually
become financially independent. The home mortgage may be paid off,
or nearly so. Retirement is usually a time to ease up on personal savings,
or to start dissaving. Certain expenses connected with work or profes-
sional expenses are decreased. A lower level of contributions to chari-
table activities and churches is expected from older people. All of these
factors combine to make "two-thirds of disposable income" a viable goal.

MAINTAINING PURCHASING POWER

The AAUP-AAC retirement income objective is stated in terms of
an income that is capable of maintaining purchasing power. While the
cost of living can go up or down, it has generally gone up during the last
third of a century, at times quite rapidly. Working people feel the
shock of inflation even though their salaries or wages may be increasing
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at the time; retired people on fixed incomes are far more sensitive to
inflationary erosions. For them, one of the great needs is a means of at
least maintaining the original purchasing power of retirement income.

Extent of Purchasing Power Change. Past experiences with fixed
incomes provide telling instances of periods of loss of purchasing power.
Most periods of severe inflation, like the 1940's, the early 1950's, and
the late 1960's, have occurred during or soon after U. S. wars. But price
advances occur during other periods as well. The average increase of
1.3 per cent per year between 1960 and 1965, for example, preceded
the economic pressures connected with the Viet Nam-Indo China War,
but still resulted in a decrease in the purchasing power of a fixed income
by nearly 7 per cent in that five-year period. Even if price increases
could be held to this moderate rate during the more than twenty years
of annuity payments expected for a husband and wife on retirement at
age 65, the purchasing power of a fixed income would decline about 25
per cent during their retirement years. In the next five-year period, 1965
to 1970 (June), purchasing power declined by 23 per cent; at that higher
rate, an annual average of over 4 per cent, the decline over twenty years
would reduce the purchasing power of each $100 of original income to
$35. Figure 3-1 shows the changes in the purchasing power of the dollar
since 1950.

Maintaining Living Standards. Living standards, as well as living
costs, change and also tend to rise. The U. S. economy has increased its
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Figure 3-1: PURCHASING POWER OF THE U.S. DOLLAR, 1950-1970

Source: U.S. Department of Labor, Bureau of Labor Statistics, Consumer Price Index,
all items, adjusted to 1950=100.
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output of goods and services, measured in dollars of constant purchasing
power, at an average rate of slightly over 3 per cent a year for the past
century or more. During the past twenty years the rate has averaged
nearly 4 per cent, although the rate has declined somewhat in the 1969-
1970 period.' This growth has permitted most Americans to live better,
or at least to consume more. Figure 3-2 illustrates by use of personal
consumption expenditures per capita the changes in living standard that
have taken place since 1940. The broken line measures expenditures
per capita in current prices and illustrates the rising number of dollars
needed each year to keep up with both rising living standards and in-
creasing prices. The solid line measures expenditures per capita in terms
of 1940 prices (constant dollars) and thus suggests how average con-

Annual Report of the Council of Economic Advisers, Economic Report of the Presi-
dent (1970), pp. 178, 180. U.S. Department of Commerce, Bureau of the Census,
Business Conditions Digest, June, 1970, p. 5.

$3,000

2,500

2,000

1,500

1,000

750

500

250

,-T 1 1 1 1 1 1 1 I I 1 I 1 1 1 1 1 1 1 1 1 1 .....
=

..- .
..-

,,, _

In current prices _ ..- --
...-

...----

..- ..-

7.
...

.-- .... -

..
.....

..".

-7C"-- A"

-.r

In 1940 prices (constant dollars)

_
_
_

C,
Semilogarlthmichill scale

ill I I I I I 1 1 1 1 1 1 1 1 1 1 1

1940 1945 1950 1955

Year

1960 1965

Figure 3-2: A MEASURE OF A RISING LIVING STANDARDPERSONAL
CONSUMPTION EXPENDITURES PER. CAPITA SINCE 1940 IN CONSTANT

DOLLARS AND IN CURRENT PRICES

Source: U.S. Department of Commerce and Council of Economic Advisers data, Eco-
nomic Report of the President (February, 1970), pp. 180, 195.

1969



72 RETIREMENT PLAN PARTICIPATION

sumption of goods and services, not distorted by price changes, has risen
during the period.

Methods of Adjustment. Active employees normally benefit from
salary increases as a means of sharing in increases in national produc-
tivity and of adjusting to rising prices. This is not possible for retired
employees. Since the development of the variable annuity in 1952, a
combination of fixed and variable retirement income offers one method
of linking retirement income with the longer term course of the economy.
This and other methods of adjusting income for the purpose of meeting
living cost changes are described in Chapter 2. At present, about 40
per cent of the public retirement systems covering junior colleges have
adopted some formal means of helping to adjust purchasing power over
the retirement years.

RETIREMENT PLAN PARTICIPATION

Classes of Employees Covered. There is every reason to provide
retirement plan coverage for all employee categoriesfaculty, adminis-
trators, and clerical-service employees. No matter what the individual's
job has been, when he reaches an age at which the work is best carried
on by someone else, regular earnings must be replaced by retirement
income. In the majority of colleges, Social Security participation will
provide an income base for faculty and staff, but even for relatively low
wage employees, Social Security benefits alone do not do the whole job.
The benefits of an employer-employee retirement plan should bring total
retirement income up to an acceptable level. For many, a third layer of
income protection will be provided through savings the individual has
been able to put aside on his own.

Practically all publicly supported junior colleges report that all em-
ployee classes are provided participation in a retirement plan. Over 99
per cent report plan participation for faculty and administrators, and
about 97 per cent for clerical-service personnel. Only 5 out of 712
publicly supported junior colleges report no employer-sponsored retire-
ment plan for faculty and administrative officers; 23 report no plan for
clerical-service employees.

Among private junior colleges, three out of four report retirement
plan participation for faculty and administrators, and about three out
of five for clerical-service groups. The smaller private institutions, in
general, are those without retirement coverage; nine out of ten faculty
and administrators are employed by the private colleges reporting a
retirement plan, as are seven out of ten clerical-service employees.

The data on retirement plan coverage by employee classification are
given in Chapter 2, Table 2-1.

All permanent, full-time employees in eligible classes are normally
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included in the retirement plan. Temporary, seasonal, or part-time
employees are normally excluded, except that in some plans part-time
faculty and other erg,Ioyees are eligible to participate if their work
load meets a stated requirement. The retirement plans of private junior
colleges sometimes outline eligibility in more detail than do the public
retirement systems encompassing broad groups of public employees.
Some examples of statements of retirement plan eligibility are the
following:

PUBLIC RETIREMENT SYSTEMS

* * *

Members of the System include all state employees and the em-
ployees of a political subdivision which has become a participant in
the System. The only persons who are excluded are those whose
positions, if filled for a year, would require less than 1,200 hours of
service per year, elective officers who fail to give written notice of
desire to be a member within 30 days of eligibility, and persons whose
salary for one full month of employment would be less than $150 per
month. The word "member" also includes the public employer. The
employee is required to participate following the first 90 consecutive
days of employment, and will have a choice as to participating or not
participating during the first 90 consecutive days of employment.

* * *

Membership in the Teachers' Retirement System is compulsory for
all eligible teachers, principals, supervisors, and superintendents con-
tracted on a full-time basis in the public schools of the State. The
Commissioner of Education and professional supervisors within the
Department of Education are covered by the System. A teacher is
eligible to participate if he can complete at least 15 years of creditable
service, 10 of which are in membership service in the State by the
first of July following his 65th birthday.

* * *

Participation in the TIAA/CREF plan shall be required of all
eligible new employees immediately upon employment except for such
new employees who at the time of employment are active members of
the State Teachers' Retirement System (STRS) or the Public Em-
ployees' Retirement System (PERS) and who elect to retain such
membership. Classes of employees eligible to participate in the
TIAA/CREF plan are (1) all employees of community college
districts holding probationary or tenured faculty appointments, (2)
all employees of community college districts holding administrative
appointments, (3) the president of any community college or com-
munity college district, (4) the State Director for Community College
Education and any members of his staff that he may designate. A full-
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time employee shall be defined as one who is employed for at least 80
per cent of the normal work period for this class of employee.

* * *

NONPUBLIC RETIREMENT SYSTEMS

* * *

Participation in the college's TIAA-CREF retirement plan is
required for full-time faculty, administrative officers, and clerical staff
after two years of service and attainment of age 30. The waiting period
is waived for employees coming to the college from another TIAA-
CREF plan. The plan is voluntary for full-time maintenance and
service employees after two years of service and attainment of age 30.

* * *

You are eligible to become a participant on the [trusteed] plan's
anniversary date of November 15 in any year, provided on such date
you: (1) Are a full-time member of Administration, Faculty, or Staff.
(Part-time members in any category not included.) (2) Have com-
pleted 5 years of continuous service. (3) Have not attained the age of
60 years and 6 months.

* * *

A retirement plan . . . is hereby established for all permanent
employees of the College. Participation of eligible employees shall be:
(a) Voluntary immediately; and (b) Required after completion of
three years of service and attainment of age 30.

* * *

Compulsory and Voluntary Participation. In order to assure future
retirement income, participation in a retirement plan should be a con-
dition of employment during a major portion of an individual's working
years. Consequently, the great majority of retirement plans require
participation, with or without an initial waiting period.

Of the 77 public retirement systems covering junior colleges, 71
require participation immediately upon employment; the remaining six
require participation after a stated period of time: three months (one
system), six months (three systems), one year (one system), and three
years (one system) .

A few of the private junior colleges report that retirement plan
participation is wholly voluntary, about 15 per cent for faculty and
administrators, and 20 for clerical-service employees.

Voluntary retirement plans have proved far from satisfactory. The
experience of colleges with a voluntary plan (or with no retirement plan)
has shown that it is wishful thinking to believe that all or even a sub-
stantial portion of college staff members will make adequate provisions
for their old age if left to their own devices. Few people realize the
large sums of money that must be accumulated during working years in
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order to provide an adequate income during the rather considerable num-
ber of retirement years that lie ahead. The frequently repeated statement
that the life span from birth in America is now about 67 years for men
and 74 years for women perhaps tends to obscure the fact that men who
have already reached age 65 have a life expectancy of some sixteen years
beyond that age, women about twenty years, and that either can live to
well over age 90. Providing -qn.2*.iria1 support for that long a period
is a major task.

An employing institution has a strong interest in requiring its
staff members to participate in the retirement plan. Under a voluntary
plan, a college may make substantial annuity contributions for those who
join and yet not meet its overall retirement objectives, since there will
be persons retiring from the college without the prospect of an adequate
income. It is not merely speculative to say that the very persons who
lack the capacity to save are among the ones who will not join a
voluntary plan. Staff members who may be the most valuable to the
college during their productive years, highly regarded by students and
colleagues, may reach retirement age without funds. The college may
find itself accused of cruelty if it parts with them at retirement without
provision for income during their remaining years. Yet to keep a staff
member in service after he should be retired does not enhance the
educational program and is unfair to those who do participate in the
plan and are retired at the expected age. If a free pension is granted to a
staff member on an emergency basis, it may relieve his problems but it is
unfair to persons who have over the years shared the cost of their retire-
ment benefits with the college, and it establishes an unfortunate prece-
dent. Requiring a signed waiver from those who fail to participate in a
voluntary plan does little to protect the college when the staff member
ultimately comes to retirement without an adequate income.

When a new or supplementary plan is installed, or when eligibility
is extended under an existing plan, it may be impractical to require
participation of employees who have worked at the college for some years
and whose employment understanding has not included participation in
the plan. Consequently, participation is sometimes made voluntary until
a certain stated future date, usually one or two years after the inaugu-
ration or extension of the plan, after which all eligible persons must
participate. Or, participation may not be required until an eligible in-
dividual receives an increase in salary or rank. If prior service benefits
are being provided, they are normally made contingent on participation
in the new plan.

Waiting Periods. In junior colleges reporting public retirement sys-
tems, newly hired employees, with the few exceptions noted in the
previous section, are required to join the plan immediately as a condition
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of employment. Many of the other retirement plans reported by the
colleges specify a waiting period before participation begins. In the
TIAA-CREF plans, for example, there is frequently a provision that the
individual is not required to participate until he has attained the age of
30. Where waiting periods are provided, it is important that the specified
delay in participation is not extended so far as to curb the capacity of the
retirement plan to generate at reasonable cost an adequate future retire-
ment income.

In public retirement systems, the problem of an adequate future
income is not so much that employee participation in the plan is delayed,
but that vesting of benefits is so often delayed; participation is usually
immediate, as noted, but the common delays in vesting can frequently
rob participation of its meaning.

Where a waiting period is provided for, the aim of the retirement
plan is to bring participants in at a point early enough in the individual's
career to assure an adequate benefit at retirement. A waiting period
allows for the fact that the first year or two of employment, or the years
before age 30, cover a period when newly hired faculty and staff are
making some initial decisions regarding future career directions and
the type of employer they may wish to work for. The employer, on the
other hand, may reasonably regard the initial employment years of
younger individuals as a probationary period. Employees hired after
age 30, however, should be brought into the retirement plan with little
or no delay; for this group each successive year should be making its
contributions toward a future retirement income. Anybody over 30
should be sure that he is participating in a retirement plan.'

Some institutions permit voluntary participation in the retirement
plan before the individual has completed the waiting period for required
participation. An opportunity for early voluntary participation seems
to result generally in participation by those who have a professional
attitude toward college employment and a farsighted one regarding their
own affairs. They are likely to be the persons the employer is most
anxious to encourage.

RETIREMENT PLAN CONTRIBUTIONS

One of the basic questions in establishing or modifying a retiremert
plan is whether the employer pays the whole cost, the employer and em-
ployee share the cost, or the employee pays the whole cost.

2 The AAUP-AAC Statement of Principles recommends that the retirement plan
"Require participation after not more than one year of service by all full-time faculty
members and administrators who have attained a specified age, not later than 30." If
retirement is at age 65 or later, this entry age permits a span of participation of 35 years
or more, long enough to build up an adequate benefit within the bounds of reasonable
cost.

83
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Table 3-3 shows the role of employers and employees in paying for
the retirement plans covering junior college personnel. Among publicly
supported junior colleges, the vast majority-95 per cent-report that
their retirement plan provides for a sharing of contributions between the
employer and employee. The same sharing provisions normally cover
faculty, administrators, and clerical-service employees. In the remaining
5 per cent of public junior colleges, the retirement Flan is noncon-
tributory, the full cost being paid by the employer. AI the institutions
reporting a noncontributory retirement plan are community colleges in
the State of New York.

Among private junior colleges a larger percentage of retirement plans
are paid for wholly by the employer: 23 per cent of plans for faculty and
administrators, and about 32 per cent for clerical-service employees.
Sharing of costs is reported by three-fourths of private colleges for
faculty and administrators, and by 65 per cent of plans for clerical-

TABLE 3-3: RETIREMENT PLANS IN JUNIOR COLLEGES, 1970.
EMPLOYER-EMPLOYEE SHARING OF COST

All
Institutions Public Private

Per Cent Per Cent
EEs

Per Cent Per Cent
1 nsts EEs

Per Cent
lasts

Per Cent
EEs

N= N= N= N= N= N=
Faculty 842 58,427 707 53,585 135 4,842

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response .1 .1 - - .7 1.4
Employer Pays Full Cost 7.7 8.1 4.8 7.0 23.0 19.7
Employer and Employee

Share Cost 92.1 91.8 95.2 93.0 75.6 78.8
Employee Pays Full Cost .1 * -- - .7 .1

N= N= N= N= N= N=
Administrators 840 12,790 707 10,996 133 1,794

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response .1 .1 - - .8 1.0
Employer Pays Full Cost 7.7 12.3 4.8 10.9 23.3 20.6
Employer and Employee

Share Cost 92.0 87.5 95.2 89.1 74.4 77.8
Employee Pays Full Cost .2 .1 - - 1.5 .6

N= N= N= N= N= N=.
Clerical-Service 787 40,583 689 36,441 98 4,142

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response .3 .1 - - 2.6 1.4
Employer Pays Full Cost 8.0 10.6 4.6 8.6 31.6 28.4
Employer and Employee

Share Cost 91.6 89.3 95.4 91.4 65.4 70.0
Employee Pays Full Cost .1 * - - 1.0 .2

* Less than .1 per cent.
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service personnel. One junior college reports an employee-pay-all retire-
ment plan for faculty and clerical-service employees; two report an
employee-pay-all plan for administrators. Since any employee of a junior
college can purchase an annuity on his own through periodic or lump
sum contributions, it may be stretching a point to classify an employee-
pay-all retirement arrangement as an institutional retirement plan.

Contribution Rates in Defined Benefit Plans. Among the public retire-
ment systems using the defined benefit approach, about two-thirds state
the employee contribution as a level percentage of all of salary. In these
plans the employee contribution ranges from 3 per cent of salary to 8 per
cent, with 5 per cent the most frequently stated rate (see Table 2-9,
Chapter 2). The remaining third of defined benefit public systems are
about equally divided between (1) systems stating a step-rate employee
contribution pattern, usually a lower percentage on a present or former
OASDHI earnings base and a higher percentage above, and (2) systems
in which the employee contribution rate varies according to sex and age
of entry into the system. Both age and sex have an important influence
on the cost of benefits; in age-graded systems one employee's rate may
differ substantially from another's.

Under the defined benefit approach, the employer contribution is
represented by the additional amount required, beyond employee con-
tributions and investment earnings, to purchase the formula benefit. The
amounts actually being paid in by the employer under a defined benefit
retirement system may vary from year to year, and may or may not equal
the amounts required to fund accruing obligations (cf. Chapter 2). The
actual amounts contributed are usually published in the annual financial
report of the retirement system.

Contribution Rates in Defined Contribution Plans. In the three public
retirement systems covering junior colleges in which the defined contri-
bution approach is used to provide the total benefit, the employee contri-
bution rates are 4 per cent in one system and 5 per cent in two systems.
In the nine defined benefit systems offering a defined contribution
alternative, seven provide for level employee contributions on all of
salary, ranging from 31/2 per ce-n to 8 per cent; two incorporate a step-
rate pattern of 41/2 per cent on the OASDHI earnings base and 7 per cent
on the balance.

The defined contribution approach is used in a larger proportion of
the private junior colleges than in the public institutions, and includes
all of the TIAA-CREF plans reported by the junior colleges, public and
private. About half of the TIAA-CREF plans provide for a level con-
tribution rate on all of salary, and half use the step-rate approach. Among
the level percentage group, a 10 per cent contribution rate, shared
equally by the employee and employer, is the most frequently reported.

3i
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Among the step-rate plans, the most frequently stated contribution rate is
10 per cent on the first $7,800 of salary and 15 per cent above, with the
employee contributing 5 per cent on all of salary and the employer con-
tributing 5 per cent on the first step and 10 per cent on the second.

RELATION OF CONTRIBUTIONS AND BENEFITS

iIn studying retirement plans, it is evident that there are mart'
variations in contribution patterns, benefit patterns, approaches to the
funding of benefits, investment results, and so on. And since benefits
are normally related to service and to salary history, yet other variables
enter the picture; service periods and salaries differ and salary scales
change.

Benefit Illustrations. Although many individual variations are likely,
some means of generally illustrating the relation of costs and benefits
is desirable. This is normally done by the use of sets of reasonable
assumptions which permit the illustration of relative levels of benefits
and contributions under a variety of situations. The illustrations
offered below are based on the defined contribution approach, since it
provides for higher levels of advance funding and maximum investment
gain, and consequently lower net total cost, as well as for easy identifi-
cation of the joint employer and employee roles in paying the cost.

The illustrations use three different salary scales, starting at $4,000,
$8,000, and $12,000 at age 30, each increasing at an annual rate
of 5 per cent a year to reflect promotions and assumed future changes in
general levels of compensation in junior colleges. Five per cent is not
intended as a prediction of future salaries, of course, but as a growth
rate it approximates the annual rate of increase experienced by junior
college faculty salaries over the last fifteen years or so.' The salary scales
are detailed in Table 3-4.

For each of the three salary scales, the illustrations in Figure 3-5
show the disposable retirement income resulting from three different
contribution patterns, a 10 per cent level plan, a 10-15 per cent step-
rate plan, and a 15 per cent level plan. It is assumed that the individual
participates in the plan continuously from age 30 (in 1970) to retirement
at age 65 (variations in benefits from this norm are shown in Table 3-6).
The benefit illustration is based on the allocation of all contributions
under TIAA 1970 deferred annuity rates and 1970 dividend scale (not
guaranteed). In figuring disposable retirement income as a percentage
of disposable preretirement income, the net preretirement income is
assumed to be gross income less the following: Social Security taxes as

3 National Education Association, Salaries in Higher Education, 1967-68. Research
Report 1968R7 (Washington, D.C. : NEA, 1968), p. 64.
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TABLE 3-4: SALARY SCALES FOR BENEFIT ILLUSTRATIONS
Average Annual Earnings During 5-Year Periods

(Based on Assumed 5% Annual Increase)

Age Salary Scale A Salary Scale B Salary Scale C
(Starting salary at age 30) ($4,000) ($8,000) ($12,000)
30-34 $4,400 $8,800 $13,300
35-39 5,600 11,300 16,90C
40-44 7,200 14,400 21,600
45-49 9,200 18,400 27,600
50-54 11,700 23,500 35,200
55-59 15,)00 29,900 44,900
60-64 19,100 38,200 57,300

Final 5-Year Average Annual DISPOSABLE Income
$13,617 $23,216 $30,970

scheduled, a 5 per cent contribution to the retirement plan, and 1970
federal and state (New York) income taxes (husband and wife joint
return). The disposable retirement income is the annuity benefit under
a joint and two-thirds to survivor income option plus the husband and
wife Social Security benefit, less federal and state income taxes as applied
to retirement income. In determining the annuity benefit under the joint
and two-thirds to survivor option, the participant's wife is assumed to be
two years younger.

The bar graph illustration of resulting benefits indicates that the
step-rate plan produces benefits that are a fairly uniform percentage of
earnings among the three salary scales, and comes closest to meeting a
benefit objective of two-thirds of final average disposable income.
Superior benefits for all three scales are provided by the 15 per cent
level contribution plan, but it of course requires the highest contributions
of the three patterns.

Benefit Variations. Substantial alterations in the illustrated retirement
costs and benefits result from the following changes: (1) the age at
which contributions begin, (2) the age at which annuity payments
begin, and (3) the level of contributions (the contribution rate). The
participant himself may at times have a choice in exercising one or more
of these benefit controls. Some of the differences resulting from specific
changes are shown in Table 3-6. Some of the effects are the following:

(1) Delaying the start of plan participation by a person who is in
his early thirties decreases the retirement benefit at age 65 by about 3
per cent a year (depending on salary scale), and by 4 per cent or more
for each year's delay in a person's forties. To assure adequate benefits
at a reasonable contribution level, it is evident that participation in the
retirement plan should begin at age 30 or soon thereafter.

(2) The postponement of retirement after age 65 increases the retire-
ment benefit by about 8 per cent for each year's delay for a person who
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Disposable Retirement Income As A Per Cent of
Final Average Preretirement Disposable Income

Under Three Contribution Patterns

10% level
contribution

75%

Steprate:
10% of $7,800

15% above $7,800

79% 78% 80%

15% level
contribution

94%

A B C

Social
Security.%

A 6 C

Final Average Preretirement Disposable Income: A$13,600

B$23,200

C$31,000

Figure 3-5: RETIREMENT INCOME ILLUSTRATION
Entry Age 30 (Male), Retirement At Age 65 (Joint and Two-Thirds Annuity Option)

began participation in his thirties or forties. Delaying the retirement age
has this powerful effect on benefits because interest accumulates on the
total fund for a longer period, contributions are continued for a longer
period, arid the larger accumulation is spread over a shorter assumed life
span when payments to the annuitant begin.

(3) The contribution rate itself has a direct influence on the size of
the benefits. Contributions equal to 15 per cent of salary at a given age
will purchase benefits one and one-half times as large as those resulting
from contributions equal to 10 per cent of salary.

As the figures in Table 3-6 indicate, the higher the retirement age,
the greater will be the benefits from a given level of contributions. But,
in considering setting a higher retirement age, the institution must
balance the larger annuity benefits thereby obtained, and the longer
service of its staff members, against the likelihood of having to keep older
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TABLE 3-6: VARIATIONS IN DISPOSABLE RETIREMENT INCOME
ACCORDING TO AGE OF ENTRY, RETIREMENT AGE, AND

CONTRIBUTION RATE

(Salary Scale B, Joint and Two-Thirds Annuity Option)

Retirement at Age 65 Retirement at Age 70

% of Final % of Final
Average Pre- Average Pre-

Disposable retirement Disposable retirement
Entry Retirement Disposable Retirement Disposable
Age Income Income Income Income

10 Per Cent
Contribution Rate
plus Social Security

30 $15,555 67 $22,159 80
35 14,082 61 20,319 73
40 12,596 54 18,398 66

10-15 Per Cent
Step-Rate Contribution

plus Social Security
30 $18,068 78 $25,875 93
35 16,621 72 24,138 87
40 14,943 64 22,114 80

15 Per Cent
Contribution Rate
plus Social Security

30 $20,185 87 $28,463 103
35 18,264 79 26,223 95
40 16,217 70 23,765 86

staff members on full salary after their capacities may have diminished,
and against the effect of a high retirement age on the attitudes and
opportunities of younger staff members.

The selection of the level of contributions, the retirement age, and the
entry age of a retirement plan usually represents a balancing of factors.
There is no ideal retirement age or size of retirement benefit that will
meet all needs of all individuals.

Contributory or Noncontributory. Despite the relatively small pro-
portion of retirement plans in which the employer pays the whole cost,
the subject of contributory versus noncontributory plans should be care-
fully considered for its effect on the participants, the institution, and the
level of benefits that can be provided.

Some of the reasons advanced in favor of noncontributory retirement
plans are:

(1) The favorable tax treatment accorded employer contributions.
Under present federal income tax laws an employee's contributions to a
retirement plan are included in his taxable income (unless made under
Section 403 (b), Internal Revenue Code, described later in this chapter),
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but employer contributions are not. Later, the employee is taxed on
the portion of his annuity income resulting from employer contributions
and investment earnings at a time when his taxable income is presumably
less.

(2) Simpler administration of a noncontributory plan. No salary
deductions are required in a noncontributory plan, and no records are
required to distinguish employer from employee contributions for tax
purposes. Accounting costs are therefore reduced.

(3) Avoidance of situations in which departing participants may
ask for the return of employee contributions made through salary
withholding, despite provisions for vesting of retirement benefits. A
noncontributory feature tends to strengthen the capacity of a plan to
assure future retirement income based on each segment of employment,
since the employee is not tempted to forfeit deferred benefits on
termination of employment in order to obtain the return of his own
contributions.

(4) The high degree of employee approval associated with a non-
contributory plan. Employees appreciate an employer's willingness to
assume the full cost of a retirement plan as a part of employee com-
pensation. They recognize the tax advantages of an employer-pay-all
plan.

Some of the reasons advanced in favor of contributory retirement
plans are:

(1) Employee contributions play an important role in building future
benefits. Unless the institution or retirement system is confident that it
can maintain the necessary level of annuity contributions without em-
ployee money, it probably should not become noncontributory. Once
a noncontributory plan has been established, it is not easy to change
back to a contributory basis. In some of the public retirement systems
covering college employees, the employee contributions represent the
only funded portion of retirement plan obligations; without the em-
ployee contribution, unfunded accrued liabilities would be even higher.

(2) If benefits vest immediately in the individual participant, and
are nonforfeitable, it seems reasonable for an employee to share in the
cost of such benefits.

(3) Contributory retirement plans seem to promote more interest and
understanding of the plan among participants. Each regular salary
deduction is a reminder of plan costs and benefits. Employees often
feel that they have more of a voice in the provisions of the plan when
they pay part of its cost.

(4) Provided its retirement system meets Treasury requirements, an
institution can retain the sharing principle of a contributory plan, yet
give each participant the tax treatment of a noncontributory plan through
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the use of the salary reduction provisions of Section 403(b) of the
Internal Revenue Code, described later in this chapter.

As noted earlier, some of the private junior colleges with contributory
plans for faculty and administrators have established noncontributory
plans for clerical-service employees. Some of the reasons for the differ-
ence are these:

(1) At the lower salary levels every take-home dollar counts more.
It is a relatively heavier burden for the clerical and service employees
to have part of their earnings deducted than it is for the higher-paid
employees.

(2) Experience shows that when lower-paid employees have con-
tributed to the retirement plan, occasions are frequent in which the
employee seeks the return or loan of his contributions for other uses.
In plans under which employee contributions are returned to the em-
ployee if he leaves, the potential refund may be an encouragement for
employees to leave in order to obtain cash. A noncontributory plan does
not raise this question.

(3) Because of the relatively greater weight of Social Security bene-
fits for those at the lower wage levels, a lower contribution to the annuity
can support a good level of total benefits and perhaps help make feasible
a noncontributory plan.

TAXATION OF ANNUITY CONTRIBUTIONS

To give college employees tax treatment similar to that provided under
"qualified" pension plans of business and industrial organizations, the
Bureau of Internal Revenue held in the early 1930's that a college's
contributions toward annuities for its employees were not currently
taxable income to the employee.' This treatment was added to the
Internal Revenue Code in the 1942 amendments and was continued in
the 1954 Code. In 1958 Congress enacted for educational institutions a
specific "substitute" for the "qualification" required of industrial plans.'
The 1958 legislation referred only to the educational, charitable, and
religious institutions described in Section 501 (c) (3) of the Internal
Revenue Code, but a 1961 amendment clarified the original Con-

Pension plans in business and industry must "qualify" under standards set forth in
the Internal Revenue Code and Treasury regulations in order to be entitled to: (1)
deductibility of employer contributions as a business expense; (2) corporate tax exemp-
tion of pension fund earnings and appreciation; and (3) employee exemption from
current income tax on employer contributions. The qualification requirements have little
meaning when applied to tax-exempt or public institutions, who as employers are not
subject to corporate taxation and who finance their pension commitments in 100-cent
dollars.

5 U.S. Congress, Senate, Committee on Finance, Technical Amendments Act of 1958,
Special Report 1983, 85th Congress, 2nd Session, 1958, p. 38.
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gressional intent by extending the act to annuities purchased for em-
ployees of public schools and other public educational institutions. The
substitute treatment is Section 403 (b) of the Code, which sets a uniform
limit, or "exclusion allowance," within which employer contributions to
nonforfeitable (fully vested) annuity contracts are not taxed currently
to the employee, but are taxed instead during his retirement years.

Exclusion Allowance. An employee's exclusion allowance is 20 per
cent of the "includable compensation" (taxable income) the college pays
him for, the current calendar year, multiplied by his years of employment
by the college, less all past retirement contributions made by the college
(or other employing authority) and not included in his taxable income
in prior years. This "20 per cent rule" generally accommodates the
needs of college retirement plans for adequate contribution rates and
benefits, including the purchase of current service and prior service
benefits.

Under defined contribution plans, the actual amounts of employer
contribution for each employee are definitely established as a stated
percentage of salary and are easily applied to the calculation of the
exclusion allowance. Under defined benefit plans, however, the actual
amounts of employer contribution for any particular employee may not
be stated (see Chapter 2); where this is the case, Treasury Regulations
prescribe the use of a Treasury formula for the determination of employer
contributions, or such other formula as is consistent with plan provisions
and recognized actuarial principles.'

Extra Annuity Contributions Through Salary Reduction. The 1958
legislation and subsequent regulations made it possible for an employee
of a school or college voluntarily to take a limited reduction in salary
in order to release extra funds for the institution to deposit in an annuity
contract as before-tax employer contributions. The employer must
establish a policy permitting such salary reduction. The reduction in
salary is permissible only to the extent that the institution's regular
pension plan costs for the individual fall short of the employee's exclusion
allowance. The extra annuity contribution may be made to the in-
stitution's regular retirement system if both the system and the employer
permit and if the system provides nonforfeitable, nonassignable annuities,
and meets other Treasury requirements. If a public retirement system or
existing annuities issued under a private institution's retirement plan do
not meet the nonforfeitable, nontransferable requirements, the additional
contributions can be made to separate annuity contracts that do. The
extra contributions may be made to TIAA-CREF annuity contracts,
since they do meet Treasury requirements and to any commercial insur-
ance company annuity contracts meeting Treasury requirements.

o Treasury Department, Income Tax Regulations, Section 1.403(b)-1(d) (4).
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Use of the salary-or-annuity option offers a systematic, tax-deferred
method of setting aside additional funds for retirement income over and
above the regular employee contributions to the retirement plan.' If the
staff member takes a reduction in salary under the option, the resulting
annuity contributions by the institution within the limits of his exclusion
allowance are not taxed to him currently. Instead, the compensation
being deferred to the retirement years will be taxable as he receives it in
the form of annuity income, at a time when he is likely to be in a lower
tax bracket.

Treasury regulations set forth the requirements for the agreement that
must be entered into between employer and employee:

. . . the exclusion . . . is applicable to amounts contributed by an
employer for an annuity contract as a result of an agreement with
an employee to take a reduction in salary, or to forego an increase
in salary, but only to the extent such amounts are earned by the
employee after the agreement becomes effective. Such an agree-
ment must be legally binding and irrevocable with respect to amounts
earned while the agreement is in effect. The employee must not be
permitted to make more than one agreement with the same employer
during any taxable year of such employee beginning after December
31, 1963; the exclusion provided by this paragraph shall not apply
to any amounts which are contributed under any further agreement
made by such employee during the same taxable year beginning after
such date. However, the employee may be permitted to terminate
the entire agreement with respect to amounts not yet earned.

Use of Salary-or-Annuity Option in Junior Colleges. The majority
of junior colleges permit staff members voluntarily to reduce their
salaries, within the limits of the 20 per cent rule, in order to purchase
supplemental annuity benefits on a tax-deferred basis. As Table 3-7
indicates, three out of four of the publicly supported junior colleges
make such provision for faculty and administrators, and about seven out
of ten make the provision for clerical-service employees. Among the
private junior colleges, about six out of ten institutions report use of the
provision.

Regular Annuity Contributions Through Salary Reduction. Depending
on the type of retirement plan in operation, some colleges make specific
provision for the use of the salary-or-annuity option in connection with
regular employee retirement plan contributions. This gives participants
in a contributory annuity plan the choice of making their required con-
tributions by salary reduction, rather than deduction, thus deferring taxes
on these contributions until the retirement years. The sharing principle

7 Other terms sometimes used to describe the salary-or-annuity option are tax-deferred
annuity and the inaccurate and misleading term, tax-sheltered annuity.

8Treasury Department, Income Tax Regulations, Section 1.403 (b)-1 (b) (3).

9
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TABLE 3-7: PROVISIONS FOR SUPPLEMENTAL ANNUITY CONTRIBUTIONS
BY SALARY-OR-ANNUITY OPTION (TAX - DEFERRED ANNUITY)

IN JUNIOR COLLEGES, 1970

All
Institutions Public Private

Per Cent Per Cent Per Cent Per Cent Per Cent Per Cent
buts EEs huts EEs huts EEs

N= N-_ N= N= N= N=
Faculty 842 58,427 707 53,585 135 4,842

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response 1.9 2.4 2.0 2.6 1.5 .7
Permitted by Institution 73.8 76.7 76.5 78.2 59.2 59.7
Not Permitted by

Institution 24.3 20.9 21.5 19.2 39.3 39.6

N= N= N= N= N= N=
Administrators 840 12,790 707 10,996 133 1,794

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response 2.3 2.2 2.3 2.3 2.3 1.6
Permitted by Institution 73.4 75.0 75.9 77.7 60.1 58.7
Not Permitted by

Institution 24.3 22.8 21.8 20.0 37.6 39.7

N= N= N= N= N= N=
Clerical-Service 787 40,583 689 36,441 98 4,142

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response 2.5 2.9 2.8 3.1 1.0 1.3
Permitted by Institution 66.2 70.4 67.6 72.5 56.1 51.8
Not Permitted by

Institution 31,3 26.7 29.6 24.4 42.9 46.9

of a contributory plan is retained, but at the same time each participant
is free to choose the tax treatment of a noncontributory plan if he wishes.

Under public retirement systems, the salary-or-annuity option may be
used for extra annuity contributions unrelated to the basic system bene-
fits, but not for regular employee contributions.'

Summary. The salary-or-annuity option is available for a dual
purpose: (a) to enable staff members to purchase additional annuity
benefits on a tax-deferred basis, no matter what kind of basic retirement
plan the institution has, and (b) if the institution's basic retirement plan
provides for nonforfeitable, nonassignable annuities, and meets other
requirements, to give participants the choice of making their regular
contributions on a tax-deferred basis.

PRIOR SERVICE AND SUPPLEMENTARY BENEFITS

As Table 2-1 indicates, very few junior colleges do not have a retire-
ment plan. Almost all of the public junior colleges report a retirement

0 Cf., Revenue Ruling 67-387, 1967-2, Cumulative Bulletin 153.

1
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plan; the coverage gap is among the private junior colleges. Here, about
a quarter of the colleges report no retirement plan for faculty and
administrators. In actual numbers this represents just under 50 colleges
employing about 850 full-time professional people.

A larger proportion of the private colleges report no retirement
plan for clerical-service employees, about 45 per cent. They employ 30
per cent of the clerical-service personnel in all responding private junior
colleges, representing about 1,750 people.

Although relatively few people are employed by junior colleges
without retirement plans, coverage is nonetheless important. It should
be made a matter of high priority both for the good of the institution
and for the e ,;nomic security of the employees.

In setting up a retirement plan, the coverage of future service is
usually the immediate objective. But attention also needs to be paid to
prior service benefits, that is, benefits for persons with substantial service
when the plan begins and whose remaining years to retirement are too
few to permit normal contributions for future service benefits to produce
a satisfactory retirement income. The cost of prior service benefits is
only transitional, but its presence has led some colleges to delay estab-
lishment of any retirement plan. They have not seen their way clear to
meeting the cost of both future and prior service benefits at the same time.
Yet the problem must be faced. The fact should not be overlooked that
the situation only gets worse by waiting and that something will have
to be done for long-service people in any event, such as keeping them
in service, paying a "salary" during retirement, or buying an immediate
annuity later on when they retire.

Determining Prior Service Benefits. If prior service benefits are to be
provided, the colleges should choose a uniform method of determining
the level. Otherwise the governing board is likely to run into difficult
problems requiring arbitrary decisions and perhaps leading to greater
liberality in some cases than in others just as deserving.

In determining such benefits, a defined benefit formula is frequently
used. Credited prior service is usually expressed as years of service
preceding the effective date of the new plan, less the waiting period,
if any, before participation in the new plan is required (such as service
before age 30). A 1 per cent prior service benefit, for instance, would
be expressed by the following formula:

Monthly prior , 1/1.2 annual salary on years of credited
service benefit

1 effective date of plan x prior service

If the college is installing a step-rate plan, an appropriate prior
service benefit can be calculated in two parts. For a 10-15 per cent
step-rate contribution pattern, for example, the prior service factor
might be 1 per cent of current salary within the Social Security earnings
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base on the effective date of the plan, and 11/2 per cent of current
salary above, times years of credited prior service.

Prior service benefits are perhaps most practically financed by spread-
ing the cost over a period of time, such as each individual's remaining
service period. With a normal age distribution of eligible persons, the
load can be fairly well distributed, although there may be a heavier
initial burden if there are many who must retire soon. Periodic premium
deferred annuity contracts may be used, or funds may be accumulated
in a special account for the purchase of immediate annuities on retire-
ment.

Retirement Age for Faculty

At what age should a college faculty member retire? As in other
human affairs, there is no formula that will deal equitably with all
persons concerned. Perhaps sometime we shall have reliable methods of
measuring the intangibles of mental elasticity and awareness, sensitivity
to the problems of young people and to the issues that engage them, and
the many other capacities beyond good physical health that make up
good teachers. But as yet we have no truly satisfactory tests in setting
criteria for retirement. The judgment of the individual himself about
his own abilities often differs from that of students, colleagues, or
supervisors. This is true at any age, but seems to be an especially
critical problem at the upper ages.

Everyone can think of exceptional men and women who have retained
striking physical and intellectual vigor well beyond conventional ages
for retirement. Yet their very status as exceptions perhaps supports
the generally held conclusion that the ravages of time begin to take
their toll of most people in their middle sixties, if not before.

NORMAL FACULTY RETIREMENT AGE

In most institutions of higher education, the conclusion as to a
proper age for faculty retirement seems to focus mainly on a five-year
period. This is the case in junior colleges. Four out of five junior colleges
report a normal retirement age of 65, 70, or somewhere in between
(Table 3-8). Normal retirement age is defined in this survey as "the
first age at which retirement would not be classified as 'early' and the
age beyond which further service, if permitted, is considered an 'extension
of service'."

Age 65 stands out as the predominant normal faculty retirement age.
As Table 3-8 indicates, just over two-thirds of the publicly supported
junior colleges report age 65 as normal, as do over three-fourths of the
private junior colleges. Normal faculty retirement ages of less than 65

1
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TABLE 3-8: STATED NORMAL FACULTY RETIREMENT AGE IN JUNIOR
COLLEGES, 1970

All
Institutions Public Private

Per Cent
lusts

Per Cent
EEs

Per Cent Per Cent
lusts EEs

Per Cent Per Cent
lusts EEs

N=
842

N=
58,427

N=
707

N =
53,585

N=
135

N=
4,842

Total 100.0 100.0 100.0 100.0 100.0 100.0

Under 60 1.2 1.3 1.4 1.4 -
60 4.0 7.1 4.8 7.7
62 1.7 2.5 2.0 2.7
63 .4 .4 .4 '.4 - -
65 69.0 67.0 67.6 65.4 77.8 86.2
67 1.1 .8 1.1 .8 .7 1.1

68 4.2 2.2 4.5 2.2 2.2 2.4
70 6.3 8.7 6.9 9.3 3.0 1.7

72 .1 .1 .1 .1 -
No Retirement Age Stated 12.0 9.9 11.2 10.0 16.3 8.6

are reported by just over 8 per cent of public junior colleges, but by
none of the private junior colleges.

A normal faculty retirement age higher than 65 is reported by 12
per cent of the public junior colleges and 6 per cent of the private
junior colleges. About 11 per cent of public junior colleges, and 16
per cent of private junior colleges, report that they do not have a
stated normal retirement age. Retirement at ages above 65 may be
numerous under these latter plans. None of the colleges, public or
private, reports a normal faculty retirement age of 61, 64, 66, or 69.

EXTENSIONS OF FACULTY SERVICE

The stated normal retirement age by no means tells the whole story
of age provisiol for faculty retirement. Some plans provide for exten-
sions of service beyond the stated normal faculty retirement age; others
fix retirement at the stated normal age. Figure 3-9 indicates the distri-
bution of fixed-age and flexible-age retirement provisions for faculty and
for other employee classes. Flexible-age plans greatly outnumber the
fixed-age plans. In public junior colleges, about eight out of ten colleges
provide for extensions of faculty service beyond the stated normal age;
in about one out of ten retirement is fixed at the normal age; and in
one out of ten there is no stated faculty retirement age. No private
junior colleges report a fixed faculty retirement age; extensions of service
are either permitted beyond a stated normal age (83 per cent of the
private colleges), or there is no stated retirement age (16 per cent).

Does the normal faculty retirement age differ according to whether
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PUBLIC
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Figure 3-9: FIXED-AGE AND FLEXIBLE-AGE RETIREMENT PLANS
(FACULTY, ADMINISTRATORS, AND CLERICAL-SERVICE EMPLOYEES)

IN JUNIOR COLLEGES, 1970

the plan has a fixed or flexible retirement age? As might be expected,
a somewhat higher proportion of the fixed-age plans report retirement
ages above 65 than do the flexible-age plans. The differences in the
normal retirement ages stated by fixed and flexible plans are shown
graphically in Figure 3-10.

In fixed-age plans, 54 per cent state normal faculty retirement at age
65, and 38 per cent state age 70 (all the fixed-age plans are public
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FIXEDAGE PLANS
65

NM PUBLIC: N=79 67-68

70

FLEXIBLEAGE PLANS

Under 60

PUBLIC: N=549
65

[--1 PRIVATE: N=112 '
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Per Cent of Institutions

Figure 3-10: DISTRIBUTION OF STATED NORMAL FACULTY RETIREMENT
AGES IN FIXED-AGE AND FLEXIBLE-AGE FACULTY RETIREMENT

PLANS IN JUNIOR COLLEGES, 1970 a
a Colleges that do not state a retirement age not included in percentages shown.
b Percentages include public plans reporting normal retirement age of 72.

institutions). In flexible-age plans, 79 per cent of the public colleges,
and 94 per cent of the private, state age 65 as the normal age. Eleven
per cent of the public institutions with flexible-age plans, but none of
the private, state a normal retirement age earlier than 65. A normal
age later than 65 is incorporated in about 10 per cent of public junior
colleges and 6 per cent of private junior colleges with flexible-age plans.
Plans stating no retirement age are not included in the percentages in
Figure 3-10.

End of Extensions. When extensions of faculty service are permitted,
as in most junior college retirement plans, the question arises as to what
limits shall be set on extensions. Although the merits of each individual
extension are, as a rule, given careful consideration, it is usually advan-
tageous to both the college and the older staff members to work within a
stated time span. A definite limit to permitted extensions seems desirable.

Figure 3-11 summarizes the decisions as to limits to faculty extensions
in the colleges stating 65 as their normal retirement age. (Limits used
by colleges with normal retirement ages other than 65 are shown in
Tables 1-12 and 1-13 in Appendix B.) Most of the publicly supported
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AGE LIMIT a

PUBLIC: N=434 4.1%
68r-i PRIVATE: N=105 4.8%

70

Over 70

No Stated
Limit

12.6%

32%

41.9%

36.4%

55.3%

( 50.3%
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Per Cent of Institutions

Figure 3-11: FLEXIBLE-AGE RETIREMENT PLANS STATING A NORMAL
FACULTY RETIREMENT AGE OF 65. AGE LIMIT ON EXTENSIONS

OF FACULTY SERVICE, JUNIOR COLLEGES, 1970
a Less than 1% of colleges state ages 66 or 67 as a limit.

junior colleges (approximately two-thirds) do set a limit to faculty
extensions, but about half of the private colleges do not. Where a limit
is set, public or private, age 70 predominates as the institution's selection.

Administering a Flexible-Age Plan. If realistically administered, ex-
tension arrangements can help a college take account of the different
rates at which faculty members age, and can afford the institution useful
elasticity in meeting the needs of its educational programs. A flexible
system can help a college adjust to changes in the supply of teachers,
to periods of increasing or decreasing student enrollment, or to changes
in curriculum offerings. Likewise, a flexible system can be advantageous
to individuals, offering them a range of choices and preferences unavail-
able in a fixed-age plan. However, flexibility requires considerable
decisiveness and tact as well as appropriate procedures to assure fair
treatment and the preservation of academic freedom.

Most junior colleges with faculty extension provisions report that the
extensions require specific administrative action and are not automatic.
Table 3-12 gives the data. Four out of five public junior colleges report
that specific administrative action is required in order for extensions of
faculty service to be made; nine out of ten private colleges, which make
proportionately greater use of extensions, also indicate that specific ad-
ministrative procedures must precede the granting of extensions.

Extension procedures frequently require a special vote of the board
of governors, trustees, or other employing authority. The president, a

1
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TABLE 3-12: FLEXIBLE-AGE RETIREMENT PLANS: REQUIREMENT OF
SPECIFIC ADMINISTRATIVE ACTION OR OTHER APPROVAL FOR

EXTENSIONS OF SERVICE, JUNIOR COLLEGES, 1970

All
Institutions Public Private

Per Cent Per Cent
Insts EEs

Per Cent
Insts

Per Cent
EEs

Per Cent
Insts

Per Cent
EEs

N= N= N= N= N= N=
Faculty 661 44,440 549 40,048 112 4,392

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response 3.3 2.9 3.6 2.7 1.8 5.0
Specific Action Required 80.4 76.1 78.4 74.5 90.2 90.2
No Specific Action

Required 16.3 21.0 18.0 22.8 8.0 4.8

N= N= N= N= N= N=
Administrators 634 9,398 529 7,866 105 1,532

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response 3.9 4.0 4.3 4.2 1.9 3.3
Specific Action Required 81.3 80.2 79.3 77.5 91.4 93.4
No Specific Action

Required 14.8 15.8 16.4 18.3 6.7 3.3

N= N= N= N= IV= N=
Clerical-Service 553 29,303 478 25,724 75 3,579

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response 4.5 4.5 4.8 4.2 2.7 6.8
Specific Action Required 77.1 72.0 76.0 70.3 84.0 83.9
No Specific Action

Required 18.4 23.5 19.2 25.5 13.3 9.3

faculty committee, or department head usually must recommend the
extension. A statement of the special procedures involved helps make it
clear to all that retirement is to occur on a certain date; that, if an
extension of service is to be made, the burden of proof of fitness to con-
tinue rests on the staff member; that, if service is continued, the decision
must be reviewed and approved, probably each year, at appropriate
decision-making levels at the college, and is far from automatic.

Retirement Age for Administrators

NORMAL RETIREMENT AGE FOR ADMINISTRATORS

The retirement age provisions of junior colleges for their administra-
tors do not differ significantly from those for the faculty. Among the
public institutions, just over two-thirds stye age 65 as their normal retire-
ment age for administrators, just as they do for faculty. Similarly, about
three-fourths of the private junior colleges state age 65 as their adminis-
trators' normal retirement age, as they do for faculty.

1L"
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A normal retirement age under 65 for administrators is reported by
10 per cent of public colleges, compared with the 8 per cent reporting
ages under 65 for faculty. None of the private junior colleges reports
for administrators a normal retirement age under 65.

A normal retirement age for administrators higher than 65, i.e., 67,
68, or 70, is reported by 11 per cent of public junior colleges and by just
over 5 per cent of private junior colleges. The absence of any stated
normal retirement age is reported by 12 per cent of the public institutions
and 20 per cent of the private institutions.

Table 3-13 outlines the distribution of normal retirement ages re-
ported by the junior colleges for administrators.

EXTENSIONS OF SERVICE OF ADMINISTRATORS

As for faculty, provisions for extensions of service of administrators
beyond the stated normal retirement age are reported by the majority of
junior colleges, public and private. A slightly higher proportion of
fixed-age plans is reported for administrators, although the difference,
compared with the faculty, is only about two percentage points for both
public and private junior colleges. Figure 3-9 summarizes the incidence
of fixed-age and flexible-age plans for faculty, administrators, and
clerical-service employees.

Among public junior colleges, about three-fourths of the institutions
indicate that service of administrators may be extended beyond the stated
normal retirement age. In most institutions this means extensions beyond
age 65. In the private junior colleges a somewhat higher proportion, 79
per cent, report flexible-age plans for administrators.

TABLE 3-13: STATED NORMAL RETIREMENT AGE FOR ADMINISTRATORS
IN JUNIOR COLLEGES, 1970

All
Institutions Public Private

Per Cent Per Cent
lusts EEs

Per Cent Per Cent
Insts EEs

Per Cent
Insts

Per Cent
EEs

N=
840

N=
12,790

N=
707

N=
10,996

N=
133

N=
1,794

Total 100.0 100.0 100.0 100.0 100.0 100.0
Under 60 1.2 2.0 1.4 2.3 - -
60 4.0 4.6 4.8 5.3 - -
62 1.7 2.8 2.0 3.2 - -
63 .4 .3 .4 .4 - -
65 69.6 66.3 68.7 63.5 75.1 82.8
67 .8 .8 .8 .8 .8 1.2
68 3.1 1.8 3.3 1.9 2.3 1.4
70 6.0 7.7 6.6 8.8 2.3 1.2
No Retirement Age Stated 13.2 13.7 12.0 13.8 19.5 13.4

1
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As noted, a slightly higher proportion of fixed-age plans are reported
for administrators than for faculty, although the fixed-age plans are in
the minority for administrators as well as for faculty. Thirteen per cent
of public junior colleges report fixed-age plans for administrators, and
1.5 per cent of the private junior colleges report a fixed retirement age
for administrators.

Figure 3-14 shows the distribution of the stated normal retirement
ages in flexible-age plans for administrators and compares these ages
with the stated retirement ages in the fixed-age plans. Age 70 appears
as a strong factor in the fixed-age plans, but plays a relatively small
role as a stated normal retirement age in flexible-age plans. Age 70
appears as a limit to extensions, however, in the flexible-age plans, as
shown for administrators in Figure 3-15. A retirement age of 65 for
administrators is stated in 63 per cent of the fixed-age plans and age 70
is stated in 30 per cent. A few plans state ages 67 or 68.

Among the flexible-age plans for administrators, as for faculty, age
65 predominates as the stated normal retirement age. Age 65 is reported

FIXEDAGE PLANS a
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Figure 3-14: DISTRIBUTION OF STATED NORMAL RETIREMENT AGES FOR

ADMINISTRATORS IN FIXED-AGE AND FLEXIBLE-AGE RETIREMENT
PLANS IN JUNIOR COLLEGES, 1970

a Two private junior colleges stated a fixed retirement age for administrators; not
shown in graph.
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by over 80 per cent of the public junior colleges permitting extensions,
and by over 90 per cent of the private colleges permitting extensions.

End of Extensions. Among flexible-age plans for administrators, 56

per cent of the public junior colleges using 65 as the normal retirement
age, and 42 per cent of the private junior colleges with 65 as the normal
retirement age, state age 70 as the point beyond which further extensions
are no longer made (Figure 3-15). Two per cent of public junior col-
leges and 4 per cent of private junior colleges state age 68 as the limit to
extensions. Less than 1 per cent state 66 or 67, and less than 2 per cent
ages over 70. Over a third of the public colleges and over half of the
private colleges with 65 as the normal retirement age state no specific
extension limit. Voluntary retirement at the normal ages, and adminis-
trative procedures and performance requirements, however, will affect
the actual incidence of extensions in each college. In the administration
of extensions for administrators, four-fifths of the public junior colleges
and nine-tenths of the private junior colleges report that specific adminis-
trative action or other approval is required (see Table 3-12).

Retirement Age for Clerical-Service Employees

For clerical-service employees, the proportion of the public junior
colleges reporting fixed-age retirement plans is about 20 per cent, signifi-
cantly higher than the 11 per cent and 13 per cent of public junior
colleges reporting a fixed retirement age for faculty and administrators,
respectively. Despite this somewhat larger proportion of fixed-age plans

1111 PUBLIC: N=426

1::=1 PRIVATE: N=98
68

70

No Stated
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Figure 3-15: FLEXIBLE -AGE RETIREMENT PLANS STATING A NORMAL
RETIREMENT AGE OF 65 FOR ADMINISTRATORS. AGE LIMIT ON

EXTENSIONS OF SERVICE OF ADMINISTRATORS, JUNIOR COLLEGES,
1970

Note: Less than 1% of colleges state age 66 or 67 as their limit to extensions.
Less than 2% of colleges state ages over 70 as their limit to extensions.
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for clerical-service employees in public junior colleges, the majority of the
public institutions, nearly 70 per cent, report flexible-age retirement
arrangements for their clerical-service staff, just as they do for faculty
and administrators.

Among the private junior colleges, over three-quarters report a flexible-
age plan for their clerical-service employees, about 3 per cent report a
fixed-age plan, and just over 20 per cent do not state a retirement age
for the clerical-service groups.

NORMAL CLERICAL-SERVICE RETIREMENT AGE

Table 3-16 shows the normal retirement ages reported by the junior
colleges for clerical-service employees. Among the public junior colleges,
a slightly smaller proportion report age 65 than they do for their faculty,
64 per cent versus nearly 68 per cent for faculty; a somewhat larger
proportion of the public junior colleges state age 70 as the normal retire-
ment age for their clerical-service employees, 13 per cent, compared with
the 7 per cent stating age 70 for faculty.

Among the private junior colleges, about three-quarters report a nor-
mal retirement age of 65 for clerical-service employees, a proportion
which differs only slightly from the reported normal age for faculty.

A normal retirement age under 65 for clerical-service employees is
reported by about 10 per cent of the public junior colleges. No private
junior colleges report an under-65 retirement age for clerical - service
employees.

Normal clerical-service retirement ages of above 65-67, 68, or 70-
are reported by 15 per cent of public junior colleges and by 3 per cent

TABLE 3-16: STATED NORMAL RETIREMENT AGE FOR CLERICAL-
SERVICE EMPLOYEES IN JUNIOR COLLEGES, 1970

All
Institutions Public Private

Per Cent Per Cent
Insts EEs

Per Cent
Insts

Per Cent
EEs

Per Cent
Insts

Per Cent
EEs

N= N= N= N= N= N=
787 40,583 689 36,441 98 4,142

Total 100.0 100.0 100.0 100.0 100.0 100.0
Under 60 2.2 2.7 2.5 3.0 - -
60 4.4 9.4 5.1 10.5 - -
62 1.1 1.7 1.3 1.9 - -
63 .4 .6 .4 .6 - -
65 65.6 57.1 64.1 53.9 75.6 85.6
67 .9 1.3 .9 1.1 1.0 2.4
68 1.1 .6 1.0 .6 2.0 1.2
70 11.8 17.8 13.4 19.8 1.0 .4
No Retirement Age Stated 12.5 8.8 11.3 8.6 20.5 10.4
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of private junior colleges. Among the public junior colleges there is a
higher concentration of normal retirement at age 70 for clerical-service
employees (13.4 per cent) than for faculty (6.9 per cent).

The absence of any stated normal retirement age is reported by 11
per cent of public junior colleges and 20 per cent of private junior
colleges.

EXTENSIONS OF SERVICE OF CLERICAL-SERVICE EMPLOYEES

The majority of junior colleges, public and private, report provisions
for extensions of the service of their clerical-service employees beyond
the stated normal retirement age: about 70 per cent of public junior
colleges and 76 per cent of private junior colleges. Figure 3-9, which
compares flexible-age and fixed-age provisions for all three major em-
ployee groups, gives the distribution. As noted, more colleges report
fixed-age plans for clerical-service employees than for other employee
classes.

Among the flexible-age provisions, the normal retirement ages pro-
vided for clerical-service employees are shown in Figure 3-17, and the
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Figure 3-17: DISTRIBUTION OF STATED NORMAL RETIREMENT AGES FOR
CLERICALSERVICE EMPLOYEES IN FIXED-AGE AND FLEXIBLE-AGE

RETIREMENT PLANS IN JUNIOR COLLEGES, 1970
a Three private junior colleges stated a fixed retirement age for clerical-service em-

ployees; not shown in graph.
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retirement ages stated by colleges reporting fixed-age provisions for
clerical-service employees are also shown.

Among the public junior colleges providing flexible-age plans for
clerical-service employees, nearly 4 per cent state a normal retirement
age of under 60, 10 per cent state a normal age of from 60 to 63, and
about 80 per cent state 65. Normal ages higher than 65 in flexible-age
plans are reported by relatively few public institutions; just over 1 per
cent report ages 67 or 68, and just under 6 per cent report age 70.

In the private junior colleges with flexible-age plans for clerical-service
employees, only ages 65 and above are reported as the normal retire-
ment age, with age 65 predominating (96 per cent).

Among the fixed-age plans in public junior colleges, a normal retire-
ment age of 65 for clerical-service employees is stated by 46 per cent,
ages 67 or 68 by 5 per cent, and age 70 by 49 per cent. The three
private junior colleges stating a fixed retirement age for clerical-service
(two at 65, one at 68) amount to less than one-tenth of a per cent and
are not included in Figure 3-17.

End of Extensions. Among the flexible-age public junior colleges
stating 65 as their normal retirement age for clerical-service employees,
well over half (58 per cent) state age 70 as the limiting age. Very few
(2 per cent) state an age under 70, and just over a third (35 per cent)
do not state a specific age limit.

Among the flexible-age private junior colleges with a normal retire-
ment age of 65 for clerical-service employees, over a half do not state an
age limit (55 per cent), just over a third (37 per cent) state age 70, and
just under 6 per cent specify age 68.

In the administration of extensions for clerical-service employees, spe-
cific administrative action is required for extensions to be made in 76
per cent of the public junior colleges and 84 per cent of private junior
colleges. In the balance of these colleges, extensions, if desired by the
individual, appear to be more or less automatic until a limiting age, if
stated, is reached. Table 3-12 details the colleges' reports on whether
specific administrative action is required if extensions are to be made.

Normal Retirement Ages in Public Retirement Systems

The sections of this chapter just preceding describe the normal age
of retirement, provisions for extensions of service, if any, limits to exten-
sions of service, or the fixed retirement age, reported by each responding
junior college. Since the majority of junior colleges are publicly sup-
ported, many of them participate in one or more public retirement sys-
tems, which themselves state normal retirement ages. As indicated in
Chapter 2, a choice of different retirement systems is available to junior
college employees in some institutions, including selection among public
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plans or nonpublic alternates. Consequently, a college's own policies
and practices regarding a regular retirement age or extensions of service
may differ in one or more respects from the statement of normal retire-
ment age of a public pension system in which its employees participate.

The statement of a public retirement system as to its normal retire-
ment age, sometimes with accompanying service requirements, is gen-
erally intended to designate the point under a defined benefit plan at
which the participant becomes eligible to receive the system's stated
formula benefit without actuarial reduction. In addition, a public retire-
ment system may state age and service requirements for other purposes,
including "early retirement" and disability retirement. Some plans state
no system-wide compulsory retirement age, others do. Some state no
compulsory retirement age but place a limit on the number of years of
service that may be used in the benefit formula calculation. Thus, the
statements of normal retirement age of a public retirement system do not
necessarily represent the age at which participants are expected by em-
ployers to retire. For example, the full formula benefit (no actuarial
reduction for age) is available under six systems when the participant

TABLE 3-18: PUBLIC RETIREMENT SYSTEMS COVERING JUNIOR
COLLEGES, 1970. AGE (AND SERVICE) REQUIREMENTS FOR EARLIEST

ACTUARIALLY UNREDUCED FORMULA RETIREMENT BENEFIT,
DEFINED BENEFIT SYSTEMS

Age 65 32
No service requirement 21
Plus 4 years of service 1

Plus 5 years of service 5
Plus 10 years of service 5

Age 62 8
No service requirement 3
Plus 5 years of service 3
Plus 10 years of service 2

Age 60 28
No service requirement 13
Plus 5 years of service 5
Plus 8 years of service 1

Plus 10 years of service 6
Plus 15 years of service 1

Plus 20 years of service 2

Age 55 6
No service requirement 1

Plus 5 years of service 1

Plus 20 years of service 2
Plus 25 years of service 2

Defined Contribution Systems 3

Total Systems 77

a Where alternative requirements are stated, the provision incorporating the shortest
service period is shown.
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has attained age 60 and completed five years of service; however, this
does not mean that age 60 plus five or more years of service is regarded
as the normal retirement age by the participant's employing institution.

Table 3-18 summarizes the age requirements (and service, if any)
for an actuarially unreduced benefit under the public retirement systems
using the defined benefit approach in determining part or all of a retire-
ment benefit. The table includes requirements under plans in which the
defined benefit approach is an alternative to a defined contribution
approach.

APPENDIX B TABLES RELATED TO CHAPTER 3:

Table
1-5 Employer-Employee Contribution Toward Cost of Retirement Plan
1-6 Extra Annuity Contributions by Salary Reduction for Tax-Deferred Annuity
1-7 Normal Retirement Age
1-8 Distribution of Stated Normal Retirement Ages Under Plans Providing for

Extensions of Service Beyond Stated Normal Retirement Age
1-9 Distribution of Stated Retirement Ages Under Plans Not Permitting Exten-

sions of Service Beyond Stated Normal Retirement Age
1-10 Fixed-Age and Flexible-Age Retirement Provisions
1-11 Flexible-Age Plans: Age Beyond Which Extensions of Service Are No

Longer Permitted (Normal Retirement Age of 65)
1-12 Age Beyond Which Extensions of Service Are No Longer Permitted (Nor-

mal Retirement Age 66-69)
1-13 Age Beyond Which Extensions of Service Are No Longer Permitted (Nor-

mal Retirement Age of 70 or Higher)
1-14 Flexible-Age Retirement Plans: Requirement of Specific Administrative

Action or Other Approval for Extensions of Service
1-15 Vesting of Retirement Plan Benefits (Best Available Vesting if More Than

One Plan in Effect)
1-16 Distribution of Service Requirements for Vesting Based on Years of Service,

Best Available Plan
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Since its establishment by Act of Congress in 1935, the federal Social
Security program has grown from a plan providing retirement income
and small lump sum death benefits fo: employees in business and indus-
try to one covering nearly every employed American and providing re-
tirement income, survivor benefits, disability income, and health insur-
ance. With tax collections, premium payments, and government
contributions of about 46 billion dollars a year going into the federal
Old-Age, Survivors, Disability, and Health Insurance (OASDHI) pro-
gram, and yearly benefit payments of some 41 billion dollars going to
individuals, the program greatly influences the economic, social, and
political life of the country.'

The Social Security program represents a broad federal, state, and
local attack on financial insecurity. Thirteen major programs are pro-
vided for under the present Social Security Act. Two are operated by
the federal government alone: (1) Old-Age, Survivors, and Disability
Insurance, and (2) Health Insurance for the Aged (Medicare). Other
programs are operated by the states with the aid of federal contributions;
they include unemployment insurance, public assistance and welfare
services, children's services, and medical assistance programs (Medicaid).

1 U.S. Congress, House, 1970 Annual Reports of Board of Trustees, Trust Funds, 9Ist
Congress, 2nd Session, 1970, House Doc. Nos. 295, 296 and 297. Data are for fiscal
year 1971 (June 1970 through June 1971).
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Other chanters in this study bring out the pertinence of the federal
program in influencing the design of a college's own benefit plans. This
chapter offers a brief discussion of the history of Social Security cov..r-
age for the colleges, the philosophy on which the program is based, and
a general description of its present operation prior to amendments ex-
pected in late 1970.

COLLEGES NOT INITIALLY INCLUDED

Employees of state and local governmental units, including staff mem-
bers of publicly supported colleges and universities, were not originally
included in the Social Security program, nor were employees of private
nonprofit colleges Paid universities. When Social Security legislation was
being considered in the mid-1930's, opposition to the inclusion of private
nonprofit educational institutions was based on questions regarding taxa-
tion of nonprofit institutions, separation of church and state (in the case
of church-related institutions), the continuation of existing retirement
plans in the colleges, and the cost of the federal program. In the case of
the coverage of state and local 'government employees, the principal
questions centered around the constitutionality of a tax on public em-
ployers and employees and on fears that existing public employee and
state teacher retirement systems might be weakened or discontinued if
employees were brought under Social Security.

During the decade of the 1940's most of the opposition to inclusion of
college employees in Social Security subsided. The program became
more widely recognized as a desirable supplement to existing retirement
prospects, often inadequate, and to needs for income for survivors.
Efforts to attract nonacademic employees under the conditions of full
employment of World War II and the postwar period led colleges to
recognize the importance of being able to offer prospective employees
a continuity of their Social Security coverage.

SOCIAL SECURITY AMENDMENTS OF 1950 AND 1954

The Social Security Act Amendments of 1950 extended participation
in the Social Security program to employees of private nonprofit educa-
tional institutions and to public employees not covered by a retirement
system. The coverage was elective. Employees of a private nonprofit
institution became covered if (1) the employer filed a certificate request-
ing coverage and (2) two-thirds or more of the employees signed up for
coverage. If both requirements were met, all employees hired in the
future became covered automatically.

Employees of state or local governments could become covered under
the 1950 amendments through voluntary federal-state agreements if
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they were not in positions included under existing retirement systems
established by states or political subdivisions. This limitation of the
coverage to persons not under a state or local retirement system recog-
nized the fear of many representatives of employees of governments,
including public school-teacher groups, that the federal program might
be used to replace or weaken the existing public retirement plans.
Ironically, the limitation meant that the only way in which public em-
ployees covered by an existing retirement plan could obtain Social
Security coverage was by abolishing their existing public system; in a
few instances this was done.

The 1954 amendments removed the limitation on eligibility for Social
Security coverage for state and local employees. Coverage for employees
covered by a state or local retirement system could be obtained from
1955 on through a voluntary federal-state agreement if the state re-
quested coverage and if a majority of the members of the existing retire-
ment system voted in favor of becoming covered. At the discretion of
the state, each educational institution could be designated as having a
separate retirement system.

Within the next few years most public employee groups in most states,
including employ :es of publicly supported colleges, became covered- by
Social Security. At present, states in which substantial numbers of
employees of public institutions of higher education are not included in
Social Security are Colorado, Illinois, Louisiana, Maine, Massachusetts,
Nevada, and Ohio.

The addition of Medicare to Social Security in the 1965 Amendments
opened once more the question of whether it is practicable for a public
employee or state teacher retirement system whose members are not also
covered by Social Security to try ) match each new feature of the
continually broadening national system of Social Security coverage.
Although some states whose employees are without Social Security cover-
age have attempted to approximate the survivor and disability benefits
of the Social Security system, none has wholly succeeded. Some have
not been able to eliminate long waiting periods for benefit eligibility.
Some have not been able to finance an adequate level of benefits. Nor
have they been able to finance periodic increases in their retirement,
survivor, and disability payments, as the Congress has for Social Security
beneficiaries.

A related prrt tam faces these states as employers in recruiting per-
sonnel: the reduction in ultimate benefits and possible loss of eligibility
(or failure to attain eligibility) faced by persons who have been covered
under Social Security if their work history is to include periods of employ-
ment for states outside the Social Security system. Since Medicare was
introduced, the State of Florida has passed legislation to join the federal

18
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program and similar legislation has been proposed in several other
states.

A UNIVERSAL PROGRAM

By 1960 Social Security in the United States had become virtually
a universal program, covering employees of business and industry, farm
and domestic workers, self-employed persons, part-time workers, mem-
bers of the armed forces, and employees of most states and their political
subdivisions. Among the few specific exclusions are federal employees
covered by the U. S. Civil Service Retirement System, and the president
and vice president of the United States and members of Congress.

The Social Security tax has now grown to be the largest source of
federal receipts after the income tax. In the mid-forties, collections from
the Social Security tax accounted for less than 3 per cent of total federal
tax collections. In the late sixties, Social Security taxes amounted to
about 17 per cent of federal taxes. As a percentage of the gross national
product, the Social Security tax collections have also rim., from about
0.6 per cent in the mid-forties to about 3 per cent at present. Over the
same quarter-century the Social Security tax collections as a percentage
of personal income rose from 0.8 per cent to just over 3 per cent; as a
percentage of the total wages and salaries of covered employees, the
collections rose from 1.7 per cent to over 5 per cent.' These collections
have become increasingly significant as a part of the tctal economy, with
consequences relating to fiscal policy, resource allocation, and economic
growth.

OBJECTIVES AND PRINCIPLES OF SOCIAL SECURITY

Social Security is essentially a national system for collecting a part
of each wage earner's income as taxes and redistributing it as benefits to
widows and dependent children and to former wage earners who have
become disabled or have reached retirement age and have retired.

As an income transfer system, the collections from today's working
participants are used to pay today's beneficiaries. Essentially, one gen-
eration pays benefits to another, with only a relatively small reserve fund
in between. Thus, the system is not one in which each contributor's
input is reserved and invested for the future use of the contributor him-
self. Instead, the working participant establishes an entitlement to Social
Security benefits for himself and/or for his family, payable in the future
at future benefit levels from funds "contributed" by the then working
generation. As long as the worker remains "covered" for Social Security

2 Tax Foundation, Economic Aspects of the So :ial Security Tax, (New York: Tax
Foundation, 1966), p. 18.
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benefits and the program itself remains a part of our society, his turn (or
his survivor's) will come to take a place on the receiving side of this
income transfer system.

As a national program with broad social purposes, Social Security
cannot be directly compared with individual or institutional retirement
and insurance plans. Social Security is primarily a system of "social
equity," quite distinct in its financing and treatment of people from the
individual equity of insurance and annuities in the private sector, where
a given amount of premium normally purchases a specified right to a
certain amount of retirement, death, disability, or health benefits. To
some degree, Social Security benefits are related to the earnings on which
taxes were paid on behalf of an individual, but the emphasis is on income
redistribution and on the individual's presumed needs, appropriate cri-
teria for a national program.

JUNIOR COLLEGE PARTICIPATION

Table 4-1 shows the extent of participation in the federal Social Secur-
ity program among the two-year colleges. Colleges in the "some covered"
group are those at which new employees are brought under Social

TABLE 4-1: SOCIAL SECURITY COVERAGE IN JUNIOR COLLEGES, 1970

All
Institutions Public Private

Per Cent Per Cent Per Cent Per Cent Per Cent Per Cent
hats EEs Insts EEs I nsts EEs

N= N= N= N= N= N=
Faculty 893 59,383 712 53,948 181 5,435

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response 1.0 .9 .6 1.0 2.8 .3
All Employees Covered 67.8 56.1 62.9 52.3 86.7 93.3
Some Employees Covered 8.7 12.3 8.7 13.0 8.8 5.8
No Employees Covered 22.5 30.7 27.8 33.7 1.7 .6

N= N= N= N= N= N=
Administrators 893 13,103 712 11,061 181 2,042

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response .9 .5 .4 .5 2.8 .4
All Employees Covered 68.6 66.9 63.9 62.1 86.7 92.8
Some Employees Covered 8.7 11.1 8.6 12.0 9.4 6.3
No Employees Covered 21.8 21.5 27.1 25.4 1.1 .5

Clerical-Service N= N= N= N= N= N=
Employees 893 42,886 712 36,993 181 5,893

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response .6 .2 .3 .2 1.7 .4
All Employees Covered 77.6 68.2 73.6 63.4 93.3 97.7
Some Employees Covered 7.8 19.9 9.0 22.9 3.3 1.6
No Employees Covered 14.0 11.7 17.1 13.5 1.7 .3
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Security but at which one or more groups of longer-service employees
elected not to participate in Social Security when the coverag- started at
the institution.

Virtually all of the privately supported junior colleges participate in
Social Security, and the federal program applies about equally to all
employee classes.

For the publicly supported two-year institutions, the coverage pattern
is somewhat different. Although a mr.jority of all classes of employees
faculty, administrators, and clerical-service employeesare covered by
the federal program, the proportion of clerical-service employees covered
is significantly higher than for faculty and administrators. For faculty,
about 70 per cent of the public colleges report Social Security coverage;
this group of colleges employs just about two-thirds of faculty of the
public two-year colleges. The proportions are approximately the same
for administrators. Eighty-two per cent of public two-year colleges,
however, cover clerical-service employees under Social Security, and
they employ just over 85 per cent of clerical-service employees in all
public two-year colleges responding to the survey.

Colleges whose employees do not participate in federal Social Security
face the problem of compensating, at least in part, for the absence of
the federal program. Compensatory attempts are normally made through
public employee or state teacher retirement systems, since it is mainly
the public colleges in whiei groups of employees are outside of Social
Security. The benefits to be augmented are: retirement, survivor, dis-
ability, and, since 1965, health insurance for persons aged 65 and ovr.

For retirement, most of the public retirement systems whose partici-
pants are not covered by Social Security incorporate a formula benefit
for retirement that is somewhat higher than the formulas of at least some
of the public plans whose participants are also under Social Security.
The retirement benefit in the nine principal public retirement systems
(seven states) whose participants are not covered by Social Security is
about 2 per cent of final average salary for each year of membership,
compared with the L25 to 1.75 percentages more frequently used by
systems whose participants are also covered under the federal program.
However, it should be rioted that many systems accompanied by Social
Security also use a 2 per cent formula factor.

The survivor benefit provisions under the public retirement plans
which include benefits designed to overcome the absence of Social Secur-
ity do not, as a rule, come up to the level of the maximum benefits
provided for under Social Security, and one of the systems provides no
survivor benefits other than the return of the employee's contributions
to the system. Other systems provide benefits for widows with dependent
children, but not for the children. Generally speaking, the state systems
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have not moved to increase survivor benefits when Social Security bene-
fits have been increased by the Congress.

Perhaps the least satisfactory substitute arrangements have been the
provisions for long-term total disability. Service requirements of 5, 10,
or 15 years leave substantial portions of employees outside the scope of
the coverage. In contrast, under Social Security, work under covered
employment for as short a period as a year and a half (i.e., disabled at
age 24 or younger) can bring entitlement to maximum disability bene-
fits. An employee who leaves a state t acher or public employee retire-
ment system, whether or not his retirement benefits have vested, loses his
entitlement to the survivor and disability benefits of the system. Social
Security, on the other hand, offers a valuable continuity of survivor
and disability coverage.

The addition to Social Security in 1965 of hospital insurance for the
aged posed a new problem for employees outside the federal program;
most of the public retirement systems have not attempted to match this
benefit. Employees under these systems currently have to depend on
having become fully insured for Social Security benefits under other
employment in order to be eligible for Social Security Hospital Insurance
(Part A). One state retirement system pays part of the premium for a
"Medicare equivalent" program (insurance company) for employees
who have had 20 years or more of service; this provision does not apply
to local school district employees. Another system pays part of the
premium for a Blue Cross-Blue Shield health insurance program for
retired employees aged 65 and over who are not eligible for Medicare.
Part A.

SOCIAL SECURITY AS A BASIC BENEFIT

The combination of the basic Social Security program and private
pension systems or state employee and state teacher retirement systems
constitutes an effective joint partnership of federal action on the one
hand, and combined employer-employee action on the other, in providing
retirement security. Social Security operates largely as a basic income
redistribution system through direct government action. In addition, the
many strong retirement systems that operate concurrently as employer-
employee plans supply a large part of job-connected financial security
on an independent basis.

In this joint effort, a crucial question, of course, has to do with the
proper sphere and scope of each sector. It is generally agreed that the
Social Security program should provide a basic level of wage-connected
benefits for as many persons as possible. Over the years it has been pro-
gressively extended to segments of the work force. But what should con-
stitute a "basic" level of retirement, survivor, disability, and health

;
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insurance benefits? Some believe that the government program should
provide no more than a minimum subsistence level of income sufficient
to bring beneficiaries without other income somewhat above a poverty
line; employer benefit plans meeting acceptable standards of vesting and
funding, and individual savings, would provide the rest. Others regard
a minimum income goal as insufficient and believe that Social Security
should be the source of a modest but reasonably comfortable standard
of living. Still others would have Social Security do the whole job of
providing retirement, disability, and survivor incomes, and perhaps
medical care as well.

By and large, decisions about the extent of Social Security benefits
have been made politically and pragmatically, taking into some account
the cost of increasing benefits above earlier levels, the cost of added bene-
fits, rates of increasing living costs and per capita personal income, and
current judgments of what constitutes an acceptable level of basic bene-
fits. While there were no Social Security tax or benefit increases during
the 1940's, thereafter Congress voted increases in both in 1950, 1954,
1958, 1965, and 1967, and a benefit increase without a tax increase in
1952 and 1969.

A comparison of Social Security benefits with the retirement systems
described in Chapters 2 and 3 of this study may help to indicate the
current area of balance between the federal social program for basic
benefits for virtually all employed persons and their families, and the
diverse and often innovative plans provided through the joint efforts of
public and private educational employers and their employees and ex-
tending well beyond the limits of the Social Security base.

SOCIAL EQUITY IN OPERATION

In its benefit structure the Social Security program focuses primarily
on the needs of lower-paid employees by limiting taxes and benefits to
an "earnings base," currently the first $7,800 of annual earnings under
covered employment.' The taxes and benefits are of proportionately
greater significance to lower-paid than higher-paid employees. The Social
Security tax rate is applied uniformly to the full earnings base, but
benefits, although related to the average monthly wage base on which
taxes have been paid, are weighted in favor of those who earn less than
the full earnings base. The benefit formula provides approximately 82
per cent of the first $110 of average monthly wage, 30 per cent of the
next $290, 28 per cent of the next $150, and 33 per cent of the next
$100.

3 Among recent proposals to increase the earnings base was H.R. 17550, introduced in
1970, which would increase the base to $9,000.

1:?,
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Social Security is a family program; benefits focus not only on the
worker's retirement and disability needs, but alto on the needs of de-
pendents and survivors. The family beneficiaries are designated by law,
not by the employee as under an insurance or annuity contract, and bene-
fit allocation is weighted heavily in favor of persons with dependents. The
same tax payments that entitle a retired single person to the "primary"
retirement benefit entitle a married person to the same "primary" benefit
plus a wife's benefit if he is retired, or to survivor benefits worth many
thousands of dollars for his widow and children if he dies premature,y.

The pattern of benefits payable under the Social Security program is
based on a philosophy of "presumptive need." The law defines the de-
pendents for whom a need is presumed, and defines the limits to which
such needs will be covered. Nondisabled widows with no children under
age 18 are not presumed to be dependent until they reach age 60. For
an employee who stops working at an age younger than 62, no Social
Security retirement benefit is payable before that age, since the program
presumes "old age" and lessened ability to work, and is not a contractual
program in the strict individual equity connotation. At any age before
72 the "work test" enforces the philosophy of presumptive need by pro-
viding for decreases in benefits when covered persons or their dependents
engage in "substantial" employment.

FINANCING

Except for the supplementary medical insurance (SMI) portion of
Medicare, the OASDHI program is supported by taxes paid by employees
and employers and by self-employed persons, plus interest earnings on
the Social Security trust funds. A wide spectrum of people and organiza-
tionslabor unions, management, economists, sociologists, government
officials, and politicianshas always strongly supported the joint-
contributory feature of Social Security. Contributions (taxes) are col-
lected by the Internal Revenue Service under the Federal Insurance
Contributions Act and are paid into the United States Treasury as
revenue collections. The amounts collected are appropriated to the Fed-
eral Old-Age and Survivors Insurance Trust Fund, Federal Disability
Insurance Trust Fund, and the Federal Hospital Insurance Trust Fund.
The Federal Supplementary Medical Insurance Trust Fund receives the
payments of premiums and matching general-revenue payments under
the supplementary medical insurance program.

The reserve accumulations for Social Security retirement and survivor
benefits are not at all comparable, either in function or in their ratios
to accrued benefit obligations, to the reserve funds required for fully
funded benefit plans. The Social Security trust funds constitute only a
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contingency reserve toward future benefit payments, rather than a tradi-
tional insurance reserve; the program is largely a "pay-as-you-go" system.

The gradually increasing payroll tax rate built into Social Security
is designed to cover estimated future "pay-as-you-go" costs of the old-
age, survivors, and disability benefits, and of the hospital insurance
portion of Medicare. Increases in benefits have usually been accom-
panied by increases in the scheduled tax rates and earnings base.

Social Security Taxes and Benefits

EARNINGS BASE

The Social Security earnings base is the amount of covered employee
earnings subject to the Social Security tax. Annual earnings in excess
of the base are not subject to the tax. Originally $3,000, the earnings
base has been increased several times en route to its current level of
$7,800, as shown in Table 4-2.

TAXES

Social Security taxes are levied on the earnings base at the same
rate for the employer and the employee. The tax rate, as well as the
earnings ba-e, has increased along with rising benefit levels and broad-
ened be" _it coverage. The combined employer and employee rates
from the beginning of the program are shown in Table 4-3.

ELIGIBILITY FOR BENEFITS

Eligibility for Social Security benefits depends on the covered em-
ployee's insured status, which is determined by the number of calendar
quarters of coverage he has under the program. For some benefits the
individual must have a fully insured status, for some only a currently
insured status is required, and for others either fully or currently insured
status is required. In addition, there is a disability insured status.

To be fully insured a person must have at least one quarter of coverage
for each calendar year (4 quarters) elapsing after 1950, or if later, after

TABLE 4-2: SOCIAL SECURITY EARNINGS BASE

1937 -1950a $3,000
1951 -1954 3,600
1955-1958 4,200
1959-1965 4,800
1966-1967 6,600
1968 7,800

a Tax collections began in 1937. The first monthly benefit payments under the Social
Security program began in 1940.



FEDERAL SOCIAL SECURITY 113

TABLE 4-3: SOCIAL SECURITY COMBINED EMPLOYER-EMPLOYEE
TA... RATE

1937-1949 2%
1950-1953 3%
1954-1956 4%
1957-1958 4.5% a
1959 5% a
1960-1961 6% a
1962 6.25% a
1963-1965 7.25% a
1966 8.4% b
1967 8.8% c
1968 8.8% 1
1969-1970 9.6% d
1971 10.4 %d

a Includes 0.5% for Disability Insurance.
b Includes 0.7% for Disability Insurance and 0.7% for Hospital Insurance.
C Includes 0.7% for Disability Insura Ice and 1.0% for Hospital Insurance.
d Includes 0.95% for Disability Insurance and 1.2% for Hospital Insurance.

the year in which he attained age 21. A person who has 40 quarters of
coverage is fully insured for life. To be currently insured a person must
have at least 6 quarters of coverage during the full 13-quarter period
ending with the calendar quarter in which he died, most recently became
entitled to disability benefits, or became entitled to retirement benefits.

For retirement benefits for a worker or for widow's benefits, fully
insured status is required of the worker. For survivor benefits for a
widow with a child under 18 in her care, and for children under 18, or
18 through 21 if full-time students, either fully or currently insured status
is required. For disability benefits, fully insured status and 20 quarters
of coverage out of the last 40, or for those disabled before age 31, but
after age 23, one-half of the quarters elapsing after the worker attained
age 21, are required, but not less than 6. If a worker is disabled in a
quarter before attaining age 24, 6 quarters of coverage in the 12
calendar-quarter period immediately preceding disability are required.

It is important to note that insured status (except for a fully insured
status based on 40 quarters of coverage) can be lost due to periods of
no work, or to periods of work for an employer not participating in
Social Security. Such periods can also reduce ultimate Social Security
benefits, even for persons who maintain the insured status that entitles
them to benefits.

AVERAGE MONTHLY EARNINGS

The amount of Social Security benefits for an employee and his de-
pendents depends on the employee's average monthly earnings in covered
employment. This amount under the usual form'ila is the total taxable
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earnings (for Social Security purposes) in covered employment after
1950 (or after attainment of age 21, if later) divided by the total number
of months elapsing after 1950 (or after the quarter of the twenty-first
birthday, if later) and before the cpIrter in which the employee reaches
retirement age (65 for men, 62 for women) or dies. In calculating the
average, in almost all cases, five of the years of lowest or no earnings
are dropped out. Earnings after age 62 for women or 65 for men can
be counted if they increase the benefit (by substitution for prior years of
low earnings).

OLD AGE AND SURVIVOR BENEFITS

The primary insurance amount is the base used for determining all
benefits payable on the basis of a worker's earnings record. The primary
insurance amount is the amount based on the worker's average monthly
earnings that would be payable to a retired worker who begins to receive
benefits at age 65 or later. The wife's benefit is one-half of her husband's
primary insurance amount if claimed at age 65 or later; the widow's
benefit, if claimed at age 62 or later, 821/2 per cent, and so on. Tables
provided by the Social Security Administration relate average monthly
earnings to the corresponding primary insurance amount. Table 4-4
illustrates typical benefit amounts that result from selected figures for
the average monthly wage.

DISABILITY BENEFITS

Disability income provisions were introduced into the Social Security
program in 1956. At first, the benefits for total and permanent disability
were payable only between the ages of 50 and 65. In 1960 the minimum
age limit was removed; benefits are now payable to eligible persons of
any age up to 65. At the outset, the definition of disability required that
the disability be expected to result in death or to continue for a long and
indefinite period. The definition was slightly liberalizcti in 1965 so that

TABLE 4-4: EXAMPLES OF MONTHLY INCOME UNDER SOCIAL SECURITY

Old-Age Benefits n Survivor Benefits n

Widow
Average Primary husband and Maximum Age
Monthly insurance Wife Both 65 Mother and Family 62 or

Wage Amount or Over I Child Benefit Over
$400 $177 $265 $265 $322 $146

500 204 306 306 375 168
600 235 352 352 415 194
650 25, 376 376 434 207

n 1970 benefits rounded to nearest dollar.
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benefits are now payable for medically determinable physical or mental
impairments "which can be expected to result in death or which can be
expected to last for a continuous period of not less than twelve months."
A worker who meets the definition of disability and the required insured
status must complete a six months' waiting period before benefits begin.

Five types of disability protection are included in the disability provi-
sions of the Social Security program:

(1) Monthly benefits for a disabled worker and his family. The
disabled worker's Social Security benefit is the amount payable if he
were age 65 and had applied for retirement benefits. The dependents
of a disabled worker entitled to benefits are; a wife age 62 or older, a
wife caring for a child or children under age 18, a child or children
under age 18, or between 18 and 22 if students. Benefits for dependents
are the same as if the disabled worker had retired at age 65 at the
time of disability.

(2) Establishment of a "disability freeze" for a disabled worker,
which protects him against loss or reduction of disability or retirement
benefits, or benefits for survivors, by providing that the period of dis-
ability will not be counted against him in any future determinations of
his insured status or the amount of benefits payable.

(3) Monthly benefits for a disabled widow or widower who has
attained age 50 and who meets the other requirements for a widow's
or widower's benefits.

(4) Monthly benefits for a disabled son or daughter age 18 or over of
a worker entitled to a disabled worker's benefits or to retirement
benefits, or of an insured worker who died. Thk. benefits are referred
to as childhood disability benefits because the son or daughter must
have become disabled before reaching age 18.

(5) The provision at no cost to the disabled individual of vocational
rehabilitation services in those cases where it appears likely that sav-
ings will result to the program from such rehabilitation.

Under an "offset" provision, a reduction in disability income benefits
is made when the employee's combined monthly Social Security oene-
fits and any Workmen's Compensation benefits he is entitled to exceed
80 per cent of his average monthly earnings prior to the onset of dis-
ability.

As an incentive to rehabilitation, the disability program provides for
continuation of benefits for a trial employment period of up to nine
months, plus an additional three months applicable to any recovery case.

U.S. Department of Health, Education, and Welfare, Social Security Handbook
(1969), p. 98.

1
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Medicare

The Social Security Amendments of 1965 established Medicare, which
incorporates two health insurance programs for persons aged 65 and
over, effective July I , I966. Part A of Medicare provides hospital
insurance protection (HI) and Part B provides supplementary medical
insurance protection (SMI).

PART AHOSPITAL INSURANCE

Part A of Medicare covers the cost of hospital and related care and is
financed by the payment of part of the Social Security tax into the Hospi-
tal Insurance Trust Fund.

An individual entitled to monthly Social Security benefits is auto-
matically entitled to hospital insurance protection beginning with the
9rst day of the month he reaches age 65.' A health insurance identifica-
tion card is issued by the Social Security Administration to each indivi-
dual entitled to hospital insurance protection.

The covered services of Part A in a hospital or extended care facility
(a skilled nursing home or special part of a hospital) include the cost of
room and meals (including special diets) in semiprivate accommoda-
tions, regular nursing services, and use of operating rooms. They also
include the cost of drugs, supplies, appliances, and equipment which are
furnished for use in the facility and which are ordinarily furnished to
inpatients of the hospital or extended care facility in which treatment is
received.

The payment of the benefits is geared to a benefit period, which is
simply a period of time for measuring us,; of the hospital insurance bene-
fits." A benefit period is the period of consecutive days during which
sere ices furnished to a patient, up to certain specified maximum amounts,
can be paid for by the hospital insurance plan. For example, a patient
is eligible for 90 days of hospital care in a benefit period and 100 days
of care in an extended care facility during the same benefit period. A
patient may be eligible for as much as 60 additional days of hospital care
in a benefit period if he draws on his lifetime reserve.

A benefit period begins on the first day on which an individual is
furnished inpatient hospital or extended care services, and ends with the

A special transitional feature provides the hospital insurance protection to persons not
entitled to monthly benefits who attained age 65 before 1968 or who have attained age 65
after 1967 and have not less than three quarters of coverage, whenever acquired, for
each calendar year elapsing after 1966 and before the year in which age 65 was attained.

6 "Spell of illness" is the term used in the Social Security Act, but the Social Security
Administration generally uses "benefit period" in its explanatory material, noting that
spell of illness could connote that it has something to do with a single illness or a particu-
lar "spell" of sickness. Social Security Handbook (1969), p. 352.

1
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close of the first period of 60 consecutive days thereafter on each of
which he was neither an inpatient of any hospital nor an inpatient of any
extended care facility.

Part A hospital insurance pays all or part of the cost of covered
services for the following three types of care: (1) Up to 90 days of
inpatient hospital care during each benefit period, with a "lifetime
reserve" of 60 benefit days which can be drawn on when the 90 days in
a benefit period have been exhausted. (2) Up to 100 days of extended
care services for each benefit period after discharge from a hospital. (3)
Up to 100 home health service visits (e.g., visits by nurses, physical
therapists, or certain health workers, but not doctors) after the beginning
of one benefit period and before the beginning of another.

Payments for inpatient hospital services are subject to a deductible
amount imposed only once during each benefit period, and a daily co-
insurance amount for the 61st through the 90th day of inpatient care and
for each day of the lifetime reserve that it used. The deductible amount
($52 in 1970) is changed each year to reflect changes in hospital costs.
The daily coinsurance amounts for the 6] st through the 99th day and for
the lifetime reserve are set by law at one-fourth and one-half, respectively,
of the inpatient hospital deductible, or currently $13 and $26 per day.
Payments for extended care facility services for the 21st through the
100th day are subject to daily coinsurance of one-eighth of the inpatient
hospital deductible, currently $6.50 per day.

PART B-SUPPLEMENTARY MEDICAL INSURANCE

The supplementary medical insurance plan (Part B) augments the
protection provided by the hospital insurance plan by covering a sub-
stantial part of the cost of physicians' services, including surgery, and a
number of other health items and services not covered under Part A. It
is a voluntary plan available to anyone who is age 65 or older. The
medical insurance plan is financed through premiums paid by each
person who enrolls and through equal matching contributions from the
general revenues of the federal government. The amount of the premium
($5.30 per month in July 1970 through June 1971) is adjusted once
each year to take into account changes in the costs of the plan.

To enroll, an individual must file a written request with the Social
Security Administration during an enrollment period open to him. His
initial enrollment period brackets the month in which he attains age 65
by the three preceding and the three following months, a seven-month
period. If he fails to enroll during his initial enrollment period, he may
enroll in the general enrollment period each year from January 1 through
March 31. An individual who does not enroll within three years of the

J
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close of his initial enrollment period becomes ineligible for the medical
insurance plan.

The medical insurance plan pays 80 per cent of the reasonable charges
for all covered services except for a deductible of the first $50 of such
expenses in each calendar year. In computing the $50 deductible in any
calendar year, the patient may include (carry over) the amount of any
expenses he incurred in the last three months of the preceding year
which were applied to the $50 deductible for that year. The carry-over
provision makes it possible to avoid requiring persons with expenses
toward a deductible at the end of one year to meet the full deductible
again early in the next year.

Part B pays benefits for the following covered services:
1. Physicians' services.
2. Up to 100 home health visits each year by nurses, physical thera-

pists, and other health workers from a qualified home health agency,
in addition to the visits provided for under Part A.

3. Medical and health services prescribed by a doctor.
4. Drugs administered by a doctor as part of his professional services

and which cannot be self-administr red.
5. Laboratory, x-ray, and other radiology services.
6. Certain services furnished by a hospital or extended care facility

for which Part A hospital insurance does not pay.
7. Outpatient physical therapy services.
8. Hospital outpatient services, including diagnosis and treatment.

APPENDIX B TABLE RELATED TO CHAPTER 4:

Table
1-2 Social Security Coverage
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The proportion of junior colleges reporting a group life insurance plan
doubled in the last ten years. In 1960, 30 per cent of the junior colleges,
employing about 40 per cent of junior college teachers, reported a Life
insurance plan for faculty and administrators.' In 1970, 70 per cent of
a much larger number of junior colleges, employing nearly 80 per cent
of faculty and administrators in these institutions, report a group life
insurance plan.

For clerical and service employees in 1970, two-thirds of the junior
colleges report a group life insurance plan; these institutions employ
about three-quarterc of junior college clerical-service personnel.

Table 5-1 summarizes the extent of group life insurance plans re-
ported by type of responding institution. The percentage of private junior
colleges reporting group life plans (57.5 per cent for faculty and admin-
istrators, 50.8 per cent for clerical-service employees) is much lower
than that of public junior colleges (73.5 per cent for faculty and admin-
istrators, 70.5 fo clerical-service) .2

1 King, "Insured Staff Benefit Plans in the Junior Colleges," Junior College Journal,
September 1960, p. 9. This 1960 study covered only faculty and administrators.

2 Of the 189 public two-year colleges reporting thai they do not have a group life
insurance plan, 77 per cent report participation in public retirement systems which pro-
vide survivor benefits under stated conditions in lieu of a return of the employee's con-
tributions.
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TABLE 5-I: GROUP LIFE INSURANCE PLANS IN JUNIOR COLLEGES, 1970.
PLANS REPORTED

All
Institutions Public Private

Per Cent Per Cent
Insts EEs

Per Cent
Insts

Per Cent
EEs

Per Cent
huts

Per Cent
EEs

Faculty
N-=
893

N=
59,383

N=
712

N=
53,948

N=
181

N=
5,435

Total 100.0 100.0 100.0 100.0 100.0 100.0
Group Life Insurance

Plan in Effect 70.2 78.3 73.5 78.8 57.5 73.9
No Group Life

Insurance Plan 29.8 21.7 26.5 21.2 42.5 26.1

N= N= N= N= N= N=
Administrators 893 13,103 712 11,061 181 2,042

Total 10.0 100.0 100.0 100.0 100.0 100.0
Group Life Insurance

Plan in Effect 70.2 76.7 73.5 77.5 57.5 72.4
No Group Life

Insurance Plan 29.8 23.3 26.5 22.5 42.5 27.6

Clerical-Service N= N= N= N= N= N=
Employees 893 42,886 712 36,993 181 5,893

Totai 100.0 100.0 100.0 100.0 100.0 100.0
Group Life Insurance

Plan in Effect 66.5 74.3 70.5 75.5 50.8 66.9
No Group Life

Insurance Plan 33.5 25.7 29.5 24.5 49.2 33.1

WHY GROUP LIFE INSURANCE?

Group life insurance is an important and low-cost adjunct to individual
life insurance protection; group life accounts for over a third of the total
life insurance in force in the United States.' While many employees of
an educational institution will have individual life insurance protection,
others may not. An employer-sponsored plan makes it possible to pro-
vide every employee with at least a basic amount of life insurance protec-
tion. For employees who have no individual insurance, it can provide
encouragement to obtain individual coverage. For those who have
already purchased individual life insurance, a group life plan can provide
a low cost method of rounding out the family protection they feel they
need.' The average amount of individual life insurance coverage per
insured family in 1969 was approximately $10,500.'

"Life Insurance Fact Book, Institute of Life Insurance, 1970, p. 20.
4 A 1967 survey of insurance coverage among a group of newly hired faculty members

at the University of Iowa indicated that the faculty group did provide more adequately
for their insurance needs than any similar group on which data are available, out that
approximately one-half of the group was inadequately insured ac. 3rding to "needs"
criteria supplied earlier by the survey respondents themselves. Richar. E. Johnson, "The
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Group insurance is low in cost. Even if the employer does not share
the cost of a plan, more insurance can be purchased per employee dollar
on a group than on an individual basis. Furthermore, group insurance
normally does not require evidence of insurability, a feature of consider-
able help to staff members who, because of their health. cannot obtain
individual insurance at a standard rate, or cannt obtain it at all.

From the college's standpoint, a group life plan can help meet increas-
ingly keen competition for faculty and staff. In many employment areas,
to offer a group life plan is simply to meet the competition. In addition,
many employers like to be assured that some life insurance is available
to protect the families of all employees. Without a group life plan, a
school board or college administration, which must operate within strict
budget limits, may not have sufficient funds or flexibility to help survivors
at times when it is pressed to do so and when help is badly needed.
Furthermore, the provision of an attractive group life plan, like other
types of employee benefit plans, helps a college become known as a good
place to work.

A SURVIVOR BENET.71T

Group life insurance proceeds are usually for the benefit of dependent
survivors such as wife and children. The benefits help replace lost in-
come, at least for a tirri,!. But life insurance does not work alone in
protecting survivors. Two other employee benefit plans that play a part
are: (1) the survivor benefits of the Social Security program, and (2)
the death or survivor benefits of the college's retirement plan. A life
insurance plan that has been designed with these other benefits in mind
stands the best chance of providing a good pattern of benefits at reason-
able cost.

Social Security. The survivor benefits under the Social Security pro-
gram consist of a regular monthly income for a widow, regardless of
her age, when she has a child or children under age 18 in her care, and
regular monthly income for children under age 18, or age 18 through 21
if they are students. In addition, the survivor benefits provide an income
for a widow age 60 or over. Family benefits under Social Security have
a potential value that is far higher than is generally realized. Table 5-2
illustrates the magnitude of survivor benefits fug young families by show-
ing the cumulative totals of such benefits when payable over 5-, 10-, and
15-year periods. The totals reach into the tens of thousands of dollars.
(See Chapter 4 for discussion of the extent of participation of junior
colleges in the Social Security program.)

College Professor and the Adequacy of His Insurance Coverages," The Journal of Risk
and Insurance, March 1970, Vol. XXXVII, No. 1, pp. 105-114.

5 Life Insurance Fact Book, institute of Life. Insurance, 1970, pp. 22, 24.
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TABLE 5-2: SOCIAL SECURITY INCOME BENEFITS FOR SURVIT'ORS
Illustration of Monthly Income Amounts and Cumulative Totals

Worker's
Average
Monthly
Earnings

Survivors'
Monthly Income

(Mother and
I Child) a

Cumulative Totcl if Payable for

. 5 Years 10 Years 15 Years

$400 $265 $15,900 $31,800 $47,700
500 306 18,360 36,720 55,080
600 352 21,120 42,240 63,360
650 376 22,560 45,120 67,680

Worker's Survivors'
Average Monthly Income Cumulative Total if Payable for
Monthly (Ma.vimum Family

5 Years 10 Years 15 YearsEarnings Beneqt)a
$400 :1 2 $19,320 $38,640 $57,960

500 ,75 22,500 45,300 67,500
600 415 24,900 49,800 74,700
650 434 26,040 52,030 78,120

1970 benefits rounded to nearest dollar.

Public Retirement Plans. The 77 public retirement systems covering
junior college personnel vary greatly as to types of survivor benefits and
benefit amounts. Eight of the systems provide only for the payment to
survivors of the deceased employee's contributions with their interest
earnings; one system returns the employee contributions without interest.

Thirty-six of the 77 systems provide for the return of the employee's
contributions with interest plus payment of an additional lump sum
benefit usually related to salary, service, or both. In a few systems the
lump sum benefit a stated dollar amount. Table 5-3 summarizes the
payment of lump sum death benefits in the public retirement systems in
which junior colleges participate.

Fifty-six of the 77 public systems provide for specific income benefits
(nonservice-connected death) for survivors having a stated relationship
to the employee, usually widows with children in their care, children, or
widows after a specified age. All of these 56 systems, and 6 other sys-
tems, provide survivor income benefits for service-connected death.
Under these systems, the survivor benefits are normally paid in lieu of
any lump sum benefits or return of employee contributions. Equivalent
benefits are not provided on behalf of employees who die without leaving
the classes of survivors named by the retirement systems. Eligibility for
survivor income benefits is usually based on employee service and age
requirements, sometimes so restrictive that they seriously limit benefit
eligibility. Table 5-4 shows these requirements.

Almost all public retirement systems have eliminated the "death
gamble," a risk that in the past frequently affected the dependent spouse
of an employee nearing retirement. Under the death gamble, the sur-
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TABLE 5-3: PUBLIC RETIREWNT SYSTEMS COVERING JUNIOR
COLLEGES, 1970. PRERETIREMENT DEATH BENEFITLUMP SUM

BENEFIT IN ADDITION 7'0 RETURN OF EMPLOYEE CONTRIBUTIONS

Same Amount for All Employees 3
$400 1

$500
$1,000 1

Amount Based on Length of Service 4
$100 pee year of service 1

$400 per year of service 1

$500 plus $100 per year of service$1,000 maximum 1

$1,000 plus $100 per year of service $3,000 maximum 1

Amount Based on Salary 16
VI X annual salary 1

1/2 X annual salary 11

I X annual salary 3

11/2 x annual salary 1

Amount Based on Salary and Length of Service 6
1712 of annual salary per year of service

Amount Based on Contributions 7
Equal to employee contributions 2
Equal to total employer contributions with interest 4
Equal to a portion of employer contributions 1

None 41

Total Systems 77

TABLE 5-4: PUBLIC RETIREMENT SYSTEMS COVERING JUNIOR COLLEGES,
1970. SERVICE AND AGE REQUIREMENTS FOR ELIGIBILITY FOR INCOME

BENEFITS FOR SURVIVORS OF PARTICIPANTS WHO DIE BEFORE
RETIRING

(Nonservice-Connected Death)

Servfce:
1 year
11/2 years
2 years
3 years
5 years

2
7
2
1

5

32

10 years 3

15 years 6
20 years 1

25 years 4
30 years 1

Age: 2
Age 60

Age and Service: 5
Age 50 with service of:

15 years 1

25 years 1

Age 55 with service of ;
15 years 3

Age or Service: 1

Age SO or service of 30 years
Requirement Equivalent to Eligibility
for Retirement: 13
No Age or Service Requirements: 3
None (Except Retirement Income Option) 21

Total Systems 77
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TABLE 5-5: ILLUSTRATIVE DEATH BENEFITS UNDER TIAA-CREF
RETIREMENT PLANS

Entry Age: 30 If the Contrilmtion Paw 6s a Pere, ztage of Salary is a

Step-Rate
Attained Age 10 Per Cent 10-15 Per Cent b 15 Per Cent

40 $12,298 $ 13,586 $ 18,447
50 40,064 47,317 60,096
60 97,891 121,161 146,837

a Assumes that all premiums are paid to TIAA, none to CREF, at TIAA 1970 rates for
deferred annuities with nonguaranteed dividends on the 1970 scale applied throughout.
Starting annual salary of $8,000 increasing at 5 :-,er cent per year.

b Contribution of 10 per cent on first $7,800 of salary and 15 per cent on remaining
salary.

viving spouse of an employee not yet retired, but eligible to retire or
near retirement age, was not entitled to a lifetime survivor income if the
employee died before he retired, but was entitled to it (under an income
option) if the employee died after he retired.

TIAA-CREF Death Benefit. In all TIAA-CREF retirement plans,
the full annuity accumulation is payable as a survivor benefit if the staff
member dies before beginning to receive his annuit:'. Such death benefits
are small at first, but they build up to substantial amounts over the years
of plan participation. For a widow whose husband dies shortly before
retirement, such an accumulation should provide an adequate lifetime
income. Table 5-5 illustrates the TIAA-CREF death benefits at ages
40, 50, and 60 under various contribution rates, assuming a starting
salary of $8,000 a year at age 30, increasing at 5 per cent a year. Tables
5-2 through 5-5 indicate the range of Social Security and retirement
system survivor benefits that may be taken into account in designing a
group life insurance plan.

LIFE INSURANCE BENEFIT OBJECTIVE

A group life insurance benefit cannot be expected fully to replace
regular family income. A modest plan can provide needed funds during
a difficult transition period. A more substantial plan can, along with
other survivor benefits, help make sure that a family has an adequate
level of financial support during the period when children are growing up.

The recommendation of the Statement of Principles of the American
Association of University Professors and the Association of American
Colleges states the following suggested role for a life insurance program:

The program should include: Life insurance providing a benefit
considered sufficient to sustain the standard of living of the staff mem-

6 AAUP Bulletin, September 1969, p. 387.
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bees family or at least one year following his death. Where additional
protection is contemplated, the special financial needs of families of
younger faculty .nembers should receive particular consideration.

Basic Readjustment vieneflt. A flat insurance amount or an insurance
amount directly keyeu to salary is frequently used to provide a basic
readjustment benefit. A flat amount provides the same insurance for
everyone, or for all covered persons in a stated employee classification.
In a salary-related plan, each employee's insurance amount. may be speci-
fied as a multiple of salary (IX salary or 11/2 X salary, for example), or
insurance may be assigned according to salary brackets. Other methods
of assigning a basic insurance amount include determining the amount
by rank or by job classification. The commonly used methods of assign-
ing basic insurance amounts are described in this chapter.

Additional Protection. A college insurance program that provides
more than a basic insurance amount may reasonably provide larger bene-
fits for the younger staff members. Typically, the insurance needs of
younger staff members are high because they are the ones with young
children. Their salaries are at the lower levels. Their accumulated
death benefits under the retirement plan have yet to build up to substan-
tial amounts. Under some retirement plans it may be many years before
they are eligible for family survivor benefits. The lower cost it life
insurance for younger staff members aids the institution desiring to apply
its available funds economically at the point where there is the greatest
need. For example, an appropriate program might incorporate insurance
of three or four times salary at the younger ages, decreasing by age to
more modest amounts, such as one times salary, for persons over age 50.

If the life insurance program has properly taken family needs into
account, its benefits plus the basic Social Security survivor benefits, any
death or survivor benefits from the retirement plan, and individual
insurance proceeds, can be of enormous help in relieving pressure for the
widow to work while the children are young and require her care. When
the survivors have only the Social Security benefits to live the widow
may have to take a job. If she does, the Social Security "work test" may
reduce her Social Security benefits.

TYPES OF LIFE INSURANCE PLANS

Three general types of life insurance coverage are available for groups
of employees: group term, collective, and group permanent. Group
accidental death and dismemberment insurance is a subsidiary feature
that is often added to a group life plan at extra cost.

Group Term Insurance. The form of insurance used most frequently
in group life plans Is one-year renewable term insurance. The group
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contract is issued to the employer (or to an employee association); each
insured employee receives a certificate summarizing his coverage.

The group contract sets forth all the provisions of the plan, including
the full schedule of benefits, the classes of employees to be covered, and
the effective date of insurance.

Group life insurance incorporates a "conversion privilege" that may
be exercised by the employee if he terminates employment. Under this
provision the terminating employee may convert his group term insurance
to an individual policy without evidence of insurability.

Because insurers normally require that a person convert to a per-
manent form of individual life insurance with premium rates based on
age at the time of conversion, the new premium cost to the individual will
be substantially higher than under the former group plan. For this
reason the conversion privilege is seldom used except by persons with
impaired health; only about 11/4 per cent of terminating employees exer-
cise the conversion right.' A physical examination is required on con-
version if the disability waiver of premium provision is desired.

Collective Life Insurance. Collective insurance provides decreasing
term insurance which automatically concentrates a greater amount of
protection at the younger ages. Each covered staff member receives an
individual life insurance policy defining his coverage. The same admin-
istrative economies are provided as under group term insurance, but
unlike group term, the premium for each participant's insurance remains
the same from year to year. The protection provided is the amount of
one-year term insurance the premium will purchase for the participant
at his age. The insurance is issued in units; one unit of protection is the
amount that can be purchased at each age by a premium of $1 per
month. Dividends as declared are applied as additional insurance pro-
tection. If the employee leaves the institution, he may continue his
individual policy in force on his own, including the disability waiver of
premium provision, at the same premium.

Group Permanent Insurance. Group paid-up life insurance and level
oremium group permanent life insurance plans have been adopted by
only a few colleges.

Under a group paid-up plan the employee's contributions are applied
each month to purchase increments of paid-up, as distinguished from
term, insurance. The employer's contributions are applied to purchase
term insurance; employer contributions are not used for the paid-up
insurance coverage because they would then be taxable to the employee
as income. As the paid-up insurance accumulates from successive em-
ployee contributions, the term insurance purchased by employer con-
tributions decreases by corresponding amounts. The amount of each

Eilers and Crowe (eds.), Group Insurance Handbook, p. 110.
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purchased segment of paid-up insurance depends on the size of the
employee's contribution and his age. The paid-up insurance is retained
by the employee on termination of employment, or he may surrender it
for its cash value. On the term portion, he has the standard conversion
privilege.

Level premium group permanent life insurance also provides for
paid-up insurance, but with separate certificates, as a rule, for the original
amount of permanent insurance and for any subsequent increases. It is
frequently used to provide supplemental life insurance for pension plans
of business and industrial organizations.

Several characteristics of group paid-up or permanent insurance ac-
count for its infrequent use for group coverage. For a given expenditure,
much higher levels of protection can be obtained with group term insur-
ance or collective insurance. The paid-up insurance has a high cash
value component; compared with term insurance it is more of a savings
plan. Many regard this as an expensive way to save since the employee
can do as much on his own. Furthermore, administration is more com-
plex under paid-up or permanent plans because much individual record-
keeping is required, and it is sometimes difficult to give the covered
employees a clear understanding of the plan.

Group Accidental Death and Dismemberment Insurance. Accidental
death and dismemberment insurance (AD&D) pays specified indemnity
amounts if the individual dies as the result of an accident, or if he sustains
the accidental loss of certain parts of the body. When provided, AD&D
is usually written in conjunction with group term life insurance. The
"principal amount" of AD&D insurance is normally equal to the indi-
vidual's group term benefit and is paid for loss of life or the loss of both
hands, both feet, sight of both eyes, one hand and one foot, one hand
and the sight of one eye, or one foot and the sight of one eye. Half of
the principal amount is paid for the loss of one hand, one foot, or the
sight of one eye. Loss of hand or foot means complete severance through
or above the wrist or ankle joint; loss of eye means the irrecoverable loss
of its sight. Not more than the principal amount is paid for all losses
sustained by an employee in any one accident. Most insurers do not
pay AD&D benefits for death caused by suicide or intentionally self-
inflicted injury, war or acts of war, disease or bodily or mental infirmity,
ptomaine or bacterial infections (except for infection of accidental cuts
or wounds), or participation in the committing of a felony. AD&D
sometimes goes by other names; one insurer calls it personal accident
insurance.

Seventy per cent of the junior colleges report that accidental death
and dismemberment provisions are included in their life insurance plans.
Although a majority practice, college administrators and staff members

I'1
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sometimes question the appropriateness of providing insurance benefits
that are paid in connection with accidental death or dismemberments,
but that are not paid for death from other causes. On the other hand,
the considerable amount of faculty and staff travel called for by many
college activities leads some to feel that AD&D, within its benefit limits,
can serve as low cost travel accident insurance. According to insurance
company and census figures, only about 6 per cent of deaths are caused
by accidents each year.'

GROUP UNDERWRITING

Some of the common underwriting standards for group life insurance
are written into state insurance laws; others are set forth by the insurer.
The principal requirements for group life insurance, which also apply
to group health and disability insurance, are:

(1) A cohesive group, usually with a minimum of ten people. The
group must be based on a strong and continuing common relationship
other than the desire for insurance, normally the employer-employee
relationship. New entrants should continually be entering the group as
others leave.

(2) A central administrative unit for enrollment, recordkeeping, and
for collection of participants' contributions when the employees share
in the cost of the plan, normally by payroll deduction.

(3) Precision in the definition of the employees eligible and of the
amounts of insurance provided. Eligibility should be based on factors
pertaining to employment. There should be no doubt about which em-
ployee categories are eligible for the plan, and when.

(4) A high percentage of enrollment of the eligible group in order
to assure a reasonable distribution between healthy and impaired lives.
When the employer pays the entire cost of the insurance (noncontribu-
tory), all members of the eligible classes are automatically insured.
When the employees share in the cost, an initial enrollment of at least
75 per cent of the eligible employees is normally required.

(5) Benefits for each participant that are reasonable in relation to
the benefits provided other participants.

PREMIUMS AND EXPERIENCE RATING

In determining the total monthly premium for an insured group, the
amount of insurance in force at the respective ages of all insured em-
ployees (nearest birthday) is first multiplied by the premium per $1,000

s U.S. Bureau of the Census, Statistical Abstract of the United States: 1967, p. 59.
(Includes all age groups.) Life Insurance Fact Book, Institute of Life Insurance, 1969,
p. 90. (Includes all ordinary life insurance policyholders.)
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of insurance for each age, and the results are totaled. This total is
commonly adjusted to reflect the proportionately smaller administrative
expense for larger plans. It is then divided by one-thousandth of the
total insurance in force to obtain the average monthly premium rate per
$1,000 of insurance for the group as a whole. The college's total monthly
premium is then determined by applying the average premium rate for
the plan to the total amount of insurance in force that month. The insur-
ance in force may vary each month according to additions and termina-
tions of employees under the plan, and according to any changes in the
amounts for which individual participants are insured. The average
monthly premium rate per $1,000 is recalculated once a year, usually
on the anniversary date of the plan.

After a plan has gone into operation, its claim experience may influ-
ence the level of rates. Whether or not it does will depend on several
factors such as the size of the group, the volume of insurance in force,
and the practices of the insurer. In general, the experience of relatively
small groups (this varies, but may involve groups with up to a few
hundred employees), is pooled with the experience of groups of similar
size and, under some methods, with part of the experience of larger
groups.

Pooling among many groups is the basic insurance or risk-sharing
function. Premium rates can be maintained at a fairly constant level for
all institutions to the extent they participate in the pool, despite periods
of high claim experience for some groups in the pool. For example, the
yearly premium might be $700 for a group of ten participants in which
each member is insured for $10,000. The death of just one staff member
resulting in a $10,000 bene5t expenditurewould thus equal about
fifteen years of premium payments. One employer alone could not afford
to assume so great a risk; without pooling, there could be no risk sharing
to make insurance possible at reasonable cost.

Large institutions having many hundreds or even thousands of em-
ployees tend to have a more predictable and level number of deaths in
their group over the years and are thus often "self-rated" or "experience-
rated." The net cost (premiums less dividends) of a self-rated plan is
based on the experience of the plan, although, depending on the practice
of the insurer, a portion of even a large group's claim experience may
be pooled with other groups' experience.

Insurers are willing to provide self-rating for groups that are suffi-
ciently large to produce a reasonably predictable level of claims. The
relative weight assigned to a group's own experience and to the pool
differs among insurers. If there are few claims, self-rating is advan-
tageous to a large institution, since dividends or retroactive rate adjust-

4,1;
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ments reflect this experience, reducing the cost of the plan. Many claims
produce the opposite effect 'n a self-rated plan.

When a group is large enough to have its plan self-rated to some extent,
insurers competing to underwrite the plan are usually compared on the
basis of "retention" illustrations. The retention is the insurer's charge
for the plan beyond the payment of plan benefits, and it includes admin-
istrative expenses, contingency reserves, commissions, taxes, and, for
commercial insurance companies, a margin for profit. The balance of
gross premium is applied to pay claims, establish claim reserves, and
provide dividends or premium refunds.

OTHER CONTRACT PROVISIONS

Waiver of Premium Benefit. To continue insurance for employees who
become disabled, a waiver of premium provision is usually incorporated
in the master contract. Under a typical waiver benefit, a participant who
becomes "totally and permanently" disabled for a period of more than
six months before age 60 has his life insurance coverage continued under
the group policy without further premium payments during such dis-
ability. The charge for the benefit is included in the group life premium
rate.

Disability Pay-Out. A group life insurance contract may provide that,
in the event of a total and permanent disability before age 60 that has
continued for six months, the death benefit of the policy may be paid
out to the insured as monthly income, usually over a five-year period.
This provision is added at an extra charge of about eight cents per month
per $1,000 of insurance. A side effect of the provision is readily ap-
parent: the benefit pay-out reduces the amount of life insurance at a time
when the breadwinner has become uninsurable and needs insurance pro-
tection as never before. And since the benefit can continue only for a
limited time, it does not make a satisfactory long-term disability income.

Settlement Options. The beneficiary of a group insurance policy may
choose to take group insurance proceeds as a lump sum or as monthly
income under several different options. The options usually include (1)
a life annuity with income ceasing at death; (2) a life annuity for the
original payee with income continuing to a second payee for the balance
of a stated period if death occurs within that period (usually the first ten
or twenty years); (3) an income of a specified monthly amount, as
celected, for as long as proceeds plus interest permit; (4) an income for
a fixed period of years, usually from one to thirty as selected; or (5) a
monthly income consisting of interest earned on the proceeds, with the
principal remaining intact to be paid at a later date.

1
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LIFE INSURANCE PLAN DECISIONS

The decisions to be made in adopting or reviewing a life insurance
plan include the following

(1) Classes of employees to be covered.
(2) Waiting period, if any, before new employees are brought into

the plan.
(3) Amounts of insurance to be provided.
(4) The employer and employee roles in paying the cost.
(5) Whether an amount of group life insurance should be continued

after an employee retires.

Classes of Employees Covered. Regardless of a staff member's job
or length of service, his death is bound to cause financial difficulties for
his family. Even single persons without dependents should have some
insurance. It is therefore appropriate to include all permanent, full-time
employees of the institution in the life insurance plan.

Eligibility rules must normally be based on conditions pertaining
to employment, such as employee job classification or salary. In instances
where group insurance is provided through an employee association,
eligibility is based on association membership.

In assigning insurance amounts to eligible employees, there is sufficient
flexibility within which to recognize various broad categories of need.
This is done by assigning insurance amounts by age, marital status, job
category, rank, salary level, or combinations of these factors.

Each employee's eligibility for the plan will be covered in the defini-
tion of eligibility of the group insurance policy. The college should use
its own specific personnel terminology.

When the employer pays the entire premium all eligible staff members
automatically participate. If the employee pays a part or all of the
premium, participation in the plan may be required by the employer as
a condition of employment, but is usually not and the plan remains
voluntary. Medical evidence of insurability is required by insurers for
individuals who elect coverage more than 31 days after they become
eligible.

Most of the junior colleges reporting a life insurance plan for em-
ployee groups make all employee categories eligible for participation.
Only about 5 per cent of the colleges reporting a life insurance plan for
faculty and administrators do not also report a plan for clerical-service
employees (Table 5-1).

Waiting Periods. Early plan coverage is advantageous both to the
employee and the institution. Survivors' needs are .not greatly changed
by the length of time the head of the family has served his employer.

Table 5-6 summarizes the waiting periods reported for group life
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TABLE 5-6: GROUP LIFE INSURANCE PLANS IN JUNIOR COLLEGES, 1970.
WAITING PERIOD BEFORE EMPLOYEE IS ELIGIBLE TO PARTICIPATE

All
Institutions Public Private

Per Cent Per Cent
hats EEs

Per Cent
hats

Per Cent
EEs

Per Cent Per Cent
huts EEs

N= N= N= N= N=. N=
Faculty 627 46,512 523 42,494 104 4,018

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response 1.1 .6 1.0 .5 1.9 1.2
No Waiting Period 62.6 67.1 66.0 69.6 46.2 41.4
One Month or Less 16.3 14.6 14.5 13.2 25.0 29.9
Until the First Day of the

Month Following One Full
Month of Employment 8.0 9.1 8.6 9.5 4.8 4.6

A Stated Number of
Months 10.4 7.7 8.6 6.4 19.2 21.2

Other 1.6 .9 1.3 .8 2.9 1.7

N= N= N= N= N= N=
Administrators 627 10,046 523 8,567 104 1,479

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response 1.1 .6 1.0 .5 1.9 1.0
No Waiting Period 62.4 64.4 65.8 69.0 45.2 38.9
One Month or Less 16.4 18.2 14.7 16.1 25.0 30.3
Until the First Day of the

Month Following One Full
Month of Employment 8.0 6.3 8.6 6.6 4.8 4.3

A Stated Number of
Months 10.5 9.2 8.6 6.8 20.2 22.9

Other 1.6 1.3 1.3 1.0 2.9 2.6

Clerical-Service N= N= N= N= N= N=
Employees 594 31,868 502 27,924 92 3,944

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response 1.3 .7 1.4 .6 1.1 .8
No Waiting Period 57.6 59.8 61.9 64.8 33.7 24.7
One Month or Less 17.2 14.4 15.5 12.5 26.1 28.2
Until the First Day of the

Month Following One Full
Month of Employment 8.8 12.0 9.6 13.0 4.3 4.6

A Stated Number of
Months 13.6 12.5 10.2 8.6 32.6 40.1

Other 1.5 .6 1.4 .5 2.2 1.6

insurance plans in the junior colleges. Just over 62 per cent of the plans
covering faculty and administrators provide for participation immedi-
ately on employment; about a quarter of the plans state a waiting period
of a month or less or "until the first day of the month following one full
month of employment."

For clerical-service employees, waiting periods are not significantly
different from those for faculty and administrators, except that immediate
participation is somewhat less frequent (58 per cent versus 62 per cent),
and plans stating the waiting period in terms of numbers of months are
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slightly more frequent (14 per cent for clerical-service employees com-
pared with 10 per cent for faculty and administrators).

By control of institution, waiting periods tend to be somewhat longer
in g..oup life plans in private colleges than in public colleges. Here, a
larger proportion state the waiting period in terms of months; two, three,
or six months are mDst frequently stated.

Examples of Eligibility Statements. Several examples of eligibility
definitions, and of waiting periods when required, are offered below as
illustrations of the various approaches in use:

* *

All full-time employees are eligible for insurance on the effective
date of the plan provided they are at work on that date. New em-
ployees will be eligible on the first day of employment.

* *

Each person employed full time (i.e., on a regular working schedule
of 20 hours or more per week and not designated as temporary by
the Board of Education) will become eligible to participate on the
first day of the month following that in which such employment begins
and will become a participant if he makes application before such day.

* * *

You are an eligible employee if you are (a) a full-time permanent
employeemeaning an employee who customarily works a regularly
scheduled work week with his employer of at least 30 hours per week,
and (b) have completed one month of continuous active employment
with the employer, if you are a nonprofessional employee. Otherwise,
there is no waiting period.

* * *

Eligibility is extended to all full-time employees who have com-
pleted three months of continuous service.

* * *

INSURANCE PATTERNS

Table 5-7 summarizes the principal methods reported by the junior
colleges for the allocation of insurance amounts. As noted earlier, a
college may aim at a basic insurance amount to help survivors through
a period of readjustment, or at more substantial amounts which can aid
immediately as a financial cushion, but which are also capable of helping
the surviving family over a number of the years during which children are
growing up.

In providing a bacir insurance amount, the principal approaches are
to allocate a flat insurance amount or to allocate insurance as a multiple
of salary or by salary bracket. About a quarter of the plans use the
salary multiple approach, another quarter the salary bracket approach,
and yet another quarter provide all eligibles with a flat insurance amount.
This distribution is virtually the same for faculty, administrators, and
clerical-service employees.

1 aw
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TABLE 5-7: GROUP LIFE INSURANCE PLANS IN JUNIOR COLLEGES, 1970.
METHODS OF ALLOCATING GROUP LIFE INSURANCE AMOUNTS

All
Institutions Public Private

Per Cent
Insts

Per Cent
EEs

Per Cent
Insts

Per Cent
EEs

Per Cent
huts

Per Cent
EEs

N= N= N= N= N= N=
Faculty 627 46,512 523 42,494 104 4,018

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response .6 .7 .8 .7 -
Multiple of Salary 24.7 27.8 25.8 28.1 19.2 25.4
Determined by Salary

Bracket 26.5 20.3 28.0 20.2 19.2 21.7
Determined by Employee

Category 5.6 4.7 3.6 4.0 15.4 11.3
Based on Units of

Insurance 14.7 21.8 14.5 22.0 15.4 19.0
Flat Amount for All 26.3 22.1 25.4 22.1 30.8 22.6
Other 1.6 2.6 1.9 2.9 - -

N= N= N= N= N= N=
Administrators 627 10,046 523 8,567 104 1,479

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response .6 .6 .8 .7 -
Multiple of Salary 24.9 27.6 26.0 27.5 19.2 28.1
Determined by Salary

Bracket 26.7 25.4 28.1 25.3 19.2 25.8
Determined by Employee

Category 5.7 6.4 3.6 5,2 16.3 13.3
Based on Units of

Insurance 14.8 15.7 14.7 15.9 15.4 14.5
Flat Amount for All 25.7 21.3 24.9 21.8 29.9 18.3
Other 1.6 3.0 1.9 3.6 -

Clerical- Service N= Al= N= N= N= N=
Employees 594 31,868 502 27,924 92 3,944

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response 1.0 .9 1.2 1.0 -
Multiple of Salary 24.2 25.6 25.5 2.'0 17.4 20.0
Determined by Salary

Bracket 26.4 22.4 27.5 22.5 20.7 21.9
Determined by Employee

Category 6.2 8.0 4.4 6.4 16.3 19.3
Based on Units of

Insurance 13.1 22.9 13.1 23.8 13.0 16.9
Flat Amount for All 27.4 17.1 26.3 16.4 32.6 21.9
Other 1.7 3.1 2.0 3.6 -

Thirty-eight per cent of the group life plans provide for the choice
by participating employees of additional optional group insurance, a
means by which an employee with dependents may add to his basic group
protection. These, combined with the approximately 14 per cent of plans
reporting decreasing group insurance providing high amounts of insur-
ance for younger employees, result in a total of 52 per cent of group life
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plans which incorporate specific recognition of the extra needs of younger
families for survivor benefits.

In half of the states, legislation has been enacted setting limits on the
amount of group life insurance that may be assigned an employee under
a group life insurance plan. Seven states limit the insurance amount to
the greater of $20,000 or 150 per cent of the individual's salary up to a
maximum insurance amount of $40,000 (the so-called 20/40 model
laws). The other eighteen states imposing limits use the same approach
but different dollar and percentage figures; for example, insurance
amounts may be the greater of $25,000 or 200 per cent of salary up to
a maximum insurance amount of $50,000.

Illustrations of the specific language used in allocating insurance
amounts are given on the following pages. They should not be inter-
preted as typical or average, since actual amounts range from scarcely
more than tokens, as under some of the flat amount plans, to the salary
multiples or initially high decreasing amounts of other plans.

Multiple of Salary.
* * *

All employees are assigned an insurance amount equal to one times
basic annual earnings rounded up to the next higher $1,000 unless
already a multiple thereof, subject to a maximum of $16,000. Annual
earnings is defined as earnings for normal work weeks not exceeding
40 hours, exclusive of bonus and overtime pay.

* * *

Your amount of Life Insurance will be 11/2 times your annual
compensation, adjusted to the nearest $1,000. Any amount ending
in "$500" will be increased by $500, subject to a maximum of
$40,000.

* * *

The life insurance amount equals 1/2 times salary rounded to the
nearest $500 to a maximum of $5,000.

* *

The life insurance coverage for all employees of the College District
is as follows:

Age under 50-150 per cent of salary
Age 50-59-100 per cent of salary
Age 60-64--50 per cent of salary
Age 65 to retirement-25 per cent of salary

* * *

The insurance amounts may differ for single and for married persons.
For example, insurance of two times salary may be assigned to those
with a spouse or children under 19 years of age, and one times salary
to those without.

14
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Salary Bracket. Salary bracket statements of insurance amounts range
from simple schedules of three or four lines to schedules of some length,
as indicated by the following two examples.

* * *

LIFE INSURANCE AND ACCIDENTAL DEATH &
DISMEMBERMENT BENEFITS

Employees with Basic
Annual Earnings of:* Life Insurance "*

Principal Sun is of
A.D.&D. Benefits**

$15,000 or over $20,000 $20,000
10,000 but less than $15.000 15,000 15,000
5,000 but less than 10,000 10,000 10,000

Less than 5,000 5,000 5,000
Basic annual earnings means annual earnings exclusive of overtime pay or any other

extra compensation.
Amounts 50% of the above if age 65 or over when insured; or reduced 50% on the

July 1st coinciding with or next following your 65th birthday after you are insured.

SCHEDULE OF LIFE INSURANCE

Schedule
Number

Employees with Base Annual
Earnings of:

Life Insurance

Under Age
65

Age 65 But
Under 70

Age 70
or Over

(1) Less than $3,000 $ 3,000.00 $ 3,000.00 $2.000.00
(2) $ 3,000 but less than $ 4,000 4,500.00 2,250.00 2,000.00
(3) $ 4,000 but less than $ 5,000 6,000.00 3,000.00 2,000.00
(4) $ 5,000 but less than $ 6,000 7,500.00 3,750.00 2,000.00
(5) $ 6,000 but less than $ 7,000 9,000.00 4,500.00 2,000.00
(6) $ 7,000 but less than $ 8,000 10,500.00 5,250.00 2,000.00
(7) $ 8,000 but less than $ 9,000 12,000.00 6,000.00 2,000.00
(8) $ 9,000 but less than $10,000 13,500.00 6,750.00 2,000.00
(9) $10,000 but less than $12,000 16,000.00 8,000.00 2,000.00

(10) $12,500 but less than $15,000 19,000.00 9,500.00 2,000.00
(11) $15,000 but less than $17,500 22,000.00 11,000.00 2,000.00
(12) $17,500 but less than $20,000 25,000.00 12,500.00 2,000.00
(13) $20,000 and over 30,000.00 15,000.00 2,000.00

"Base Annual Earnings" exclude overtime, bonuses or other special compensation.
Any change in amount of insurance because of a change in earnings or attainment
of age 65 or 70 will become effective on the October 1 following

(i) the date of change in Base Annual Earnings as shown on the Group
Policyholder's records as of the preceding July 1, or

(ii) the Employee's sixty-fifth or seventieth birthday which occurred on or
before the preceding July 1,

except that any increase shall become effective only if on the preceding July 1

you were "actively at work," as defined on a following page.
* * *
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Decreasing Insurance. By providing larger amounts of insurance for
younger staff members, with insurance decreasing as age advances, the
college can concentrate protection where it is most needed and at the
same time provide a far larger total of protection than is available for
the same cost under a salary multiple or bracket plan. A decreasing
insurance pattern also coordinates well with a fully vested retirement
plan by providing the largest insurance amounts during the years when
the annuity accumulation is still relatively small. The insurance amount
may be assigned by age alone, by age and salary multiple, or by units
of insurance.

Age Graded Insurance.

Age Amount of Life
Classification Insurance

Under Age 25 $32,200
25 but less than 30 29,800
30 but less than 35 26,900
35 but less than 40 24,500
40 but less than 45 21,600
45 but less than 50 19,200
50 but less than 55 17,300
55 but less than 60 15,800
60 but less than 67 12,900
67 but less than 70 7,200
70 and over Nil

*

Insurance Graded by Age and Multiple of Salary.
* * *

The amount of life insurance for employees with dependents is
determined by multiplying annual salary by the factor opposite the
attained age according to the schedule below. For employees without
dependents, the life insurance amount is one times salary at any age.

Age

Less than 35
35 but less than 40
40 but less than 45
45 but less than 50
50 but less than 55
55 but less than 60
60 and over

*

1

Sault y
Multiple

4.0
3.5
3.0
2.5
2.0
1.5
1.0
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Units of Insurance. Another way of relating insurance amounts to
age is through units of insurance that decrease in value beyond a given
age. For example, one unit might represent $2,500 of coverage through
age 50, after which the insurance amount decreases by $125 each year
until it becomes $250 at age 68 and after. An eight-unit plan would
provide $20,000 of insurance through age 50, decreasing to $2,000 at
abc 68 and after. The same number of units may be assigned to all
eligible persons, or the number may differ according to employee classi-
fication or salary.

* * *

The amount of life insurance for all eligible employees with de-
pendents (spouse and/or dependent children under age 19) is eight
units of insurance. For all other eligible employees the amount of
life insurance is four units of insurance. Insurance amounts are ac-
cording to the following schedule:

Age
Amount of Insurance Provided by:

Nearest Birthday Four Units Eight Units

Ages through 50 $10,000 $20,000
51 9,500 19,000
52 9,000 18,000
53 8,500 17,000
54 8,000 16,000
55 7,500 15,000
56 7,000 14,000
57 6,500 13,000
58 6,000 12,000
59 5,500 11,000
60 5,000 10,000
61 4,500 9,000
62 4,000 8,000
63 3,500 7,000
64 3,000 6,000
65 2,500 5,000
66 2,000 4,000
67 1,500 3,000

68 and over 1,000 2,000

Collective Life Insurance. Collective life insurance establishes another
pattern of decreasing insurance by providing substantial amounts of
protection at the younger ages and decreasing each year as age advances.
A three-unit collective plan is illustrated: dividends are credited as extra
insurance.

1b
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Insurance Amounts: Three-Unit Collective
Life Insurance Plan

Agee
Monthly
Premium

Contractual
Insurance
Amount

Total Insurance
Amount Including

100 Per Cent
Dividends

25 $3b $17,580 $35,160
30 3 15,192 30,384
35 3 13,440 26,880
40 3 8,664 17,328
45 3 5,730 11,460
50 3 3,477 6,954
55 3 2,310 4,620
60 3 1,455 2,910
65 3 990 1,980

n Insurance amounts are shown only at quinquennial ages.
b Three units at $1 per unit.

1971 dividend scale for TIAA collective insurance, not guaranteed for future years.

Flat Amount. Group insurance plans in the junior colleges providing
flat amounts of insurance for all employees, or by employee class, gen-
erally provide the least insurance of the plans described in this chapter.
Many of the flat amount plans scarcely provide token amounts and come
nowhere near providing a death benefit equal to a year's salary.

FLAT AMOUNT FOR ALL EMPLOYEES

*

Upon receipt of due proof of the death of the Employee, while
insured under the group life policy, the Company will pay $1,500 to
the Employee's beneficiary of record, subject to all the provisions of
the group life policy and to the right of the Employee to change the
beneficiary.

* * *

FLAT AMOUNT FOR ALL EMPLOYEES PLUS OPTIONAL INSURANCE

*

The group life insurance plan provides $1,000 of coverage free
of cost to each staff member. In addition, each staff member has the
option of purchasing additional coverage of 11/2 times his annual
gross compensation.

FLAT AMOUNT BY EMPLOYEE EARNINGS CLASSIFICATION
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All full-time employees are provided the following group life insur-
ance benefits:

Employee Life Accidental Death and
Classification Insurance Dismemberment Insurance

Employees Earning $5,000 $5,000 $5,000
and Over

Employees Earning Under $3,000 $3,000
$5,000

*

FLAT AMOUNT BY JOB CLASSIFICATION

* *

The plan provides the following amounts of group life insurance:

Classifications

I Academic & Administrative
II Supervisory & Clerical

III All Other Personnel

Amounts*

$10,000
$ 5,000
$ 2,500

Amounts of life insurance reduce 50% at age 65, and further reduce 50% at age
70. Life Insurance terminates at retirement.

*

OPTIONAL ADDITIONAL GROUP LIFE INSURANCE

Optional additional group life insurance is one of the means available
for group coverage beyond a basic level of insurance. The added op-
tional protection is often associated with a basic plan providing a flat
benefit amount or a multiple of one or one and one-half times salary. If
basic protection is paid for by the employer, a two-level plan guarantees
all employees some protection, while those with heavier family respon-
sibilities may decide for themselves about the optional level. Those who
choose added optional insurance gain from the added protection itself,
generally low in cost, from any participation by the employer in the
cost, and from the absence of requirements for medical examination.

For faculty and administrators, 42 per cent of the public junior
colleges, and 21 per cent of the private, report that optional additional
insurance is provided for under the group life plan. For clerical-service
employees, 40 per cent of the public colleges with group life plans
indicate optional additional insurance, as do 24 per cent of the private
colleges. In most of these plans the employee pays the full cost of the
upper level of protection; only about 14 per cent of the plans report an
employer contribution for optional additional insurance. Table 5-8
summarizes the data.
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TABLE 5-8: GROUP LIFE INSURANCE PLANS IN JUNIOR COLLEGES, 1970.
OPTIONAL ADDITIONAL INSURANCE COVERAGE

All
Institutions Public Private

Per Cent Per Cent Per Cent Per Cent Per Cent Per Cent
Insts EEs Insts EEs Insts EEs

Provision for Optional Additional Insurance
N= N= N= N= N= N=

Faculty 627 46,512 523 42,494 104 4,018
Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response .5 .1 .4 .1 1.0 .2
Optional Insurance

Available 38.4 40.2 41.9 42.6 21.2 14.1
Optional Insurance Not

Available 61.1 59.7 57.7 57.3 77.8 85.7

N= N= N= N= N= N=
Administrators 627 10,046 523 8,567 104 1,479

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response .5 .2 .4 .1 1.0 .4
Optional Insurance

Available 38.3 36.0 41.7 39.8 21.2 14.5
Optional Insurance Not

Available 61.2 63.8 57.9 60.1 77.8 85.1

Clerical-Service N= N= N= N= N= N=
Employees 594 31,868 502 27,924 92 3,944

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response .5 .1 .6 .1 - -
Optional Insurance

Available 37.4 36.5 39.8 39.2 23.9 18,0
Optional Insurance Not

Available 62.1 63.4 59.6 60.7 76.1 82.0

Employer Contribution to Cost of Optional Additional Insurance
N= N= N= N= N= N=

Faculty 241 18,688 219 18,122 22 566
Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response 1.7 3.2 1.8 3.3 - -
Employer Contributes 13.7 15.8 13.7 15.9 13.6 14.8
Employer Does Not

Contribute 84.6 81.0 84.5 80.8 86.4 85.2

N= N= N= N= N= N=
Administrators 240 3,621 218 3,406 22 215

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response 1.7 2.7 1.8 2.9 - -
Employer Contributes 13.8 16.6 13.8 16.4 13.6 20.5
Employer Does Not

Contribute 84.5 80.7 84.4 80.7 86.4 79.5

Clerical-Service N= N= N= N= N= N=
Employees 222 11,644 200 10,935 22 709

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response 2.7 3.9 2.5 3.3 4.5 13.3
Employer Contributes 13.1 11.6 13.0 11.0 13.6 19.5
Employer Does Not

Contribute 84.2 84.5 84.5 85.7 81.9 67.2
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The insurance schedules shown below illustrate two approaches to
the provision of additional optional insurance. Both of the schedules
provide for a basic insurance amount paid for wholly by the employer.

* * *

Employee Noncontributory Contributory Optional
Classification Life Insurance Life Insurance

Faculty and administrative
employees

Basic annual salary
Less than $5,000 $3,000 None
$5,000$7,500 $3,000 $ 3,000
$7,500-$10,000 $3,000 $ 6,000
$10,000-$15,000 $3,000 $ 9,000
$15,000 or more $3,000 $12,000

Other employees $3,000 None

* * *

The amounts of insurance are as follows:

For each employee
Faculty and

Administrative All other
Employees Employees

Life Insurance
Noncontributory
Contributory

Accidental Death and
Dismemberment

$10,000 $4,000
5,000 2,000

Noncontributory $10,000 $4,000
Contributory 5,000 2,000

At age 65, active employees' amounts of noncontributory Life and Accidental Death
and Dismemberment is reduced to $1,000. Contributory Life and Accidental Death
and Dismemberment will terminate at age 65.

* * *

DEPENDENT LIFE INSURANCE

Until recent years, most state insurance laws did not permit group life
insurance plans to include insurance on the lives of dependents of insured
employees. At present, 41 of the 50 states permit their insurers to write
group dependent life insurance within specified limits. The usual limit
on the insurance amount for a spouse is the lesser of 50 per cent of the
employee insurance amount or a stated dollar amount, varying by state
from $1,000 to $5,000. For children, the insurance amount is usually
limited to $1,000, with lesser amounts provided for in some states for
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children under stated ages. Dependent coverage for the spouse ceases
in some plans at a specified age of the spouse, such as 65.

The following exr -vie illustrates the provision of dependent insurance
benefits:

* *

Insurance for active employees: (By salary bracket, ranging from
$6,000 of insurance for persons earning less than $5,000 to $20,000
of insurance for persons earning $12,000 and over.)

Insurance for dependents:

Amount

Spouse $1,000.00
Life Insurance benefits shall terminate on

the date the spouse attains age 65.
Children

14 days but less than 6 months $ 100.00
6 months but less than 19 years " $1,000.00

* To 21 years if child is dependent, unmarried and attending school or college.
*

A relatively small proportion of the group life plans in the junior
colleges, about 10 per cent, incorporate dependent life insurance. The
benefit amounts are small, as illustrated above. But the idea of the
coverage, of "wife insurance," has come into prominence because the
modern wife plays, more than ever before, a key role in the economic
well-being of the family.' The working wife often contributes to family
support; as an employee she may be covered under a group life plan. But
the wife also works who stays at home, managing the house and caring
for children. Her loss would create a financial burden for those who
depend on her.

GROUP INSURANCE DURING RETIREMENT

College life insurance plans are normally designed to continue cover-
age for participants as long as they remain in active service, but not
thereafter. In three-quarters of the junior colleges reporting group life
plans, the coverage ceases at retirement. Many of the group life plans
automatically reduce the amounts of insurance for active employees at
the higher ages in recognition that as retirement approaches insurance
needs have generally tapered off and insurance costs have sharply
increased.

9 Between 1960 and 1969 the proportion of wives under 35 in the labor force increased
from 28.2 to 40.1 per cent, and the proportion age 35 and over increased from 31.7 to
39.3 per cent. Elizabeth Waldman, "Marital and Family Characteristics of the U.S. Labor
Force." Monthly Labor Review. May 1970, p. 19.

.1S G
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The cost of group life insurance for retired staff members is dramati-
cally high. For example, the cost of group life at age 70 is about eighteen
times the cost at age 35 and about double the cost at age 60. As indi-
cated in Table 5-10, later on in this chapter, the annual cost of $5,000
of life insurance at age 75 can approach $500. As age advances, the
yearly premium moves closer to the face amount of insurance. A college
will be forced to spend a substantial amount if it wishes to provide even
a modest program of life insurance during retirement. Unlike the insur-
ance coverage for the active staff, every dollar of group insurance for
the retired staff must inevitably be paid, perhaps only to an estate or to
distant relatives.

Fortunately, the need for insurance declines as insurance costs in-
crease. By the time a person attains retirement age his children have
usually become self-supporting. When retirement income is begun, the
individual will usually select an income option that will take the place of
insurance by continuing an income for life to his spouse in the event he
dies first. In addition, Social Security provides for continuation of
income to the widow or widower after the death of the primary bene-
ficiary.

If proposals to continue group life coverage for retired employees
are advanced, the following questions should be carefully discussed: (1)
Do retired staff members really need the insurance? (2) Is insurance
protection during retirement worth its high cost? (3) If the money is
available, might it be more appropriate to apply it toward greater protec-
tion for the active staff, either for added life insurance protection or
perhaps a stronger employer role in paying for health insurance or other
benefits?

SHARING THE COST OF GROUP LIFE INSURANCE

A rapidly growing proportion of the junior colleges provide their
group life insurance without cost of the employee. Ten years ago (1960)
less than 10 per cent of the colleges reported that they paid the full cost.
This year (1970) 40 per cent of the junior colleges with group life plans
indicated that the employer pays the full cost of at least a basic amount
of group life insurance for each employee category. In 37 per cent of
the plans the group life premium is shared by the employer and em-
ployee. The employee pays the entire premium in about 20 per cent of
the plans, overall.

By control of institution, a higher percentage of employer-pay-all
plans is reported by private junior colleges (47 per cent for faculty,
46 per cent for administrators, and 47 per cent for clerical-service em-
ployees) than for the public colleges (40 per cent for faculty and admin-
istrators, and 39 per cent for clerical-service groups). Also, there is
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more sharing of group life costs between employer and employee in the
private colleges than in the public. On the other hand, a far greater
proportion of employee-pay-all plans are reported by the public institu-
tions, about one plan in four. Employee-pay-all plans are rare in private
junior colleges. Table 5-9 gives the data on cost-sharing.

When optional additional group life insurance is a part of the plan in
a public junior college, there is little difference in the employer's role in
paying for the basic amount of insurance than in plans without optional
insurance. In private junior colleges offering additional optional insur-
ance, however, about 55 per cent pay the whole cost of the basic insur-
ance for faculty, and about half pay the full cost for administrators and
for clerical-service employees (see Table 5-8).

About a fourth of the group life plans in the public junior colleges are
provided through employee associations. In over 40 per cent of these
plans the employee pays the entire premium; in about a quarter the
employer pays the whole cost, and in about 30 per cent the cost is shared.

TABLE 5-9: GROUP LIFE INSURANCE PLANS 1N JUNIOR COLLEGES, 1970.
EMPLOYER AND EMPLOYEE SHARING OF CONTRIBUTIONS

All
Institutions Public Private

Per Cent Per Cent
Insts EEs

Per Cent Per Cent
Insts EEs

Per Cent Per Cent
Insts EEs

N= N= N= N= N= N=
Faculty 627 46,512 523 42,494 104 4,018

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response 1.3 1.0 1.0 .9 2.9 2.6
Employer Pays All 41.2 46.5 39.9 46.1 47.1 49.8
Employer-Employee Share

Cost 36.8 29.4 34.6 27.8 48.1 46.7
Employee Pays All 20.7 23.1 24.5 25.2 1.9 .9

N= N= N= N= N= N=
Administrators 627 10,046 523 8,567 104 1,479

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response 1.3 .9 1.0 .7 2.9 1.9
Employer Pays All 40.6 47.3 39.5 47.2 46.2 48.7
Employer-Employee Share

Cost 37.0 32.5 34.6 29.7 49.0 48.5
Employee Pays All 21.1 19.3 24.9 22.4 1.9 .9

Clerical-Service N= N= N= N= N= N=
Employees 594 31,868 502 27,924 92 3,944

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response 1.5 .8 1.0 .5 4.3 2.5
Employer Pays All 40.6 41.5 39.4 40.6 46.7 47.8
Employer-Employee Share

Cost 37.0 31.4 35.5 29.4 45.7 46.3
Employee Pays All 20.9 26.3 24.1 29.5 3.3 3.4
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In a few institutions reporting association group life plans, the employer's
total insurance plan contribution is a stated dollar amount which the
employee may elect to allocate among several group plans (life, health,
disability) according to his choice of coverage and of benefit levels.

Group Life Rates. Forty states and the District of Columbia require
that private employers pay at least a part of the cost of a group life
insurance plan, and 32 states require that a public employer pay a part
of the cost. Group life plans of association groups may be paid for
wholly by the participants in most states.

The maximum group life insurance contribution that may be made by
the employee is frequently limited by statute or state insurance regulation
to no more than 60 cents per month per $1,000 of insurance. Under the
minimum standard monthly rate shown for the State of New York in
Table 5-10, a 60 cent per month per $1,000 charge is more than the
group insurance premium for persons up to about age 43 and less than
the premium for persons above that age. (The minimum standard rate
is that required during the first policy year of a group life plan; lower
premium rates may be and usually are applied in subsequent policy
years.) The 60 cent limit may be exceeded as long as the employer
pays 25 per cent or more of the total premium for the plan.

When the employee shares in the cost of a group life plan, care should
be taken to avoid overcharging the younger employees, for whom the
cost of group life is relatively low. To achieve this, the employee con-
tribution may be established, for example, as 20 cents a month per
$1,000 for persons under age 30, 30 cents for persons from 30 to 39
years of age, 40 cents fc, r persons from ages 40 to 44, and 50 cents for
those aged 45 or more. In any event, the employee contribution should

TABLE 5-10: MONTHLY PREMIUM PER $1,000 OF GROUP LIFE
INSURANCE

STATE OF NEW YORK

Age Nearest
Birthday ft

Monthly
Premium b

Age Nearest
Birthday a

Monthly
Premium

20 $0.23 60 $ 2.51
25 0.25 65 3.78
30 0.27 70 5.81
35 0.32 75 8.56
40 0.45 80 12.83
45 0.68 85 18.80
50 1.06 90 26.62
55 1.65 95 40.98

Shown for quinquennial ages.
b Minimum group life renewable term gross premiums, Commissioner's Standard

Group Mortality Table with interest at 3 per cent, effective August 1, 1961, exclusive of
adjustments based on premium or insurance volume. New York State Insurance Depart-
ment Regulation Number 32, September 26, 1961.
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not be set at an amount per $1,000 of insurance that is higher than the
net cost for which the individual on his own can buy savings bank, TIAA
or other low-cost term life insurance.

Under contributory group life plans, the employee contribution is
usually expressed as a monthly amount per $1,000 of insurance. If
insurance is expressed in units, the employee contribution is normally
set at an amount per unit of insurance; the employer pays the balance.
Another contribution pattern is the payment by the employer of the
same fixed amount per employee. Under collective life insurance a
common sharing arrangement is for the college and the employee each to
pay 50 cents per month toward the $1 per unit cost.

Contributory versus Noncontributory. The employer should pay at
least a part of the cost of a group life insurance plan. As to the extent
of employer participation in the cost, good arguments can be advanced
for either an employer-pay-all plan or a plan in which the cost is shared
with the employees.

Advantages frequently cited for a plan in which the employee shares
the cost with the employer are: (1) benefits larger than the employer
could finance alone; (2) more effective application of employer contri-
butions to expressed economic needs, if it is assumed that the employees
who elect participation in a contributory plan are most often those with
large insurance needs; (3) greater control by the employees over plan
provisions and amendments, assuming that those who pay part of the
cost generally expect a greater voice in plan changes and improvements;
(4) greater employee awareness of the plan; employees may be more
aware of the value and provisions of a benefit plan when they contribute
each month to a part of the cost.

Advantages frequently cited for employer-pay-all (noncontributory)
plans include: (1) certainty that all eligible employees are covered; this
may be achieved, for instance, by providing a base of noncontributory
insurance along with a plan of voluntary additional contributory insur-
ance; (2) economy of installation and simplicity of administration; there
are fewer accounting operations and no payroll deductions; (3) em-
ployee good will and approval of the employer's willingness to finance
the whole cost; (4) employer contributions toward the first $50,000 of
group life insurance are not includable in the employee's taxable income,
whereas employee contributions are made from after-tax income.

PLAN OPERATION

When a plan is installed, the insurer normally makes available to the
college an administration manual outlining the procedures necessary to
keep the plan running smoothly. The manual includes the procedures
for enrolling newly eligible employees, applying for benefit payments,
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premium remittance, maintenance of records, reporting individual
changes in insurance amounts, and terminations of employees leaving
the institution.

The value of any benefit plan is enhanced by full employee under-
standing of the benefits provided. Newly hired or newly eligible em-
ployees should be thoroughly informed about the plait and how it coordi-
nates with the individual's own life insurance protection. Those who
have participated in the plan for some time should periodically be
reminded of the protection provided. Employee information booklets,
the faculty handbook, and the personnel policy manual offer means of
presenting plan information. Staff meetings offer added opportunities
for review of plan provisions and for question-and-answer sessions.
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This chapter discusses all types of group health insurance plans reported
in 1970 by junior colleges.

Health insurance is the broad term used to denote insurance and pre-
payment plans providing benefits covering fully or partially the cost of
treatment by doctors and other medical practitioners, of hospitalization
and use of other medical facilities and equipment, and of other medical
requirements, such as prescribed drugs and medicines. The term is
sometimes used to describe disability income benefits, but in this study
it refers only to benefit plans directly related to medical care.

About 90 per cent of persons covered by health insurance in the
United States are covered through group insurance plans, although
health insurance may also be obtained by individuals directly from an
insurer or through an agent.' Group health insurance is usually provided
by (1) a basic hospital-surgical-medical plan, (2) a basic plan plus a
major medical expense plan, (3) a single "comprehensive" plan com-
bining under one group contract features of both basic and major
medical plans, or (4) independent prepaid medical service plans with
accompanying provisions for hospital coverage. At some institutions an
employee may choose among several types of plans.

This chapter is divided into two main sections: (1) basic plans,

Health Insurance Institute, 1969 Source Book of Health Insurance Data, pp. 22-24.
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including discussion of prepaid group practice plans and dental insur-
ance, and (2) major medical expense insurance plans.

Almost every junior college covers its faculty, administrators, and
other employees with a health insurance plan. In the public colleges,
a plan is provided by about 98 per cent of the institutions, employing
about 99 per cent of all employees (faculty, administrators, and clerical-
service) in public two-year institutions. In the private junior colleges a
somewhat smaller proportion, about 87 per cent, report health insur-
ance plans. They employ about 97 per cent of all employees in private
junior colleges. Altogether, only 1.4 per cent of the employees in the
two-year colleges work at institutions which do not report some kind of
health insurance plan.

Table 6-1 summarizes the overall reporting of health insurance plans
in the junior colleges.

TYPES OF HEALTH INSURANCE PLANS REPORTED

Most junior colleges have more than one health plan. This is mainly
because the great majority of colleges reporting a basic hospital-surgical-
medical plan also report a supplementary major medical expense insur-
ance plan. Furthermore, in a number of institutions employees may
select coverage under one or more alternative plans, particularly in

TABLE 6-1: GROUP HEALTH INSURANCE PLANS IN JUNIOR COLLEGES,
1970. COVERAGE REPORTED

All
Institutions Public Private

Per Cent
Insts

Per Cent
EEs

Per Cent
Insts

Per Cent
EEs

Per Cent
Insts

Per Cent
EEs

N-...= N= N= N= N= N=
Faculty 893 59,383 712 53.948 181 5,435

Total 100.0 100.0 100.0 100.0 100.0 100.0
Health Insurance Plan

Reported 95.5 98.6 97.8 98.8 86.7 96.8
No Health Insurance Plan 4.5 1.4 2.2 1.2 13.3 3.2

N= N= N- N= N= N=
Administrators 893 13,103 712 11,061 181 2,042

Total 100.0 100.0 100.0 100.0 100.0 100.0
Health Insurance Plan

Reported 95.5 98.1 97.6 98.4 87.3 96.2
No Health Insurance Plan 4.5 1.9 2.4 1.6 12.7 3.8

Clerical-Service N= N= N= N= N= N=
Employees 893 42,886 712 36,993 181 5,893

Total 100.0 100.0 100.0 100.0 100.0 100.0
Health Insurance Plan

Reported 95.2 98.6 97.6 99.2 85.6 95.1
No Health Insurance Plan 4.8 1.4 2.4 .8 14.4 4.9
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parts of the country in which prepaid community group practice plans
are available. The result is that in some of the following tables the
numbers of health insurance plans total more than the number of
reporting institutions.

The types of health insurance plans in effect in junior colleges are
summarized in Table 6-2. Basic hospital-surgical-medical coverage is
reported by 93 per cent of the institutions. Supplementary major medi-
cal expense insurance is reported by 76 per cent. A single comprehen-
sive major medical insurance plan is reported by 16 per cent. Other
health insurance plans, mainly community group practice plans, are
reported by 11 per cent. These figures represent health insurance cover-
age for faculty; as Table 6-2 shows, the percentages differ only slightly
for the coverage of administrators and clerical-service employees.

Dental plans for regular dental care, a relatively new development
in group health insurance, are reported by about 10 per cent of the
public junior colleges and 3 per cent of the private.

Table 6-3 shows the types of additional health insurance coverage
reported by institutions reporting basic hospital-surgical-medical cover-
age. The figures for faculty differ only slightly from figures for other
employee classes. Of the colleges reporting a base plan, 81 per cent
also report a supplementary major medical plan. Nearly 11 per cent
report major medical benefits in the form of comprehensive major
medical coverage. Another 11 per cent of the colleges with basic
coverage report that the coverage includes or is augmented by other
insurance arrangements, principally prepaid group practice plans; this
group includes institutions also reporting other types of additional cover-
age. The prepaid group plans are available principally in a small group
of publicly supported institutions, but they employ about 25 pe-: cent
of faculty and other employees in the public junior colleges.

Basic Hospital-Surgical-Medical Plans
The medical expenses covered by basic health insurance plans nor-

mally include hospital expenses, surgeons' fees, and physicians' fees for
visits in the hospital. Some base plans provide benefits for physicians'
home or office visits, but this is infrequent except in the prepaid com-
munity group practice plans. Base plans do not normally cover physical
examinations, diagnostic procedures, the cost of drugs out of the hospital,
private duty nurses, the cost of blood or blood serum, or the cost of
medical equipment or appliances.

ORIGIN OF BASIC PLANS

Health insurance as we now define it was not developed until the
early thirties. All that existed was individual insurance providing weekly
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TABLE 6-2: GROUP HEALTH INSURANCE PLANS IN JUNIOR COLLEGES,
1970. TYPES OF PLANS REPORTED

All
Institutions Public Private

Per Cent Per Cent
Insts EEs

Per Cent Per Cent
Insts EEs

Per Cent Per Cent
Insts EEs

N- N= N- N= N= N=
Faculty 853 58,548 696 53,288 157 5,260

Total 100.0 100.0 100.0 100.0 100.0 100.0
Basic Hospital-Surgical-

Medical 93.2 94.3 93.1 94.3 93.6 93.9
Supplementary Major Medical

Expense Insurance 76.2 81.5 78.6 82.2 65.6 73.6
Single Comprehensive Major

Medical Insurance 16.5 15.5 17.0 15.7 14.6 14.2
Other, Community Group

Practice 11.0 22.4 13.4 24.6 .6 .6
Dental Plan for

Regular Care 9.1 18.2 10.5 19.7 3.2 3.1

N= N= N= N= N- N=
Administrators 853 12,854 695 10,889 158 1,965

Total 100.0 100.0 100.0 100.0 100.0 100.0
Basic Hospital-Surgical-

Medical 93.2 94.6 93.1 94.6 93.7 94.8
Supplementary Major Medical

Expense Insurance 76.4 80.3 78.8 82.2 65.8 70.0
Single Comprehensive Major

Medical Insurance 16.5 15.4 17.0 15.2 14.6 16.6
Other, Community Group

Practice 11.0 18.7 13.4 21.9 .6 .6
Dental Plan for

Regular Care 9.1 13.6 10.5 15.1 3.2 5.2

Clerical-Service N= N= N= N= N= N=
Employees 850 42,291 695 36,688 155 5,603

Total 100.0 100.0 100.0 100.0 100.0 100.0
Basic Hospital-Surgical-

Medical 93.2 94.8 93.1 94.7 93.5 95.0
Supplementary Major Medical

Expense Insurance 75.2 82.4 78.0 83.9 62.6 72.6
Single Comprehensive Major

Medical Insurance 16.4 14.1 16.7 14.2 14.8 13.6
Other, Community Group

Practice 10.9 22.6 13.2 25.8 .6 1.1

Dental Plan for
Regular Care 8.4 14.4 9.5 15.9 3.2 4.7

Note: Because many institutions report two or more plans, separate percentages add to
more than 100.
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TABLE 6-3: TYPES OF ADDITIONAL GROUP HEALTH INSURANCE
COVERAGE REPORTED BY JUNIOR COLLEGES REPORTING

BASIC HOSPITAL-SURGICAL-MEDICAL COVERAGE, 1970

All
Institutions Public Private

Per Cent
Insts

Per Cent
EEs

Per Cent Per Cent
Insts EEs

Per Cent Per Cent
Insts EEs

N= N= N= N= N= N=
Faculty 795 55,195 648 50,254 147 4,941

Total 100.0 100.0 100.0 100.0 100.0 100.0
Supplementary Major

Medical 81.3 85.7 84.0 86.5 69.4 77.9
Comprehensive Major

Medical a 10.9 11.1 11.3 11.3 9.5 9.1
Other, Community Group

Practice 11.4 23.4 13.9 25.6 .7 .6
Dental Plan 9.7 19.3 11.1 20.8 3.4 3.3

N= N= N= N= N= N=
Administrators 795 12,164 647 10,301 148 1,863

Total 100.0 100.0 100.0 100.0 100.0 100.0
Supplementary Major

Medical 81.5 84.3 84.2 86.3 69.6 73.5
Comprehensive Major

Medical a 10.9 11.2 11.3 11.0 9.5 12.3
Other, Community Group

Practice 11.4 19.3 13.9 22.7 .7 .6
Dental Plan 9.7 14.3 11.1 15.9 3.4 5.5

Clerical-Service N= N= N= A I = N= N=
Employees 792 40,074 647 34,753 145 5,321

Total 100.0 100.0 100.0 100.0 100.0 100.0
Supplementary Major

Medical 80.2 86.2 83.3 87.7 66.2 76.4
Comprehensive Major

Medical a 10.7 10.1 11.0 10.2 9.7 9.1
Other, Community Group

Practice 11.4 23.5 13,8 26.9 .7 1.1
Dental Plan 8,8 15.1 10.0 16.7 3.4 4.9

a A comprehensive health insurance plan includes by definition basic hospital-surgical-
medical (first-dollar) coverage as well as major medical. Some of the institutions report-
ing a comprehensive plan also reported their basic coverage separately, while others
reported comprehensive only.

Note: Because many institutions report two or more plans, separate percentages add
to more than 100.
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income benefits for persons disabled by accident, or specific lump sum
benefits for designated injuries. Under the weekly income policies, pay-
ments began after a waiting period of up to seven days and normally
continued thereafter for a maximum of thirteen or twenty-six consecutive
weeks. Under the lump-sum indemnity policies, payment was made in
the event of specified injuries only. The latter approach originated under
19th century medical practices which so often had to resort to amputa-
tions and survives in today's group AD&D (accidental death and dis-
memberment) insurance schedules, under which indemnities are paid
for such losses as "one eye and one foot," "one hand and one foot," and
so on (see Chapter 5).

The giant step from accident indemnities to modern health insurance
took place in the United States as the great thirties' depression settled
in. The nonprofit Blue Cross plans were started then, and they recog-
nized the distinction between loss of income due to disability and the
extra demands made on income by medical expenses, specifically, hospi-
tal bills.' The nonprofit Blue Shield plans were soon added to the health
care landscape to help pay for specified physicians' services rendered
principally in hospitals. These pragmatic developments met two press-
ing needs: the hospitals faced empty beds and declining revenues in a
period of deep economic depression. Individuals faced the virtual im-
possibility of financing hospital and medical care without a systematic
means of prepayment or insurance. The changes that took place met the
needs of the times and continue as the broad base of today's approaches.
In addition, the new plans, with commercial insurers joining the non-
profit pioneers, helped make it possible to finance the rising costs of
medical care occasioned by the advances in medical research, education,
facilities, and scientific techniques that were distinguishing the American
medical community.

TYPES OF BASIC BENEFITS

Basic group health insurance plans provide employees and their de-
pendents with either an indemnity or a service benefit for the care
specified.

The Blue Cross hospital plans are by far the most numerous service
plan arrangements. Here the benefit is in the form of the care or service
rendered. Blue Cross compensates participating hospitals for their ser-
vices on the basis of reimbursement contracts with the hospitals. When
a covered individual is hospitalized, designated services are provided
without charge to him; costs for nondesignated services are billed to him
directly.

2 The predecessor of the Blue Cross organizations was a group hospital plan for a local
teachers' association established in 1929 by Baylor University Hospital, Dallas, Texas.
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In a few geographical areas full services for hospital and medical care
are provided under community group medical practice plans, either in
association with Blue Cross hospital plans or through their own closely
related hospital service units.

Indemnity plans provide for a cash payment to the insured when he
or his dependents incur a covered expense. Insurance company hospital-
surgical-medical plans and Blue Shield or medical society surgical-
medical plans are generally of the indemnity type.

ROLE OF BASE PLANS IN MEDICAL PROTECTION

Allocations from regular family income and savings may be reason-
ably expected to meet needs for routine items of medical care. But when
medical expenses begin to accumulate, most people need financial help.
Hospitalization is one point of presumed need, and this is the point at
which basic plans commonly step in. At current levels of hospital ex-
penses even just a short stay in a hospital challenges most family budgets.
In early 1970 the bill for the average hospital stay (8.4 days) was $622,
compared with $346 just five years earlier.'

Although base plans meet real needs, a serious illness or accident can
result in expenses considerably in excess of their limits. Basic health
insurance plans are not the total answer to the need for medical insur-
ance protection; they are almost always accompanied by major medical
expense insurance.

TYPES OF BASE PLANS

The types of base plans reported by the two-year colleges are shown
in Table 6-4.

Blue Cross. Blue Cross base plans for faculty are reported by 68
per cent of public junior colleges and 70 per cent of private junior
colleges. The percentages are similar for administrative and clerical-
service groups.

The Blue Cross symbol of the American Hospital Association links
over 75 associated nonprofit organizations offering a variety of hospital
service plans in most communities across the country. Differing local
names are sometimes used by the Blue Cross organizations: Hospital
Service of Southern California, Associated Hospital Service (New York),
Mutual Hospital Insurance (Indiana), Blue Cross of Oregon, and so on.

Under the Blue Cross plans, the group contract between Blue Cross
and the employer sets forth all the details of the benefit coverage of
the employees and their dependents. Employees receive an individual

3 Health Insurance Institute, 1969 Source Book of Health Insurance Data, p. 53,
adjusted to March 1970 by hospital room rate index.
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TABLE 6-4: TYPES OF BASIC GROUP HEALTH INSURANCE PLANS
REPORTED BY JUNIOR COLLEGES, 1970

All
Institutions Public Private

Per Cent Per Cent
Insts EEs

Per Cent Per Cent
Insts EEs

Per Cent
Insts

Per Cent
EEs

N= N= N= N= N= N=
Faculty 795 55,195 648 50,254 147 4,941

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response .3 .1 .3 .1 - -
Blue Cross 68.2 69.3 67.7 69.1 70.1 71.5
Blue Shield 59.0 59.6 58.3 58.9 61.9 66.2
Insurance Company 33.1 35.1 34.3 35.8 27.9 27.6
Other 8.6 9.2 9.4 9.8 4.8 3.8

N= N=. N= N= N= N=
Administrators 795 12,164 647 10,301 148 1,863

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response .3 .1 .3 .1 - -
Blue Cross 68.2 70.3 67.7 70.5 70.3 69.6
Blue Shield 59.0 62.7 58.3 62.4 62.2 64.4
Insurance Company 33.3 32.5 34.5 32.7 28.4 30.9
Other 8.4 7.9 9.3 8.9 4.7 2.7

Clerical-Service N= N= N= N= N_ N=
Employees 792 40,074 647 34,753 145 5,321

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response .3 * .3 * - -
Blue Cross 68.7 72.4 68.3 72.9 70.3 69.2
Blue Shield 59.3 62.1 58.7 61.8 62.1 64.2
Insurance Company 32.8 33.8 33.8 34.3 28.3 30.6
Other 8.5 7.4 9.3 8.1 4.8 2.4

Note: Because many institutions report two or more plans, separate percentages add
to more than 100.

* Less than .1 per cent.

or family certificate describing the benefits. Employee contributions
toward the cost are made by salary deduction. Contracts between Blue
Cross and the local hospitals govern the reimbursement of hospitals for
their services to covered patients. Reciprocity among Blue Cross plans
widens their effective coverage areas. If a Blue Cross participant is
cared for in a noncontracting hospital, he usually receives a cash benefit
instead of a service benefit.

Terminating employees may normally convert their group coverage
to an individual "direct-pay" certificate. Under some plans, coverage
may be continued at the lower group premium rate for a short time, three
months for example. A few plans incorporate a deductible, such as the
first $50 or $100 of hospital charges, for employees continuing on a
direct-pay basis. Some direct-pay plans introduce a coinsurance feature,

1
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that is, they cover a stated portion of hospital charges, such as 80 per
cent, instead of 100 per cent.

Most Blue Cross service benefits provide for a specified number of
days of care per hospital confinement in semiprivate (two to four bed)
accommodations. Periods of full benefit, which vary among plans, are
sometimes followed by periods of half benefit in which the plan pays
50 per cent of the hospital's regular daily semiprivate charge. Typical
periods of coverage per confinement are 21 days of full benefit followed
by 90 days of half benefit, or 30, 70, 120, 180, or 365 days of full care
per confinement.

Blue Cross service benefits in semiprivate accommodations typically
include room and board, special diets, general nursing service, use of
equipment, use of operating and treatment rooms, and drugs and medi-
cines required during hospitalization. The following services are also
included when rendered as a regular hospital service provided by the
hospital: laboratory examinations, x-ray examinations, electrocardio-
grams, basal metabolism tests, physical therapy, oxygen and its adminis-
tration, anesthesia and its administration, administration of blood and
plasma (but not the cost of the blood or plasma itself), and intravenous
injections.

When a hospital patient uses private instead of semiprivate accom-
modations, Blue Cross plans provide an allowance toward the cost of
the private room and board. In some plans the allowance is a specified
daily dollar amount. In others it is an allowance equal to the hospital's
minimum, average, or most common semiprivate rate. The difference
between the room and board allowance and the charge is billed to the
patient.

Maternity benefits are normally available under Blue Cross plans
after nine or ten months of participation under a family certificate.
Maternity benefits are usually limited to a specified dollar amount of
hospital charges for such care, or to a specified number of days of care,
including use of the delivery room, ordinary nursery care, and diaper
service for the newborn during the mother's eligible hospital stay.

For hospital emergency outpatient treatment, Blue Cross generally
provides full service in contracting hospitals for emergency accident care
within 24 hours, or sometimes 72 hours, of the accident.

Normally excluded from Blue Cross coverage is hospitalization pri-
marily for diagnostic studies, physical therapy, x-ray therapy, radium
therapy, or convalescence. For a limited number of health conditions
Blue Cross hospital benefits are either excluded or limited; these include
chronic alcoholism, drug addiction, mental disorders, and pulmonary
tuberculosis.

Enrollment of new employees in Blue Cross plans is normally made

1
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at times specified in the group contract. Enrollment of new employees
may be monthly, quarterly, or during a specified period following em-
ployment, such as 30 or 60 days. To be covered, a new spouse must be
enrolled within a specified number of days after marriage.

Children are covered as dependents usually from birth or after a
specified number of days following birth, such as fourteen days, to the
end of the year in which the child reaches age 19. After age 19, children
may obtain individual direct-pay certificates. Unmarried children be-
tween the ages of 19 and 23 are also often eligible if they are full-time
students.

A stated percentage of enrollment of eligible employees must be main-
tained in Blue Cross plans. Typically, a higher percentage enrollment is

ired of smaller groups. The requirements, which differ among plans,
may range from 40 or 50 per cent for groups of 500 or more, to 100
per cent for groups of less than ten.

Blue Shield. Blue Shield base plans for faculty are reported by 58
per cent of the public junior colleges and by 62 per cent of the private
junior colleges. Similar figures are reported for administrative and
clerical-service employees.

The Blue Shield symbol of the National Association of Blue Shield
Plans identifies these associated nonprofit organizations generally offer-
ing basic surgical-medical insurance coverage. As with the nonprofit
hospital plans, various local names are used: United Medical Service
(New York), Blue Shield of Kansas, Mutual Medical Service (Indiana),
California Physicians' Service.

Most Blue Shield plans operate in coordination with the local Blue
Cross plan, with premium billing, enrollment, and other business carried
on through consolidated procedures. As under Blue Cross, employee
contributions, if any, are paid by salary deduction, and an employee
who leaves his group may continue Blue Shield coverage by paying the
full premium directly.

Blue Shield plans normally provide scheduled cash payments for speci-
fied surgical procedures performed in the hospital, doctor's office, or
home, and specified amounts for doctors' visits to a hospitalized patient.
A few Blue Shield plans offer hospital service benefits as well as surgical-
medical benefits; one of these is the California Physicians' Service.

Most of the Blue Shield plans provide that participating physicians
and surgeons will accept the scheduled benefit amount as payment in
full if the subscriber's income is below a certain figure. In some plans
this figure is as low as $3,500; in a few the figure rises to $8,500.

Many Blue Shield plans provide a choice among surgical fee schedules
at the time of each individual's enrollment, with a higher premium
charged for the higher schedule. For example, one scale might range

1 1 i
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from $5 for minor surgical procedures to $200 for major ones, another
from $5 to $500. For doctors' visits in the hospital, one schedule might
provide $10 for the first day and $3 for the next 29 days per admission;
a higher benefit and premium scale might provide $15 for the first day,
$10 for the second day, and lesser amounts for the remainder of the
period up to a total dollar limit.

A small but growing number of the plans state their surgical benefit
schedules in terms of the California Medical Association's 1964 Relative
Value Study; $5 is a commonly used unit value.

Some Blue Shield plans include certain additional benefits, such as
specified amounts for x-ray diagnosis (sometimes limited to fractures
and dislocations), pathological analysis, treatment by radiation therapy
in lieu of surgery, and general anesthesia services by a doctor in a
hospital.

Insurance Company Base Plans. Basic hospital-surgical-medical plans
underwritten by commercial insurance companies are reported for
faculty by 34 per cent of public junior colleges and by 28 per cent of
private junior colleges. The percentages for administrative and clerical-
service personnel are comparable.

The basic group health insurance plans provided by insurance com-
panies differ from one another much more than the plans offered under
the Blue Cross and Blue Shield symbols. And the plans of a single
insurer may differ considerably. The hospital and surgical-medical bene-
fits are normally provided for under a single group contract. An em-
ployer may choose almost any type of insurance company plan he wishes,
for whatever level and scope of benefits he is willing to buy.

Nearly all of the private insurers' basic hospital plans are of the
indemnity type. Reimbursement usually takes the form of a specified
daily maximum benefit payment toward the hospital's actual room and
board charges. In some plans the maximum is stated as the hospital's
average charge for semiprivate room accommodations. But in the major-
ity of the plans the benefit limit is a fixed daily dollar benefit. A weak-
ness of this approach is that in periods of rapidly rising hospital costs,
the stated daily dollar maximum benefit may soon be much lower than
the average local semiprivate room and board charge, For example, the
daily room and board maximum of $24 for a community college in
Southern California is well below the $65 average semiprivate charge
for that area, and is further limited by a $744 overall room and board
maximum.

The maximum period for which insurance company plans pay basic
hospital benefits is usually stated in days, and normally ranges from 70
to 120, depending on the plan, although longer periods are not un-
common. Or, as in the example just above, the maximum may be de-

1 12
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fined as a dollar total of the daily hospital charges, with not more than
the daily maximum allowance applied to any one day.

For hospital services other than room and board (such as drugs,
laboratory tests, x-ray, electrocardiogram, use of equipment, operating
room, and treatment rooms), most insurance company plans pay the
full cost up to a specified total, usually ranging among plans from $300
to $700 per confinement. Additional benefits above the stated limit are
occasionally provided for on a coinsurance basis, with the plan paying
75 or 80 per cent of the charge. The insurance company plans usually
provide benefits for in-hospital emergency outpatient treatment of acci-
dental injuries within a specified time of the accident, usually 24 hours.

A separate maternity benefit schedule, incorporating dollar limits for
hospital confinements, including room and board, delivery room, and
other services, is usually stated. Obstetrical benefits (physician? fees)
may be provided for on a separate schedule, or included in the overall
maternity allowance. Some plans do not include benefits for maternity.

The maximum benefits payable for specified surgical procedures are
set forth in insurance company plans in schedules similar to those of
Blue Shield plans.

Maximum benefits for doctors' visits to patients in the hospital usually
accumulate at a fixed rate for each day of hospital confinement. For
example, the daily benefit for a visit may be $5, with the total benefit
payable for each confinement limited to $200 or $250.

Many of the insurance company plans incorporate supplemental acci-
dent expense insurance for reimbursement of medical expenses which are
not paid under other parts of the plan and which are incurred within
90 days after an accident. Benefits are payable for accidents only and
are applicable only to certain classes of expenses, usually expenses for
hospital confinement. For example, supplemental benefits may be ap-
plied to the difference between the plan's daily room and board maximum
and a hospital's higher regular semiprivate charge, or to charges above
the plan's overall maximum benefit, or to services of special nurses,
physicians' or surgeons' fees, or medical supplies. A commonly used
limit of total benefits under the supplemental provision is $300. Medical
services for pregnancy are normally excluded; charges for drugs are
sometimes excluded. As with accidental death and dismemberment
provisions under group life insurance plans, some fundamental questions
should be raised when benefits are payable for disabilities resulting from
accidents, but not from sickness.

The right of a terminating employee to convert to an individual basic
health insurance policy (as normally included in Blue Cross-Blue Shield
plans) depends on the provisions written into the group contract. Some

1?,
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insurance company plans make no such provision. Under some others
the conversion is limited to persons whc' are under 65 years of age.

An example of the summary schedule of benefits of an insurance com-
pany basic health insurance plan is the following:

Example of Insurance Company
Base Plan Medical Care Benefits

(a) Hospital Confinement Benefits
Daily Room and Board Maximum up to $ 30
Maximum Number of Days 70
Other Charges up to $600

(b) Surgical Benefits (by schedule) up to $400
(c) Maximum Maternity Benefit up to $150
(d) Obstetrical Benefits up to $150
(e) Maximum Medical Expense Benefit up to $280
(f) Maximum X-Ray and Laboratory

Benefit in each Calendar Year up to $ 50
(g) Maximum Supplemental Accident

Benefit up to $300

Community Group Practice Plans. Voluntary prepaid group medical
service plans are available to the employees of approximately 11 per
cent of the junior colleges, mainly public.

The prepaid nonprofit group medical service plans are in operation
in only a few parts of the country, usually urban areas. They include
the Health Insurance Plan of Greater New York, Group Health Insur-
ance, Inc. (New York), the Ross-Loos Medical Group (Soutly..,n Cali-
fornia), the Family Health Program (Southern California), the Group
Health Association (Washington, D. C.), the Group Health Cooperative
of Puget Sound (Washington), the Community Health Association (De-
troit), and the large Kaiser Foundation Health Plan, with medical facili-
ties in various areas in California, Oregon, Washington, Hawaii, and
Alaska.

The community group plans provide doctors' services for home, office,
and hospital visits, and for surgery. Full service benefits are normally
provided, all performed by doctors employed by the insuring organiza-
tion or under contract to it. The coverage includes preventive medicine,
dirgnosts, regular medical treatment, specialists' care, physical examina-
ti lns, pediatric checkups for children, immunization, eye examinations
for glasses, laboratory tests, x-ray, and radiation and physiotherapy
treatments. Under some plans the individual can choose to pay a $1 or
$2 charge for each visit to the doctor and thereby lower the premium
rates.
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Some of the prepaid group service plans provide their hospital bene-
fits under a Blue Cross plan. Where the group operates its own hospitals,
such as the Kaiser plan, hospital care is usually provided as a stated
number of days of full care per year, such as 365, or days of full care
followed by days of half care, such as 125 days of full care for each
illness, followed by 240 at half the prevailing semiprivate rate. Full
coverage of the following is normally included; drugs in the hospital,
x-ray, laboratory tests, physical therapy, general nursing, use of equip-
ment, use of operating and treatment rooms.

Maternity care is fully covered in some plans. In others there is a
stated charge, such as $100 or $175, for all medical and hospital services
utilized in maternity confinement.

The coverage usually includes provision for low-cost purchase of
prescription drugs out of the hospital.

For persons who require emergency hospital care when temporarily
away from the group service area, the service plans normally will pay
up to $1,000, or in some plans $2,000, for the cost of such care. In
addition, provision is made for reimbursement of related emergency
physicians' fees, usually at a $5 or $6 unit rate under the California
Medical Association's Relative Value Study.

Group Dental Plans. An insurance plan for regular dental care is
reported by about 10 per cent of public junior colleges and by 3 per cent
of private junior colleges (see Table 6-3). The survey Oki not obtain
information on whether employer contributions are made toward their
cost.

About two-thirds of the dental care plans reported by public junior
colleges are provided under plans specifically limited to dental benefits;
the benefits of the remaining plans, including the small number of plans
reported by the private colleges, are provided through an existing college
health insurance plan.

Regular dental care is important, and it is desirable to have available
an appropriate method of facilitating payment. Yet in setting college
priorities for staff benefits, it is worth noting that insurance is not neces-
sarily the most economical method of meeting all types of health care
expenses. Much of routine dental care is comparable to routine physi-
cians' care, normally not covered by basic hospital-surgical-medical
plans or other insurance.

In considering dental benefits, it should be noted that limited dental
care is already the concern of major medical expense insurance plans,
which cover costs for treatment after an accident of injuries sustained to
natural teeth, including the replacement of such teeth. Extension of the
coverage of an existing plan to include regular dental care is one way of
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helping to keep benefit plan costs down by avoiding the extra adminis-
trative expenses of establishing and operating a separate plan.

The dental plan of the California Dental Service (CDS), established
in 1955, illustrates one current approach to dental insurance. Each
enrolled individual (employee and dependents) may receive benefits for
covered dental care of up to $1,000 in each calendar year. To provide
cost control, participating dentists agree to charge no more than the
fee amounts listed with the plan. During the first year of an individual's
participation, CDS pays 70 per cent of the fees charged for covered
dental services. If the individual visits the dentist at least once during
the first year and has all treatment prescribed, the portion that CDS pays
the second year increases to 80 per cent. The portion increases to 90
per cent during the third year and to 100 per cent during all subsequent
years for each enrolled member of a family who visits the dentist at least
once a year and has all care prescribed. The coverage returns to the 70
per cent level if the individual does not visit the dentist in a twelve-month
period.

The covered benefits include cleaning once every six months, space
maintainers, oral surgery, extractions and other surgery, root-canal work
and periodontics, and restorative dentistry, including the provision of
amalgam, synthetic porcelain and plastic restorations. Gold restorations,
crowns, and jackets are covered when teeth cannot be restored with the
other materials. For prosthetics, CDS pays 50 per cent of the charges
for bridges and partial or complete dentures.

Services not covered are those with respect to congenital mouth for-
mations, cosmetic surgery or dentistry, prosthetic services or devices
started prior to the day the patient became eligible under the plan, and
orthodontic services.

Other types of group dental care plans in operation include plans
providing for calendar year deductibles, such as $35 per person, and
sharing of costs on an 80-20 per cent coinsurance basis. Maximum
annual benefits are usually in the area of $1,000 per insured individual.
For orthodontic treatment, if included, coinsurance may be reduced to
60-40 per cent, or 50-50 per cent.

Operation of a Base Plan

The master contract between the insurer and the employer sets forth
the type of basic hospital-surgical-medical plan in effect and states in
contract language the benefits provided.4

The insurer administers the benefits as determined by the contract.

4 Where a basic health insurance plan is offered by a state teacher or employee associa-
tion, the contract is between the association and the insurer.

1/6
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Once the type of plan and the extent of coverage have been decided, the
employer's responsibility includes determination of the following: (1)
the employees to be covered; (2) the waiting period, if any, before new
employees are eligible to participate; (3) the sharing of the cost of the
plan between employer and employee; (4) the participation of retired
employees and their widows.

CLASSES OF EMPLOYEES COVERED

Everyone is subject to accidents and illness and to the hospital and
doctor bills that result; broad opportunity for protection is important to
both the college as an employer and to the faculty and staff. If the
institution has a basic health insurance plan, there is good reason to
make it available to all full-time employees, and to regular employees
working "half-time" or more as well. Virtually all of the institutions
reporting basic plans make all employee classes eligible; Table 6-2 shows
no significant differences among employee classes in eligibility for basic
coverage.' The principal exception is part-time evening faculty who have
a regular employer other than the college or school district.

The dependents of eligible employees are normally covered when the
employee enrolls and indicates a request for dependent coverage. An
employee who does not initially require dependent coverage may add
such coverage, as a rule, at any time within 31 days of a change in
dependent status.

WAITING PERIODS

For the new employee and his dependents, the waiting period for
participation in the health insurance plan should not be much longer
than the time required for the completion of enrollment procedures.
Some colleges have set up short waiting periods for classes of employees
that experience a relatively high turnover rate in the early months of
employment.

In the majority of the health insurance plans reported by junior
colleges, no waiting period is stated; the employee may enroll in the plan
immediately by signing an enrollment card and insurance becomes im-
mediately effective.

Table 6-5 shows the health insurance waiting periods reported by the
colleges. The table covers waiting periods for all types of health insur-
ance plans; if the waiting period is different for basic and major medical
insurance, the shortest qualifying period is shown. Participation is im-
mediate for new college faculty and administrative officers in 60 per

Only one public junior college and two private junior colleges reported a basic health
insurance plan for faculty that did not also cover clerical-service employees.
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TABLE 6-5: GROUP HEALTH INSURANCE PLANS IN JUNIOR COLLEGES,
1970. WAITING PERIOD BEFORE EMPLOYEE IS ELIGIBLE TO

PARTICIPATE a

All
Institutions Public Private

Per Cent Per Cent
lnsts EEs

Per Cent Per Cent
lnsts EEs

Per Cent Per Cent
lnsts EEs

N= N= N- N= N= N=
Faculty 853 58,548 696 53,288 157 5,260

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response 1.5 .6 1.0 .6 3.8 1.3
No Waiting Period 59.9 57.8 61.3 58.8 52.9 45.0
One Month or Less 21.2 24.3 21.3 23.9 21.0 29.4
Until the First Day of the

Month Following One Full
Month of Employment 10.3 11.6 10.2 11.4 10.8 14.4

A Stated Number of
Months 5.0 4.2 4.3 3.9 8.3 7.4

Other 2.1 1.5 1.9 1.4 3.2 2.5

N= N= N= N= N= N=
Administrators 853 12,854 695 10,889 158 1,965

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response 1.5 .8 1.0 .7 3.8 1.5
No Waiting Period 59.9 56.0 61.3 57.2 53.1 48.5
One Month or Less 21.1 24.4 21.3 24.1 20.3 26.2
Until the First Day of the

Month Following One Full
Month of Employment 10.3 11.6 10.2 11.5 10.8 12.2

A Stated Number of
Months 5.0 5.4 4.3 4.9 8.2 8.7

Other 2.2 1.8 1.9 1.6 3.8 2.9

Clerical-Service N= N= N= N= N= N=
Employees 850 42,291 695 36,688 155 5,603

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response 1.6 2.2 1.2 2.4 3.9 1.0
No Waiting Period 56.4 50.3 58.5 52.3 45.7 36.9
One Month or Less 21.5 26.4 21.9 26.4 20.0 26.0
Until the First Day of the

Month Following One Full
Month of Employment 10.7 12.6 10.9 12.2 9.7 15.2

A Stated Number of
Months 7.6 7.3 5.6 5.8 16.8 17.7

Other 2.2 1.2 1.9 .9 3.9 3.2

a If waiting period is different for basic and major medical coverage, shortest period is
given.

cent of responding colleges reporting health insurance plans. For clerical-
service staff, participation is immediate in 56 per cent of institutions. A
waiting period of one month or less until coverage begins, or until the
first of the month following one full month of employment, is reported
by 31 per cent of plans for faculty and administrators, and by 32 per cent
of plans covering clerical-service employees. Less than 10 per cent of
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the plans for any employee class state waiting periods longer than those
just described; these longer waiting periods are usually no more than two
to three months. By control of institution, private junior colleges report
somewhat longer waiting periods than public; private colleges also report
longer waiting periods for clerical-service employees than for their
faculty and administrators, while in public colleges there is relatively
little difference.

When the employer pays the entire health insurance premium, eligible
employees are covered automatically as soon as they have completed any
waiting period. When the employee is to pay part or all of the premium
(and is not required to participate in the plan as a condition of employ-
ment), the group contract states a period within which the newly eligible
employee can elect coverage. Provisions for subsequent enrollment are
stated for those who did not elect coverage when they initially became
eligible. The later enrollment opportunities are often offered during
periodic "open enrollment" periods. An individual may join the plan at
any time, as a rule, by providing medical evidence of insurability.

Dependent coverage, like employee coverage, becomes effective auto-
matically for the eligible dependents of insured employees if the employer
pays the full premium for dependents. If the employee pays part or all
of the premium for dependent coverage, he can elect dependent coverage
(a family certificate) at the time he joins the plan. If a dependent is
hospitalized when first eligible, coverage begins after confinement ends.
Coverage for a new spouse must usually be applied for within a specified
period after the date of marriage; otherwise, the addition may be made
only at specified times or by furnishing evidence of insurability. In most
plans, newborn children are covered automatically under a family certifi-
cate. Under other plans, coverage for a newborn child must be applied
for within a specified period after birth.

SHARING THE COST

Employee Coverage. The last ten years have seen a marked increase
in the proportion of junior colleges which pay toward the cost of their
staff members' basic group health insurance coverage. In 1960, only a
third of the colleges paid anything toward the cost of basic health
insurance protection for faculty and administrators, and only 6 per cent
paid the full cost of such protection.' In 1970, about three-quarters of
the junior colleges reported an employer contribution toward basic
coverage of faculty, administrators, and clerical-service employees. The
proportion of basic plans in which the employer pays the entire cost of
employee coverage rose to 47 per cent in 1970.

6 King, "Insured Staff Benefit Plans in the Junior Colleges," Junior College Journal,
September 1960, p. 10.
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Table 6-6 outlines the current premium-sharing arrangements in the
junior colleges reported for basic health insurance coverage of faculty,
administrators, and clerical-service employees. The table indicates that
the proportion of employer-pay-all plans is substantially higher in public
colleges than in private colleges, and that there is more sharing of the
cost in private colleges. The employee pays the entire premium in a
little less than a quarter of the plans in both public and private junior
colleges.

Dependent Coverage. The proportion of colleges contributing to the
cost of dependents' coverage under basic health insurance is significantly
less than the proportion contributing to the cost of employee coverage.
Forty per cent of the colleges contribute to the cost of dependent cover-
age for faculty, administrators, and clerical-service employees. This
includes the 14 per cent which pay the full cost of dependent coverage.
In contrast, 75 per cent of the colleges contribute toward the cost of

TABLE 6-6: GROUP HEALTH INSURANCE PLANS IN JUNIOR COLLEGES,
1970. EMPLOYER- EMPLOYEE SHARING OF COST OF BASIC HOSPITAL -

SURGICAL- MEDICAL INSURANCE - EMPLOYEE COVERAGE

All
Institutions Public Private

Per Cent Per Cent
Insts EEs

Per Cent
Insts

Per Cent
EEs

Per Cent Per Cent
Insts EEs

N= N= N= N= N= N=
Faculty 795 55,195 648 50,254 147 4,941

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response .5 .2 .2 * 2.0 1.9
Employer Pays Full Cost 46.8 58.2 49.2 60.5 36.1 35.5
Employer-Employee Share

Cost 28.4 25.3 26.1 24.0 38.8 39.1
Employee Pays All 24.3 16.2 24.5 15.5 23.1 23.4

N= N= N= N= N= N=
Administrators 795 12,164 647 10,301 148 1,863

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response .5 .4 .2 .1 2.0 2.5
Employer Pays Full Cost 46.9 53.7 49.3 56.7 36.5 37.1
Employer-Employee Share

Cost 28.6 29.3 25.8 26.5 40.5 44.7
Employee Pays All 24.0 16.5 24.7 16.7 20.9 15.7

Clerical-Service N= N= N= N= N= N=
Employees 792 40,074 647 34,753 145 5,321

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response .5 .2 .2 4, 2,1 1.8
Employer Pays Full Cost 47.1 56.9 49.6 60.8 35.9 31.8
Employer-Employee Share

Cost 29.3 27.4 26.9 24.5 40.0 46.3
Employee Pays All 23.1 15.4 23.3 14.7 22.1 20.0

* Less than .1 per cent.
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employee coverage, including the 47 per cent paying the full cost. The
employee pays the full cost of dependent coverage in nearly 60 per cent
of the plans. Table 6-7 details the sharing of premiums for basic
coverage of dependents.

Employer Role. A distinctive trend toward a stronger employer role
in helping to pay for basic hospital-surgical-medical insurance has taken
place in the past decade. In the decade to come it seems likely that
employer-pay-all plans for basic employee health insurance will continue
to grow and that employee-pay-all plans will nearly disappear.

As for an increased employer role in helping to pay for basic health
insurance coverage of dependents, this too may be expected to increase,
but possibly at a slower rate. Some colleges believe that making con-
tributions toward employee health insurance, a risk that is uniformly
distributed among employees, should be distinguished from contributions
for dependent coverage, which some employees will require while others
will not.

TABLE 6-7: GROUP HEALTH INSURANCE PLANS IN JUNIOR COLLEGE',
1970. EMPLOYER - EMPLOYEE SHARING OF COST OF BASIC HOSPITAL

SURGICAL-MEDICAL INSURANCE-DEPENDENT COVERAGE

All
Institutions Private Public

Per Cent Per Cent
Insts EEs

Per Cent Per Cent
In= EEs

Per Cent Per Cent
Insts EEs

N=. N= N= N= N= N=
Faculty 795 55,195 648 50,254 147 4,941

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response .5 .3 .2 .1 2.0 1.9
Employer Pays Full Cost 13.7 22.3 14.5 23.6 10.2 9.1
Employer-Employee Share

Cost 26.9 26.5 26.4 26.1 29.3 30.1
Employee Pays All 58.9 51.0 59.0 50.2 58.5 58.9

N= N= N= N= N= N=
Administrators 795 12,164 647 10,301 148 1,863

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response .5 .5 .2 .1 2.0 2.5
Employer Pays Full Cost 13.8 18.9 14.5 20.3 10.8 11.5
Employer-Employee Share

Cost 27.2 30.4 26.3 29.7 31.1 34.0
Employee Pays All 58.5 50.2 59.0 49.9 56.1 52.0

Clerical-Service N= N= N= N= N= N=
Employees 792 40,074 647 34,753 145 5,321

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response .5 .3 .2 .1 2.1 1.8
Employer Pays Full Cost 13.8 24.8 14.7 27.2 9.7 9.4
Employer-Employee Share

Cost 27.0 26.9 26.4 25.9 29.7 33.7
Employee Pays All 58.7 47.9 58.7 46.8 58.6 55.1
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College employers are more likely to pay the whole cost of dependent
coverage if they pay the whole cost of employee coverage. Among insti-
tutions in which the employer pays the full cost of employees' basic health
insurance coverage, dependent coverage is paid for in full by the em-
ployer in 28 per cent of the plans, and the employer shares with the
employee the cost of dependent coverage in 18 per cent. The employee
pays the full cost of dependent coverage in 54 per cent of employer-pay-
all plans for employee coverage ( the figures cited are for faculty cover-
age; other classes are approximately the same).

Among institutions in which the employer shares with the employee
the cost of employee coverage, dependent coverage is paid for in full in
only 1.3 per cent of the plans (three plans for faculty, four for clerical-
service employees). The employer and employee share the cost of de-
pendent coverage in nearly two-thirds of the plans, and the employee
pays the full cost in about one-third.

In plans in which the employee pays the full cost of his own coverage,
he also pays the full cost of his dependents' coverage.

CHOICE OF PLANS

For most junior colleges the basic health insurance plan is provided
through a single insurer under one master group contract. The same
provisions cover all the employees who participate in the plan. In about
a tenth of the junior colleges, mainly public, a choice of the type of
basic coverage is provided for. This is frequently the case in areas in
which prepaid group medical practice plans are in operation.

As an example of choices provided, one junior college district offers
employees their preference of one of the following: (1) a Blue Cross
basic hospital-surgical-medical plan and Blue Cross major medical; (2)
a community group practice plan, including hospitalization; or (3) a
life insurance company comprehensive major medical plan. The Blue
Cross plan is offered through state teacher and school employee asso-
ciations.

Where a choice of plans is provided, the institution usually pays a
fixed contribution on behalf of each employee; the employee selects the
plan to which the contribution is applied and pays the balance of the
cost, if any.

HEALTH INSURANCE FOR OLDER PERSONS

Seven out of ten junior colleges report that group health insurance
coverage terminates when retirement takes place. For most retired per-
sons aged 65 and over, Medicare provides needed continuing health
insurance after employment ceases. All persons reaching age 65 become

1
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eligible for Part B (Medical Insurance) of the Medicare program, and
persons eligible for Social Security retirement benefits become eligible
for Part A (Hospital Insurance) .

Basic group health insurance, if continued into retirement, supple-
ments but does not duplicate Medicare. If group health insurance is
provided for persons who have retired at an age earlier than 65, before
Medicare benefits are available, the coverage either changes to the sup-
plementary form when age 65 is reached, or, more often, terminates.
Basic insurance to supplement Medicare is a relatively expensive form
of insurance; its benefits consist mainly in filling in the deductible and
coinsurance amounts of the federal program. In deciding to terminate
regular coverage at 65, colleges have rightly questioned the need for
basic group coverage and Medicare. A retired individual can continue
supplementary or "wrap-around" coverage on his own, if he is willing to
spend the money, under Blue Cross and Blue Shield plans, prepaid
group practice plans, and insurance company plans in some states.

For active employees, basic coverage usually terminates automatically
when an active employee becomes eligible for Medicare. If basic cover-
age does not terminate, adjustments are normally made to avoid duplica-
tion of benefits and keep insurance costs down. If employee insurance
ceases or changes because of eligibility for any coverage under Medicare,
dependents who are not eligible for Medicare coverage normally continue
to be covered under the regular group plan.

Among the 28 per cent of institutions indicating that group health
insurance coverage is continued during retirement, about three-quarters
of this group of 239 colleges provide for continuation of basic hospital-
surgical-medical insurance along with Medicare. Sixty-five per cent of
this group offer continuation of major medical expense insurance; major
medical can provide coverage when Medicare benefits,' if extensively
used, reduce or terminate, and can cover the cost of prescription drugs
out of the hospital, special nursing, and medical expenses incurred
outside the United States. Fifteen per cent continue a comprehensive
major medical plan, and 5 per cent community group practice plans.
(See Table 3-55, Appendix B.)

Where retired health insurance coverage is provided, about a quarter
of the institutions pay the whole cost, a quarter share the cost with the
retired employee, and in half the retired employee, if he wishes the
coverage, pays the whole cost. For the coverage of dependents of retired
employees, wives or husbands in most cases, a fifth of the 239 institutions
pay the whole cost, a fifth share the cost with the retired employee, and
in three-fifths the retired employee pays the full cost of dependent cover-
age. (See Table 3-56, Appendix B.)

A group health insurance plan for retired employees that is not wholly
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paid for by the employer raises the question of how to find a dependable
method of collecting contributions from persons no longer with the
college. Salary withholding is not possible, and address changes, delays
in premium payments or notices of changes in premium rates, and other
communications problems, create administrative difficulties and raise
administrative expenses.

Group Major Medical Expense Insurance

Group major medical expense insurance concentrates on reimburse-
ment for the major expenses of medical carethe higher and less pre-
dictable costs associated with prolonged illness or serious injury, costs
that may amount to perhaps thousands of dollars and that can leave a
family battered financially unless insurance protection is present. Lesser
medical expenses are usually handled through base plan coverage or, on
a smaller scale, through regular family budgeting.

The development of group major medical expense insurance began in
the early fifties, a period of steeply rising medical costs and of rapidly
advancing medical techniques requiring expensive equipment, complex
facilities, and highly trained operating personnel. Table 6-8 shows that
except for the cost of prescriptions and drugs, price indexes of medical
care items have continued to rise more rapidly than the Consumer Price
Index for all consumer items. A 1956 Ford Foundation grant to Teach-
ers Insurance and Annuity Association (TIAA), following a TIAA
study of medical insurance needs in the colleges, provided developmental
expenses and contingency reserves for the introduction of major medical
expense insurance specifically designed for educational institutions.

In the junior colleges the growth of group major medical expense
insurance has been more rapid than for the U. S. as a whole, in which
less than half of persons with basic insurance have group major medical.'
In 1960, one-third of the two-year colleges reported a major medical
plan.' in 1970 major medical insurance plans or equivalent protection
are reported by over 90 per cent of the junior colleges. Table 6-2,
earlier in this chapter, summarizes the extent of major medical coverage
currently reported by junior colleges.

Most of the colleges offering major medical protection follow a "two
plan" approach to health insurance coverage, a supplementary major
medical plan in conjunction with a basic hospital-surgical-medical plan.

7 In 1960,21 per cent of persons in the U.S. with basic hospital expense insurance were
also covered by major medical expense insurance. Figures for 1968 indicate that approxi-
mately 40 per cent of those with hospital expense insurance were also covered by major
medical. Over 90 per cent of persons covered under major medical expense insurance are
covered through group policies. Health Insurance Institute, 1969 Source Book of Health
Insurance Data, pp. 24-25.

8 King, op. cit., p, 12,
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In fewer institutions, a single or "comprehensive" insurance plan incor-
porates both basic and major medical benefits, and in others a prepaid
group practice plan, including hospitalization benefits, provides a full
range of health care. As with base plans, some institutions provide a
choice among two or three types of major medical coverage.

COMMON ELEMENTS OF GROUP MEDICAL EXPENSE INSURANCE PLANS

Major medical plans usually reimburse 80 per cent of covered ex-
penses that (1) are not reimbursed by a basic hospital-surgical-medical
plan and (2) exceed a cash deductible amount, such as $100, which is
paid by the insured person himself. The maximum benefit amount
payable for each insured individual is usually high enough to encompass
very large medical expenses.

The following elements are usually found in group major medical
expense insurance plans:

(1) A broad scope of coverage. Major medical expense coverage
includes just about all types of physicians' charges and other ner....:ssary
medical expenses, whether the individual is in the hospital or not. Thus,
its coverage extends beyond surgery and hospitalization and includes
home and office care, private duty nursing, rental of special equipment,
prescription drugs in and out of the hospital, and diagnostic services.

(2) A high benefit maximum. The maximum total major medical
benefit amount per insured person currently reaches as high as $50,000.
Although most plans concentrate in the $10,000 to $25,000 area, in-
creasing numbers are moving toward the $50,000 level. While a very
small proportion of employees or dependents will ever excee 1 a maxi-
mum of $50,000, this degree of protection against medical bills is needed
fcr those whose bills do indeed reach extraordinary levels.

(3) Reinstatement provisions: (1) An automatic reinstatement pro-
vision, under which an individual who has received major medical
benefits may each year automatically restore his original maximum
benefit amount, usually subject to a maximum of $1,000 per year,
without supplying medical evidence of insurability. Plans with a $50,000
initial maximum benefit incorporate a $5,000 ma;zimum automatic
reinstatement provision. (2) The full maximum can normally be rein-
stated at any time if the individual can furnish evidence of insurability.

(4) Family coverage. Group major medical plans normally insure
employees and their eligible dependents, including unmarried children
to age 19, and unmarried children age 19 to 23 who are full-time stu-
dents and dependent on the employee for support.

(5) A cash deductible amount, designed to screen out the lower levels
of medical expense capable of being met from current income or savings.
The cash deductible amount is the out-of-pocket amount (not reim-
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bursed 'Dy a basic hospital-surgical-medical plan) paid by the individual
for covereu medical expenses before reimbursement begins uncle the
major medical plan.

(6) A deductible accumulation period, which limits the period of
time in which the cash deductible may be accumulated, for example,
three months, six months, a calendar year.

(7) A coinsurance provision, designed to give the individual a per-
sonal stake in the size of his medical bills. This feature, like the deduc-
tible amount, aims at helping to keep plan costs reasonable. The coin-
surance percentage, usually 20 per cent, is the percentage of covered
medical expenses above the cash deductible amount that the insured
himself pays and for which he is not reimbursed by the major medical
plan. A comprehensive major medical expense plan (not supplementary
to a base plan) may provide an area of full reimbursement (no coinsur-
ance) for a stated amount of covered hospital charges, such as the first
$1,000; other covered charges, in hospital or out, are then reimbursed,
after the cash deductible, on the regular coinsurance basis.

(8) A benefit period. This is the period during which major medical
benefits are paid for cmered expenses incurred after the cash deductible
amount has been satisfied. After a benefit period is terminated, the
insurei individual must again pay the cash deductible amount in order
to establish another benefit period.

(9) Relatively few expense limitations. The full cost of semiprivate
hospital accommodations is normally a covered medical expense under
major medical plans. However, a dollar maximum is placed on the
daily hospital charges allowable for private room and board. There are
no "inside limits," such as scheduled allowances for specified surgical
charges or doctors' visits, or numbers of days of hospitalization allowed,
as under basic health insurance plans. The broad "reasonable and cus-
tomary" rule governs doctors' fees.

A few classes of expenses are generally not covered by major medical
insurance, such as eye examinations, glasses, hearing aids, expenses
incurred in a government hospital, sickness or injury resulting from war,
dental treatment except for treatment of injuries sustained in an accident,
and pregnancies, except for certain serious complications. Covered ex-
penses under major medical do not include expenses incurred on account
of sickness or injury arising out of or in the course of employment to
the extent that benefits an payable under applicable Workmen's Com-
pensation laws or similar statutes.

Expenses for treatment of mental or nervous disorders while confined
in a hospital are usually covered on the same basis as other expenses
incurred in a hospital, although some plans place a limit on days of care,
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or on maximum applicable benefits, or both, and some change the 80-20
coinsurance to 50-50 after a stated number of days in the hospital.

Treatment of mental or nervous disorders when an individual is not
confined in the hospital is frequently not covered, or, if covered, is
limited; limits are placed on numbers of visits to the doctor that will be
covered and on the dollar amount of covered charges per visit. The
coinsurance percentage is usually set at 50-50. In the few plans in
which treatment of mental and nervous disorders out of the hospital has
been covered on the same basis as other medical expenses, plan costs
have substantially increased.

(10) A provision for continuation of benefits of terminating em-
ployees. If a participant's employment is terminated while a benefit
period is in effect, provision is made for continuation of benefit payments
for a specified time, usually for a maximum period of three or six months
or c ne year.

HOW MAJOR MEDICAL WORKS

A health insurance plan designed to begin benefits when medical
expenses become "major.' and end them when they end or decline to a
lower level must define the starting and stopping points and incorporate
a method of sensing these points in each individual case. A number of
methods are in use. In general, they utilize applications of some or all
of the following: the cash deductible, the deductible accumulation pe-
riod, the benefit period, the continued expense test, and the medical
cause. The stated maximum benefit amount governs total reimburse-
ments under the plans.

The Deductible Accumulation Period. This is the stated period within
which the cash deductible must be satisfied by the insured. When stated
in months, the usual period is three months and the deductible must be
satisfied in a period of three consecutive months or less. In some plans
the deductible accumulation period is defined as the calendar year, Janu-
ary 1 to December 31.

Table 6-9 shows the types of deductible accumulation periods re-
ported for major medical plans in the junior colleges. About half the
plans report that the deductible must be accumulated within the calendar
year, about a fifth report either a three or six month period, and about
a fifth report a benefit year plan in which the deductible may be accumu-
lated within arty twelve month period.

The Benefit . 'eriod. Once the deductible has been satisfied within the
prescribed period, the benefit period is in effect. In calendar year plans
the benefit period continues to December 31. In benefit year plans it
continues for a period of twelve consecutive months starting from the
date of the first covered expense used to satisfy the deductible.

l8
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TABLE 6-9: GROUP HEALTH INSURANCE PLANS IN JUNIOR COLLEGES,
1970. DEDUCTIBLE ACCUMULATION PERIODS REPORTED FOR MAJOR

McDICAL INSURANCE PLANS

All
Institutions Public Private

Per Cent
Insts

Per Cent
EEs

Per Cent Per Cent
Insts EEs

Per Cent Per Cent
lusts EEs

N= N= N= N=
Faculty 787 56,193 661 51,572 126 4,621

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response 7.0 4.4 5.6 3.8 14.3 10.4
the Calendar Year 51.3 59.4 52.5 60.8 44.4 43.8
12-Month Period 17.5 17.0 18.5 17.6 12.7 10.1
3 Months 16.1 10.9 16.0 9.7 16.7 24.9
6 Months 2.3 1.8 2.0 1.8 4.0 2.2
Other 5.8 6.5 5.4 6.3 7.9 8.6

N= N= N= N= N= N=
Administrators 789 12,233 662 10,531 127 1,702

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response 6.8 5.1 5.4 4.0 14.2 11.5
The Calendar Year 51.3 57.8 52.6 59.2 44.1 49.5
12-Month Period 17.6 17.1 18.4 18.5 13.4 8.3
3 Months 16.2 12.4 16.2 11.2 16.5 20.2
6 Months 2.3 2.0 2.0 1.9 3.9 2.6
Other 5.8 5.6 5.4 5.2 7.9 7.9

Clerical-Service N= N= N= N= N= N=
Employees 774 40,378 654 35,548 120 4,830

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response 6.7 4.7 5.7 4.0 12.5 9.9
The Calendar Year 51.7 59.4 52.9 62.1 45.0 40.4
12-Month Period 17.7 17.9 18.5 18.8 13.3 10.9
3 Months 15.5 10.6 15.3 8.3 16.7 27.1
6 Months 2.5 1.7 2.1 1.6 4.2 2.6
Other 5.9 5.7 5.5 5.2 8.3 9.1

The two or three year benefit period plans provide longer maximum
benefit periods than either the calendar or benefit year methods. Under
a "continued expense" plan, the benefit period, which is figured from the
date of the first expense used to satisfy the deductible amount, continues
until whichever occurs first: (a) the end of three years, or (b) the end
of any three consecutive months during which covered expenses, exclu-
sive of any paid by a base plan, have not exceeded a certain amount,
such as $50. This is the "continued expense" test.

The continued expense plan is designed to continue uninterrupted
benefits during a period that will normally be long enough to meet the
major needs of a serious illness or accident. The three month continued
expense test helps keep plan costs down by eliminating payments for
lesser medical expenses once the period o: major expenses has ended.
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On the other hand, under calendar or benefit year plans the individual
has to satisfy a new deductible each year even though major medical
expenses continue, and benefits are continued until the end of the cal-
endar or benefit year even when covered expenses become very light.

To prevent an individual from having to satisfy two deductibles in
quick succession, calendar year plans generally provide that any part of
the deductible that applies to expenses occurring in the last three months
of a year will be credited toward the deductible payable in the following
year. Even with this "carryover" provision, there remains the disad-
vantage of the calendar year plan in its use of an arbitrary date, Decem-
ber 31 each year, as the cut-off point for all benefit periods under the
plan. This gives small recognition to the fact that a serious illness or
accider can strike in any month and that heavy medical expenses can
and do run from one year to the next.

Table 6-10 shows the maximum benefit periods reported for junior
college major medical plans. Forty-two per cent of the plans report a
benefit period of the balance of the calendar year, 26 per cent the
benefit year ( one year in the table), and about 18 per cent a two or
three year maximum benefit period.

The deductible and the benefit periods are normally applied separately
to each member of a family. Where charges are incurred as a result of
a common accident sustained by two or more insured members of a
family, expenses are usually combined to satisfy only one deductible
amount, which then establishes a benefit period for each injured person.
Each person continues to have his own separate maximum benefit
amount.

All Cause and Per Cause. In most major medical plans all covered
expenses incurred by an individual, regardless of cause, are combined
for the purpose of the deductible, benefit period, and maximum benefit
amount. After a person has paid the deductible amount, he receives the
benefits for any and all subsequent covered expenses incurred during the
remainder of the benefit period. This all cause approach to satisfying
a deductible recognizes that a person's budget is hit just as hard by
medical expenses whether they arise from one or from several causes.

In per cause plans, each illness or accident is treated separately for
the purpose of the deductible, the benefit period, and, usually, the maxi-
mum benefit amount. Here the expenses used to satisfy a cash deductible
must be related to one illness or accident. Any covered expenses incurred
for a different and unrelated cause are treated under a separate deduc-
tible, a separate benefit period, and a separate maximum amount. The
deductible accumulation period in a per cause plan is usually three
months, and the benefit period for each illness or accident under this
approach usually continues for two years unless it ends sooner because
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TABLE 6-10: GROUP HEALTH INSURANCE PLANS IN IUNIOR COLLEGES,
1970. MAXIMUM LENGTH OF BENEFIT PERIOD IN MAPIR MEDICAL

INSURANCE PLANS

All
Institutions Public Private

Per Cent Per Cent
Insts EEs

Per Cent Per Cent
Insis EEs

Per Cent Per Cent
Inns EEs

N= N= N:.-_- N= N= N=
Faculty 787 56,153 661 51,572 126 4,621

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response 7.6 4.8 6.5 4.4 13.5 9.3
Balance of the

Calendar Year 42.4 53.4 43.1 54.5 38.1 39.8
1 Year 26.0 23.6 28.0 24.6 15.9 13.2
2 Years 9.0 5.8 8.9 5.6 9.5 8.2
3 Years 8.6 6.0 7.4 4.7 15.1 20.9
Other 6.4 6.4 6.1 6.2 7.9 8.6

N= N= N= N= N= N=
Administrators 789 12,233 662 10,531 127 1,702

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response 7.5 5.7 6.3 4.9 13.4 10.8
Balance of the

Calendar Year 42.3 51.0 43.1 52.1 37.8 43.8
1 Year 26.2 24.2 28.1 26.0 16.5 12.9
2 Years 9.0 7.2 8.9 7.2 9.4 7.6
3 Yes 8.7 5.9 7.6 4.6 15.0 13.9
Othe; 6.3 6.0 6.0 5.2 7.9 11.0

Clerical-Service N= N= N= N= N= N=
Employees 774 40,378 654 35,548 120 4,830

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response 7.4 5.0 6.6 4.5 1!..7 8.3
Balance of the

Calendar Year 42.8 53.9 43.4 56.8 39.1 33.8
1 Year 26.4 24.4 28.1 25.7 16.7 14.6
2 Years 9.0 5.7 8.9 4.9 10.0 11.2
3 Years 8.1 6.1 7.0 3.9 14.2 21.8
Other 6.3 4.9 6.0 4.2 8.3 10.3

the insured person ceases to incur a stated level of covered expenses
from that cause (the continued expense test) during a three month
period.'

Table 6-11 summarizes the incidence of all cause and per cause plans
in junior college major medical plans according to whether the deduc-
tible amount is accumulated on a per cause or all cause basis. About
four out of five plans use the all cause approach.

Under per cause plans there is often considerable difficulty in deter-

9 The continued expense test is also used by many all cause plans; the majority of TIAA
major medical expense plans, for example, use the continued expense test and a maximum
benefit period of three years.
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TABLE 6-11: GROUP HEALTH INSURANCE PLANS IN JUNIOR COLLEGES,
1970. PER CAUSE AND ALL CAUSE MAJOR MEDICAL

INSURANCE PLANS

All
Institutions Public Private

Per Cent Per Cent Per Cent Per Cent Per Cent Per Cent
lnsts EEs huts EEs lnsts EEs

N= N= N= N= N= N=
Faculty 787 56,193 661 51,572 126 4,621

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response 7.0 4.2 5.6 3.7 14.3 10.5
Per Cause 15.4 14.1 16.2 14.2 11.1 12.2
All Cause 74.6 77.3 75.5 77.7 69.8 72.8
Other 3.0 4.4 2.7 4.4 4.8 4.5

N= N= N= N= N= N=
Administrators 789 12,233 662 10,531 127 1,702
Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response 6.8 5.0 5.4 3.9 14.2 11.3
Per Cause 15.5 14.9 16.2 1'.5 11.8 10.9
All Cause 74.5 */ 7.6 75.5 7.:.5 69.3 72.7
Other 3.2 2.5 2.9 2.1 4.7 5.1

Clerical-Service N= N.= N= N= N= N=
Employees 774 40,378 654 35,548 120 4,830

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response 6.7 4.5 5.7 3.7 12.5 9.9
Per Cause 15.8 13.8 16.4 13.8 12.5 13.5
All Cause 74.4 76.0 75.1 76.8 70.0 71.1
Other 3.1 5.7 2.8 5.7 5.0 5.5

-.-
mining whether a particular medical expense is related to one illness or
accident or to another. There is also the difficulty of justifying the per
cause concept to participants, particularly wheil they find that they must
pay a new cash deductible amount before they can be reimbursed for
any medical bills that are unrelated to an illness or accident for which
they are already sustaining heavy medical expenses. Another complica-
tion is that under a per cause plan an insured person may have to keep
track of several different deductible accumulation and benefit periods at
the same time.

The Maximum Benefit Amount. Each insured employee and each
insured dependent under a major medical plan is covered initially for a
stated maximum benefit amount. After benefits have been paid, an
insured individual's maximum can be restored, as noted earlier, in either
of two ways, under the automatic reinstatement provision, or by furnish-
ing evidence of insurability satisfactory to the insurer.

The maximum benefit amount normally applies to covered expenses
arising from all causes (all cause maximum). However, in the plans in
which the deductible accumulation and benefit periods are applied on a



180 HEALTH INSURANCE

per cause basis, the stated maximum is usually applied separately to each
cause (per cause maximum). A few plans begin their benefits on a per
cause basis but state an all cause maximum. Table 6-12 shows the
maximum benefit amounts stated in the plans in effect in the reporting
junior colleges.

TABLE 6-12: GROUP HEALTH INSURANCE PLANS IN JUNIOR COLLEGES,
1970. MAXIMUM BENEFIT AMOUNTS UNDER MAJOR MEDICAL

INSURANCE PLANS

AU
Institutions Public Private

Per Cent Per Cent
Insts EEs

Per Cent
Insts

Per Cent
EEs

Per Cent Per Cent
Insts EEs

N= N= N= N= N= N=
Faculty 787 56,193 661 51,572 126 4,621

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response 10.0 7.2 9.1 6.8 15.1 10.8
$5,000 1.0 1.3 1.2 1.4 - -
$10,000 26.1 21.6 24.2 21.1 35.6 27.0
$15,000 17.0 13.5 16.8 12.5 18.3 25.5
$20,000 21.5 25.6 23.1 27.1 12,7 11.6
$25,000 10.8 9.5 10.0 8.5 15.1 20.0
$30,000 2.0 4.5 2.3 4.8 .8 1.2
$40,000 .5 .3 .6 .3 - -
$50,000 10.8 16.0 12.4 17.0 2.4 3.9
Other .3 .5 .3 .5 - -

N= N= N= N= N= N=
Administrators 789 12,233 662 10,531 127 1,702
Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response 9.9 7.9 8.9 7.2 15.0 12.0
$5,000 1.0 .7 1.2 .9 - -
$10,000 25.9 23.6 24.2 23.0 35.3 27.4
$15,000 17.4 15.6 16.9 13.9 19.7 26.0
$20,000 21.4 25.0 23.1 27.2 12.6 11.9
$25,000 10.8 9.4 10.1 8.3 14.2 16.2
$30,000 2.0 1.7 2.3 1.7 .8 1.6
$40,000 .5 .4 .6 .4 - -
$50,000 10.8 15.5 12.4 17.2 2.4 4.9
Other .3 .2 .3 .2 - -
Clerical- Service N = N= N= N= N= N=

Employees 774 40,378 654 35,548 120 4,830
Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response 9.9 6.7 9.3 6.4 13.3 8.6
35,000 1.0 1.1 1.2 1.3 - -
$10,000 26.6 23.7 24.5 22.6 38.4 31.1
$15,000 17.6 14.8 17.3 13.3 19.2 25.8
$20,000 21.3 23.1 22.8 24.6 13.3 12.1
$25,000 10.1 8.5 9.5 7.0 13.3 19.7
$30,000 2.1 6.0 2.3 6.6 .8 1.2
$40,000 .5 .2 .6 .3 - -
$50,000 10.6 15.5 12.2 17.4 1.7 1.5
Other .3 .4 .3 .5 - -

1
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FACTORS AFFECTING MAJOR MEDICAL PREMIUM RATES

The premium rate for a major medical plan is normally stated in terms
of a composite, i.e., averaged, monthly rate for all persons in the group
one composite rate for the insured employee and another composite
rate for the insured dependent unit (spouse and/or dependent children).
Rates are subject to change once a year, depending on changes in the
composition of the group anri on its experience. A composite rate reflects
a number of factors that affect insurance costs:

(1) The type of plan: whether per cause or all cause, and the length
of the deductible accumulation period and the benefit period.

(2) The deductible and coinsurance amounts and the maximum
benefit amount.

(3) The range of medical expenses covered, including the extent of
coverage for out-of-hospitai psychiatric care.

(4) The actuarial value of underlying base plan benefits where major
medical supplements a base plan.

(5) Sex and age distribution of the individuals to be insured.
(6) Earnings levels of the individuals to be insured.
(7) Size of the insured group and type of administration.
(8) The general level of medical costs in the geographical area of

the insured group.

Key elements in medical costs are the age and sex of the individuals
involved. Health insurance experience shows that women have a higher
frequency of illness than men, and that for both sexes incidence of
medical expenses increases with age.

Another influence on the size and frequency of medical bills is level
of income. Upper income groups show higher utilization of medical
services and higher charges for a given service than lower income groups.

Major medical underwriting takes into account regional differences
in the cost of hospital care and professional services. Medical costs are
reIatiirely high on the West Coast, for example, where utilization of
medical services and charges for such services are high; utilization and
charges in the Southeast are relatively lower. Within regions, urban or
rural location is also taken into account.

If during any year of plan operation the level of major medical claims
is higher than anticipated by a plan's current premium rates, an increase
in the rates for the following year may result. When benefit payments
are less than anticipated, a return of premium in the form of a dividend
or retroactive rate adjustment generally results.

Operation of a Major Medical Plan

As with other group insurance plans, the master contract between the
employer (or employee association) and the insurer defines the type of
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major medical expense insurance plan and states in detail the benefits
provided. The insurer administers the benefits as provided by the
contract.

The most important step in obtaining or revising major medical cover-
age is the choice of the plan by the employer in consultation with the
faculty and staff. This means giving careful thought to the features of
the plan that determine when medical expenses become "major" and to
the provisions that govern reimbursement. The deliberation should cover
not just the amount of the deductible and the maximum benefit, but the
deductible accumulation period, the benefit period, and the per cause
versus all cause approach. As noted in the foregoing section of this
chapter, significant differences appear among these provisions. They
deserve more active scrutiny than they are sometimes given.

In addition, the following must be determined in putting a plan into
operation: (1) the classes of employees to be covered; (2) the waiting
period, if any, before participation of new employees begins; (3) the
sharing of the cost of the plan between employer and employee; (4)
participation of retired employees and their widows.

CLASSES OF EMPLOYEES COVERED

As with a basic health insurance plan, there is no reason to exclude
any emnloyee group. All categories of permanent full-time employees
are r r ..sally covered by the group major medical plan. Table 6-2,
earlier in the chapter, shows that less than 1 per cent of junior colleges
reporting a supplementary major medical pian fo° faculty do not also
report a plan for clerical-service employees. Heavy medical expenses
create serious problems for any family. Eligibility should be extended
accordingly.

As with other group insurance plans, a precise definition of those
who are eligible is important. A few examples of the classifications used
by the junior colleges are the following:

* * *

You become eligible for these benefits on the date you commence to
work, if you are a full-time employee. IT( u will be insured for em-
ployee benefits and, if you have signed a dependents' benefit enroll-
ment card, for dependents' benefits on the date you become eligible
provided you are at work. If you are away from work, your insurance
will be postponed until the date you return to work.

* * *

You and your family members are eligible to participate in this plan
provided you are a permanent full-time, active employee working at
least 30 hours per week.

1,35
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All full-time regular or permanent .1mployees and career seasonal
employees employed by the State shall be eligible to participate,
provided the employing agency agrees to participate. A regular or
permanent employee is one who is employed for at least 30 hours per
week. Permanent part-time employees who work at least 20 hours a
week will also be eligible. Temporary employees will not be eligible.
[Plan covers all state employees.]

* *

When a plan is being installed, all eligible employees are covered
automatically if the entire premium for employee coverage is being paid
by the college. If employees are to pay a part of the premium, at least
75 per cent of the eligible group must elect coverage before a plan can
become effective, as provided under most state insurance statutes.

Dependent Coverage. Dependent coverage normally includes the
spouse of an eligible employee, unmarried children under age 19, and
unmarried children from age 19 to 23 who are full-time students and
dependent on the employee for support.

An employee cannot carry dependent coverage unless he himself is
insured under the major medical plan. For a new plan to include de-
pendent coverage, the usual insurance requirement is that at least 75
per cent of the employees who enroll in the plan and who have eligible
dependents must elect dependent coverage.

Waiting Periods. Waiting periods, if any, for newly hired employees
are usually reserved for classifications of employees having a high turn-
over rate. For example, eligible employees in the clerical and service
groups might be brought into the plan following the completion of three
months' service, while others might become eligible immediately on
employment. When the employer pays the entire premium, newly eligible
employees are brought into the plan automatically on the first day they
become eligible, provided the staff members meet the "actively at work"
requirement of the group policy.

With few exceptioi.s, waiting periods are the same for basic and major
medical coverage. As indicated in Table 6-5, about 60 per cent of
junior college health insurance plans provide for immediate coverage of
newly hired employees, and another 30 per cent bring new employees
into the plan within a month or on the first of the month following one
full month of employment.

SHARING THE COST

Employee Coverage. Close to half of all junior colleges pay the full
cost of the employee's major medical or comprehensive health insurance
coverage. The proportion of employer-pay-all plans for employee cover-
age is somewhat higher .,,riong publicly supported junior colleges than

1 LJ
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in the private colleges. While almost exactly half of the public colleges
pay the whole cost, 43 per cent of private colleges pay the whole cost
for faculty and administrators, and 40 per cent pay the whole cost for
clerical-service personnel. "able 6-13 summarizes the role of employer
and employee in paying for employee coverage under major medical
plans.

As with basic plans, there is more joint sharing of the cost of major
medical coverage in private colleges than public. Among public junior
colleges 27 per cent of plans provide for employer and employee sharing
in the cost; among private junior colleges 38 per cent make provision
for shared costs for faculty, 39 per cent for administrators, and 41 per
cent for clerical-service employees.

Major medical plans in which the employee pays the full cost are
proportionately more numerous in public junior colleges than private.

TABLE 6-13: GROUP HEALTH INSURANCE PLANS IN JUNIOR COLLEGES,
1970. EMPLOYER- EMPLOYEE SHARING OF COST OF SUPPLEMENTARY

OR COMPREHENSIVE MAJOR MEDICAL INSURANCE- EMPLOYEE
Co V ERA G E

All
Institutions Public Private

Per Cent
Insts

Per Cent
EEs

Per Cent Per Cent
Insts EEs

Per Cent
lasts

Per Cent
EEs

N, N= N= N= N= N=
Faculty 787 56,193 661 51,572 126 4,621

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response .3 .1 - - 1.6 1.2
Employer Pays Full Cost 48.8 57.7 49.9 58.9 42.9 43.8
Employer-Employee Share

Cost 29.1 25.1 27.4 24.2 38.1 34.9
Employee Pays All 21.9 17.1 22.7 16,8 17.5 20.1

N= N= N= N= N= N=
Administrators 789 12,233 662 10,531 127 1,702

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response .3 .2 - - 1.6 1.2
Employer Pays Full Cost 48.9 55.9 50.0 57.4 43.3 46.5
Employer-Employee Share

Cost 29.' 28.1 27.2 26.1 39.4 40.4
Employee Pays All 2" .7 15.9 22.8 16.5 15.7 11.8

Clerical-Service N= N= N= N= N= N=
Employees 774 40,378 654 35,548 120 4,830

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response .3 - - 1.7 .4
Employer Pays Full Cost 49.1 57.1 50.8 59.6 40.0 38.9
Employer-Employee Share

Cost 29.2 258 26.9 23.2 41.7 44.9
Employee Pass All 21.4 17.0 22.3 17.2 16.7 15.7

* Less than .1 per cent.
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In the public colleges. 23 per cent of plans for faculty and administra-
tors. and 22 per cent for clerical-service personnel, are employee-pay-all.
In private colleges the percentages of employee-pay-all major medical
plans are, respectively. 17.5. 15.7 and 16.7.

In considering the employer-employee roles in paying for ft em-
ployee's major medical coverage, it should be noted that by reducing
employee cost an employer contribution greatly encourages participation
in the plan. Where the employer pays the full cost, 100 per cent em-
ployee participation is attained. It should also be kept in mind that
employee contributions are generally paid in after-tax dollars." On the
other hand, when total funds available for staff compensation are strictly
limited, a joint contributory plan makes possible higher levels of plan
protection.

Dependent Coverage. For major medical coverage of employees'
dependents, the sharing configuration is nearly reversed. Here, more
than half the plans (about 57 per cent for each employee category)
report that the employee pays the full cost of dependent coverage. The
proportion of employee-pay-all provisions for dependent coverage is
sightly higher in the public institutions (about 58 per cent for all em-
ployee groups) than in the privately supported colleges (about 52 per
cent). The figures suggest that the aim of many of the colleges is to
provide a substantial employer contribution for the coverage of em-
ployees, but to leave the cost of dependent coverage up to the individuals
concerned, since dependency situations vary among employees.

The employer pays the full cost for dependent coverage in about 15
per cent of the plans overall, with little difference between the public
and private colleges. These plans are generally those of the larger insti-
tutions, employing about a quarter of the employees in the junior colleges.

The cost of dependent coverage is shared by employer and employee
in about a quarter of the public colleges and in about 30 per cent of the
private colleges.

Table 6-14 summarizes the role of employee and employer contribu-
tions in paying for dependent coverage in major medical plans.

When a major medical plan supplements a base plait, it is frequently
required that an employee participate in the base plan in order to be
eligible for major medical. In other plans, the employee may choose
whether he wants both major medical and base plan coverage, or one
without the other. When the major medical deductible is the same fcr
all participants, say $100, the cost of major medical coverage for those

10 Under federal Income tax law, one-half of the amount paid by a taxpayer for medical
care insurance for himself and his dependents, but not more than $150, is allowed as a
deduction frrim taxable income. The remaining one-half, plus any excess over the $150
limit, is deductible along with other medical expenses if such medical expenses exceed
3 per cent of adjusted gross income. Internal Revenue Code, Sec. 213.
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TABLE 6-14: GROUP II EA LTH INSURANCE PLANS IN JUNIOR COLLEGES,
/970. EMPLOYER- EMPLOYEE ,SHARING OF COST OF SUPPLEMENTA I2Y

OR COMPREHENSIVE MAJOR MEDICAL INSU RA NCE-
DEPENDENT COVERAGE

All
Institutions Public Private

Per Cent Per Cent Per Cent Per Cent Per Cent Per Cent
Insts EEs lusts EEs Insts EEs

N= N= N= N= N= N=
Faculty 787 56,193 661 51,572 126 4,621

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response .4 .1 - - 2.4 1.5
Employer Pays Full Cost 15.5 24.0 15.6 24.5 15.1 17.4
Employer- Employee Share

Cost 27.3 26.5 26.6 26.5 31.0 26.5
Employee Pays All 56.8 49.4 57.8 48.9 51.6 54.6

N= N= N= N= N= N=
Adm'aistrators 789 12,233 662 10.531 127 1,702

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response .4 .2 - - 2.4 1.8
Employer Pays Full Cost 15.6 21.5 15.7 22.0 15.0 18.6
Employer-Employee Share

Cost 27.5 29.8 26.6 29.3 32.3 33.1
Employee Pays All 56.5 48.4 57.7 48.6 50.4 46.5

Clerical-Service N- N= N= N= N= N=
Employees 774 40.378 654 35,548 120 4,830

Total 100.0 100.0 100.0 100.0 100,0 100.0
No Response .5 .5 .2 .5 2.5 .6
Employer Pays Full Cost 15.0 25.0 15.4 26.3 12.5 i5.4
Employer-Employee Share

Cost 27.3 26.2 26.3 25.0 32.5 34.5
Employee Pays All 57.2 48.3 58.1 48.2 52.5 49.5

who do not participate in the base plan, but who choose major medical,
will be higher than if they also had base plan coverage; major medical
benefits begin sooner in the absence of base plan benefits. Consequently,
where the major medical deductible is uniform among participants,
major medical plans usually require higher premium contributions for
persons not participating in the base plan. For example, a college may
contribute for each employee the amount required to pay the full cost
of employee major medical coverage that is carried as a supplement to
the college's base plan, and provide that the additional amount of pre-
mium required for an employee who does not participate in the base
plan be paid by the employee. Or, one employee contribution rate may
be required for major medical coverage of employees participating in
the base plan and a higher one required for those who do not.

Some major medical plans incorporate deductibles that differ accord-
ing to the extent of employee participation in a base plan. If this is

1 :9 D
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done, the same contribution is made for each employee's majcr medical
coverage regardless of the employee's decision as to his basic coverage,
but persons with neither basic hospital nor surgical-medical coverage
would, for example, have a deductible of $400 under the major medical
plan; those with only surgical-medical coverage, $300; those with only
hospital coverage, $200; and chose with both hospital and surgical-
medical coverage, $100.

LEAVE OF ABSENCE

Colleges need to pay particular attention to the provisions of their
health insurance plans for coverage during leaves of absence, with pay
and without. Sabbatical leaves with full or part pay, and leaves with or
without pay for study, research, and special service projects, should not
leave the individual and his family without health insurance prctection.
While leaves may be granted most frequently to faculty members, they
are also applicable to administrative personnel, and sometimes to other
employees.

By no means do all of the plans in the colleges sufficiently detail their
benefit plan provisions during leaves of absence. Particularly when plan
revisions are under consideration, thought should be given to a clearly
stated policy concerning health insurance protection during leaves. For
example, under TIAA major medical plans a faculty or staff member's
insurance may be continued for 24 months of leave with at least one-
quarter pay. Insurance may also be continued for 24 months of leave
without pay if the individual is engaged in education or research, such
as under a foundation grant, Fulbright grant or government project, or
full-time study for an acivanced degree. Other insurers make similar
arrangements on request.

Where the employer pays the entire health insurance premium, con-
tinuation of coverage during leave of absence presents no special prob-
lem. The institution simply continues premiums as before. Under
contributory plans the employer may wish to assume the entire premium
payment during the leave. Or, special arrangements may be made for
continuation of the employee's share of the premium during his absence,
such as accepting a lump sum payment from the employee out of which
premiums can be paid as they fall due.

RETIRED STAFF ';OVERAGE

Beginning at age 65, most college staff members, active or retired,
will become eligible for Part A (Hospital Insurance) of the federal
Medicare program, and Part B (Medical Insurance) will cover all
persons 65 and over who sign up for the coverage.
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Continued participation under an employer's group major medical
plan after age 65 for retired staff members provides protection for
medical expenses that may exceed Medicare limits. About 30 per cent
of the junior colleges report that retired persons are eligible to continue
participation in a group health insurance plan. In about four-fifths of
these institutions the continued participation is in a supplementary or
comprehensive major medical plan.

Four out of ten institutions that continue eligibility for group major
medical coverage into retirement do so only for employees who have
met a minimum service and/or age requirement. Among these, the most
frequent practice is Lo require a combination of service and age (47 per
cent). Twenty-four per cent set a service requirement only and 22 per
cent an age requirement only. A frequent combination is five years of
service and attainment of age 60. Service requirements alone center
around ten years, and age requirements range between ages 55 to 65.

For retired employees and their dependents, major medical coverage
usually provides a maximum benefit amount that is somewhat lower than
the maximum provided for coverage of active employees. A maximum
for active employees of $25,000, for example, might be reduced to
$10,000 in retirement. Provision for reinstatement of benefits is usually
limited to no more than $1,000 automatic reinstatement once each year.
Expenses for treatment of mental and nervous diseases are normally
excluded during retirement, and covered transportation expenses for
medical treatment are usually limited to local ambulance services.

The cost of the retired employee's health insurance coverage is borne
wholly by the employer in 27 per cent of the plans, and is shared with
the employee in 27 per cent. The employee pays the whole cost in 44
per cent of the plans in which group coverage is continued after retire-
ment.

The cost of health insurance coverage for dependents of retired em-
ployees is borne wholly by the employer in 20 per cent of plans, is shared
with the employee in 22 per cent, and is borne wholly by the employee
in 55 per cent.

Coverage for dependents is an important part of major medical pro-
tection at all ages. The relatively greater level of medical need at the
higher ages affirms the continued importance of full family protection,
particularly for those not yet eligible for Medicare or for anyone who
may not qualify for Part A Medicare coverage. Practically all institu-
tions that continue major medical coverage for retired staff members
also continue it for dependents.

COORDINATION OF BENEFITS

During the rapid extension of group health insurance coverage in
recent years there have been substantial increases in the number of
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employed individuals who are members of the same household. The e44-.111
are more and more working wives, for example." The result is that
many individuals become insured as employees under one plan and as
dependents under another and entitled to benefits under both. Benefits
payable can thus exceed the actual medical expenses incurred by the
insured individual. Payment of benefit amounts beyond the actual medi-
cal expenses incurred drives up insurance costs.

In order to keep the cost of insurance as reasonable as possible while
at the same time providing needed benefits, most group insurance plans
now incorporate a coordination of benefits provision designed to meet
the problem of over-insurance and excess benefits. Under this provision
an insured person receives from all applicable benefit plans combined
no more than 100 per cent of his allowable medical expenses. Benefits
are reduced only to the extent necessary to prevent an individual from
making a profit from his insurance coverage.

Under the coordination procedure, benefits are paid under a "primary-
secondary" method when duplicate coverage is involved. When two
plans contain the coordination of benefits provision, the plan that insures
the person incurring the claim as an employee is the primary plan. The
primary plan pays first and the secondary plan pays second. If an
individual is insured under two plans through two jobs, the plan that
insured the individual for the longer period of time would pay first. With
respect to children, the plan that insures the father as an employee is
primary. A plan whose group contract does not contain a coordination
of benefits provision or other anti-duplication provision is always con-
sidered as the primary plan.

Medical Services in the Future

By providing specified benefits when medical care is required in
return for regular premium payments in advance, health insurance plans
increase the ability of insured individuals to cope with medical expenses.
If plans are adequate, they reduce or perhaps nearly eliminate the serious
blows to family budgeting and financial stability that medical expenses
might otherwise cause. The reduction of financial hazards in achieving
adequate medical care can be regarded as the principal reason for the
development of health insurance.

If medical services arc not delivered economically and efficiently,
health insurance cannot be economical. The cost of health insurance is
directly reflected in the cost of medical services. The insured plans
themselves build in a number of methods which aim to keep medical
costs at reasonable levels. Limits on the reimbursement of private hos-
pital accommodations encourage the use of the more economical semi-

11 Cf. footnote 9, Chapter 5.
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private two- to four-bed rooms. Scheduled limits on medical fees reim-
bursed by basic surgical-medical plans define the amounts paid out for
doctors' services; the plans pay only the scheduled amount, while the
patient pays the difference (and the difference may sometimes be sub-
stantial). The deductibles and coinsurance provisions of major medical
insurance are designed to motivate the individual to avoid unnecessary
medical treatment by giving him a share in the cost, and to encourage
him to discuss fees in advance with the doctor. However, individuals
and insurance plan provisions cannot do a great deal in influencing costs
of medical care. The upward pressures lie generally elsewhere. For
twenty years the annual increases in the overall costs of medical care
have greatly exceeded increases in the all-item consumer index, and
costs continue to rise.'

In recent years, more attention has been given to the study of needed
changes in the organization of the medical service system as a whole.
Continuing shortages in trained medical manpowerdoctors, nurses,
technicians, and others, maldistribution of such manpower, duplications
and shortages of medical facilities, the absence in many areas of useful
facilities for preventive care, over- and under-utilization of medical
resources, scarcity of outpatient treatment facilities, the traditional fee-
for-service medical entrepreneurship, concentrations of population groups
for whom medical care remains substandard, all come into focus as
existing methods of delivering medical care are examined. The many
deficiencies in the adequacy and efficacy of health care in the United
States are increasingly recognized. As study has progressed, numerous
improvements have been suggested. Experience under the relatively
new Medicare program has helped reveal the depth of previously unmet
needs for medical care.

In 1967 the Report of the National Advisory Commission on Health
Manpower concluded that "Unless we improve the system through which
health care is provided, care will continue to become less satisfactory,
even though there are massive increases in cost and in numbers of health
personnel."

The report described the state of medical services in the United
States: "

Since World War II, medicine has undergone radical change.
Continuous care from a single physician has become increasingly
rare; almost all new practitioners are specialists and are supported by
a variety of skilled personnel; medical services are fragmented by
disease categories and methods of payment; the place of care is moving

12 Cf. Table 6-8 earlier in this chapter.
"Report of the National Advisory Commission on Ilea lot Manpower. (Washington,

D.C.: U.S. Government Printing Office, November 1967), Vol. 1, pp. 2-3.
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steadily from the home to the physician's office and, increasingly, to
the hospital. Medicine has participated in the general explosion of
science and technology, and possesses cures and preventives that
could not have been predicted even a decade ago. But the organiza-
tion of health services has not kept pace with advances in medical
science or with changes in society itself. Medical care in the United
States is more a collection of bits and pieces (with overlapping,
duplication, great gaps, high costs, and wasted effoiL), than an inte-
grated system in which needs and efforts are closely related.

Less than perfect use of resources is, of course, not unique to health.
Yet in our opinion, the organization of health care has been less
responsive to rapidly changing national needs than have many other
aspects of society, and unless major changes are accomplished more
quickly than has ever been possible in the past, a more serious "crisis"
will be inevitable.

In the years to come, substantial changes in the medical service de-
livery system may be expected if medical services are to respond better
to medical needs. Changes in the way medical services are provided will
affect the methods employed in paying for them, so that college insurance
plans too will be subject to change and perhaps to wholly new ap-
proaches. It seems likely that of all the benefit plans covering faculty
and staff of junior colleges, the health insurance area, in order to remain
responsive, will require the most continuous monitoring over the years
to come.
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SHORT-TERM
DISABILITY
INCOME
PLANS

Income loss protection during periods of wmporary disability is an
important part of employee benefit planning. "What happens to my
regular salary if accident or illness keeps me away from work?" is a
vital question for every staff member. For the employer the correspond-
ing question is "What is the employer obligation at such a time and how
should it be met?"

Everyone is subject to short absences due to such things as colds,
sprains, laryngitis, viruses, or other more serious conditions or injuries.
In certain fields, on-the-job accidents may also lead to absences from
work. Most disability absences are for a few days or a few weeks; the
average salary or wage earner loses seven to eight days of work per year
because of illness or accident off the job.' On the other hand, some
ab3ences will extend for more than just a few days to many weeks or
months, and still others will be for very long periods, perhaps permanent,
bringing with them financial problems of an even higher order.

In benefit planning, it is important to distinguish between short-term
and long-term disabilities; six months is a conventional dividing line
used by many employers, many insurers, and by the Social Security
disability program. For both the employer and the employee, the dura-
tion of a disability determines the most appropriate method of income

1 Daniel N. Price, "Income Replacement During Sickness, 1948-1968," Social Security
Bulletin, January 1970, p. 21.
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replacement. This chapter and the next deal with the problem of income
colitinuation during absences from work, short-term and long-term,
because of disability.

Nineteen out of twenty publicly supported junio:. colleges .v-..port that
they have stated plans for sick pay, paid sick leave, salary continuation,
group disability income insurance, or other arrangements for the provi-
sion of income during short periods of absence due to disability.' Among
the private junior colleges, the proportion reporting a short-term plan is
lower, about three out of four. Table 7-1 summarizes the incidence of
short-term disability plans. No significant differences in coverage among
faculty, administrators, or clerical-service personnel are revealed, al-
though a slightly higher percentage of coverage is reported in private
junior colleges for clerical-service personnel than for faculty.

TYPES OF SHORT-TERM DISABILITY INCOME PROGRAMS

Four principal methods are used by junior colleges to provide short-
term disability income for nonservice-connected disabilities. Table 7-2
show s the methods reported. The had is taken by formal paid sick leave

2 The survey questionnaire defined short -term absences as temporary absences from
work lasting from a few days to perhaps as long a3 six months or so.

TABLE 7-1: SHORT-TERM DISABILITY INCOME PLANS IN JUNIOR
COLLEGES, 1970

All
Institutions Public Private

Per Cent Per Cent
Insts EEs

Per Cent
Insts

Per Cent
EEs

Per Cent Per Cent
Insts EEs

N= N= N= N= N= N=
Faculty 893 59,383 712 53,948 181 5,435

Total 100.0 100.0 100.0 100.0 100.0 100.0
Short-Term Plan

in Effect 90.9 95.4 94.4 96.7 77.3 82.5
No Short-Term Plan 9.1 4.6 5.6 3.3 22.7 17.5

N= N= N= N= N= N=
Administrators 893 13,103 712 11,061 181 2,042

Total 100.0 100.0 100.0 100.0 100.0 100.0
Short-Term Plan

in Effect 91.0 93.9 94.7 96.2 76.8 81.1
No Short-Term Plan 9.0 6.1 5.3 3.8 23.2 18.9

Clerical-Service N= N= N= N= N= N=
Employees 893 42,886 712 36,993 181 5,893

Total 100.0 100.0 100.0 100.0 100.0 100.0
Short-Term Nan

in Effect 91.5 95.3 94.8 97.2 78.5 83.4
No Short -Perm Plan 8.5 4.7 5.2 2.8 21.5 16.6
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TABLE 7-2: TYPES OF SHORT-TERM DISABILITY A RRANO.EMENTS IN
EFFECT IN JUNIOR COLLEC , 1970

Per

All
Institutions Public Private

Cent
Insts

Per Cent
EEs

Per Cent Per Cent
lasts EEs

Per Cent
lusts

Per Cent
EEs

N= N.7_- IV= N. N= N=
Faculty 812 56,668 672 52,183 140 4A85

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response .5 .4 .1 .3 2.1 2.0
Weekly Indemnity

Insurance 12.7 13.9 12.6 13.7 12.9 16.4
Formal Sick-Pay, Paid

Sick Leave, or Salary
Continuation 84.2 89.2 89.0 92.0 61.4 57.4

Each Case on its Merits 14.0 9.3 11.3 7.4 27.1 30.7
Workmen's Compensation 68.8 73.0 69.3 73.7 66.4 64.6
Other 1.7 1.2 1.6 1.1 2.1 2.1

/V= N= N-. N= N= N=
Administrators 813 12,298 674 10,641 139 1,657

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response .5 .6 .1 .1 2.2 3.3
Weekly Indemnity

Insurance 12.8 15.0 12.6 14.6 13.7 17.6
Forma, Sick-Pay, Paid

Sick Leave, or Salary
Continuation 86.3 86.7 91.5 91.2 61.2 58.1

Each Case on its Merits 11.7 10.5 8.5 7.3 27.3 30.8
Workmen's Compensation 68.8 70.2 69.3 71.7 66.2 61.1
Other 1.8 1.5 1.8 1.4 2.2 2.0

Clerical-Service N.7.= N= N= N= IV= N=
Employees 817 40,880 675 35,964 142 4,916

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response .5 .6 .3 .5 1.4 1.8
Weekly Indemnity

Insurance 12.4 13.3 12.0 13.2 14.1 14.1
Formal Sick-Pay, Paid

Sick Leave, or Salary
Continuation 86.3 89.8 92.0 91.7 59.2 61.7

Each Case on its Merits 9.9 7.5 6.7 4.5 25.4 29.3
Workmen's Compensation 71.6 77.1 71.7 77.6 71.1 73.2
Other 1.5 1.0 1.3 .7 2.1 3.0

Note: Because many institutions report two or more plans, separate percentages add to
more than 100.

plans for salary continuation. A formal plan is defined as an officially
adopted plan stated in writing as a part of personnel policy. Overall,
about 85 per cent of the respondents reporting a short-term plan report
this type of plan for faculty, administrators, and clerical-service person-
nel. Among public junior colleges, the proportion is about 90 per cent.
Among private junior colleges, about 60 per cent report a formal paid
sick leave or salary continuation plan for each employee category.



196 SHORTTERM DISABILITY INCOME PLANS

Relatively few of the junior colleges report insurance company plans
providing "weekly indemnity" disability benefits. An insured plan was
reported for all employee groups by about 12 per cent of public junior
colleges. Among private junior colleges, about 16 per cent reported an
insured plan for faculty and administrators, and about 12 per cent for
clerical-service employees. Some of these plans are employee-pay-all
plans available through state teacher or state employee associations.

Informal arrangements, under which short-term disability income is
handled "on the merits," that is, through ad hoc arrangements depending
on individual circumstances, are reported by a few public junior colleges
and by a substantial proportion or private junior colleges. About one
out of four private junior colleges reports this type of informal plan for
faculty, administrators, and clerical-service personnel. In public junior
colleges the proportion was about one out of ten for faculty, one out of
twelve for administrators, and one out of fifteen for clerical-service
personnel.

For service-connected disabilities, the provisions of state Workmen's
Compensation laws are reported for faculty and administrators by two-
thirds of private junior colleges and by a shade more of public junior
colleges, and for clerical-service employees by slightly over 70 per cent
of both public and private institutions.

FORMAL SALARY CONTINUATION OR SICK PAY PLANS

A formal plan for salary continuation or sick pay (sick leave) sets
forth the duration of salary continuation during disability, the portion
of salary that is continued, and the conditions under which the income
is paid. The full statement normally appears in the college's personnel
policy manual. A full or shortened description is normally included in
*he faculty handbook and in booklets describing employee benefit plans.
Each staff member thus knows in advance just how much he may expect
in terms of income if he is absent because of illness or injury, and he
knows the specified number of clays, weeks, or months for which his
regular pry, or a portion of it, will be continued.

In contrast with insured short-term disability income programs, salary
continuation or sick pay plans do not incorporate exclusion or waiting
periods before benefits begin. Salary continuation benefits are paid
directly from the salary budget, from other current operating funds, or
from designated reserves. An auxiliary budget may provide for the
compensation of substitutes for teachers or other employees on temporary
sick leave.

Defining Sickness. Relatively few sick leave policy statements attempt
to define in great detail the types of disabilities covered by sick leave
provisions. Where definitions are attempted beyond a simple reference
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to sick leave, phrases such as the following often appear under a sick
leave heading: "employees who arc unable to perform their duties
because of illness," "absence due to illness or any other disability or
to quarantine regulations of the Board of Health," "unwanted but neces-
',ary absence," "the continuation of the salary of regular full-time em-
ployees during short periods of illness," or "absence from duty of an
employee because of his own illness, injury, or exposure to contagious
disease."

Taxation of Disability Income. The Internal Revenue Code provides
that disability income benefits paid for by employee contributions are
excludable from taxable income, as are amounts received under Work-
men's Compensation as compensation for personal injuries or sickness.
Special provisions apply to disability income benefits paid for by the
employer, including salary or wage continuation plans, payments in lieu
of salary or wages, or accident and health insurance benefits. During
the first thirty days of disability, up to $75 per week of sick pay or other
employer-financed disability benefits are excludable from taxable income.
provided the benefits do not exceed 75 per cent of weekly wages, except
that during the first seven days of an absence such benefits are includable
as taxable income unless the employee is hospitalized for at least one clay
during such period. If benefits exceed 75 per cent of average weekly pay,
no exclusion may be claimed for the first thirty days. After the first
thirty days of disability, the first $100 per week of sick pay or employer-
financed disability payments is tax exempt.'

Duration of Sick Leave. Formal paid sick leave plans normally pro-
vide for the accrual of a stated number of sick leave days per month,
semester, or year of service. Ten days per year is perhaps the most
frequent allocation. Days fewer than eight are rare; allowv.nces of twelve
to fifteen clays are not rare. While some colleges make substantially
different provisions for teaching versus nonacademic personnel, in most
the sick leave allocations do not differ greatly between these two groups,
although the policy statements may appear in different places.

Unless otherwise stated, sick leave benefits normally provide full pay
for each day of allowable sick leave. Days of unused sick leave may
normally be accumulated and transferred to subsequent years, but the
majority of the plans place a limit on the total days that may be accumu-
lated. Seven states whose employee sick leave provisions extend to
faculty and staff of community colleges and to other public two-year
institutions permit the unlimited accumulation of earned sick leave.
Most other limits fall between 30 and 120 days, but a few extend to
150 or 180 days.

A few plans grant extra service-related short-term sick leave credit to

a Sections 104, 105, Internal Revenue Code (1970).
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long-service employees who may have used up substantial units of
accumulated leave, as illustrated in the following provision of a plan
which provides 15 days of sick leave annually without an accumulation
limit:

* * *

After 15 years' service an employee shall begin each successive year
with a minimum of 15 days' sick leave plus one day for each year of
service; after 25 years' service, an employee shall begin each succes-
sive year with a minimum of 15 days plus two days for each year of
service.

* *

Statements as to the amounts of sick leave provided vary from the
brief to the elaborate, depending on the college. The excerpts below are
offered as examples of policies in effect, but there cannot be said to be
an "average" or "typical" provision.

PROVISIONS COVERING ALL EMPLOYEES: FACULTY, ADMINISTRATORS
AND CLERICAL-SERVICE

* * *

Leave of absence for sickness shall be granted by the President of
the College to any full-time employee who is unable to perform his
duty at the College because of personal illness or death of a member
of his immediate household or other close relative.

Each full-time employee shall be entitled to ten days of sick leave
per year.

Sick leave shall be cumulative from year to year, to a maximum of
120 days including sick leave for the current year.

* * *

Each full-time employee shall be entitled to ten days of sick leave
at the beginning date of his employment or at any time during any
College year, provided that such leave shall be taken only because of
sickness as stated in Statute 231.40. Such sick leave shall be cumu-
lative from year to year; provided that no more than one hundred
twenty days of sick leave may be accumulated, including sick leave
for the current year; and provided, further, that at least one-half of
this cumulative leave must be established at [the employing] Junior
College. Not more than eighty of these days, however, may be claimed
for sick leave in any one school year.

* * *

All full-time or permanent State employees shall be entitled to
fifteen days sick leave per year with pay. Sick leave may be accumu-
lated, but not to exceed ninety days. The department or agency head
is authorized to grant additional sick leave in extenuating circum-
stances upon approval of the State Budget and Control Board. All
regular part-time and hourly employees shall be entitled to sick leave
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prorated on the basis of fifteen clays per year subject to the maximum
accumulation specified herein. In the event an employee transfers
from one State agency to another, his sick leave balance shall also be
transferred.

* * *

PROVISIONS COVERING FACULTY AND ADMINISTRATORS

Sick leave shall accrue to staff members having a 9 or 10 month
assignment at the rate of 10 days per year during the period September
1st to June 30th. with the 10 days annual sick leave becoming avail-
able on September 1st of each year.

Sick leave shall accrue to staff members having an 11 or 12 month
assignment at the rate of 12 days per year during the period Tilly 1st
to June 30th, with the 12 days of annual sick leave becoming available
on July 1st of each year.

Two days of sick leave shall accrue to staff members who teach
classes which total 6 or more semester hours in summer session and
who are employed on a full-time basis during the academic year.
Faculty members who teach classes which total less than 6 semester
hours and who are employed on a full-time basis during the academic
year shall receive 1 day of sick leave during summer session.

* * *

Authorization by the President. Members of the faculty on other
than temporary appointments who are unable to perform their duties
because of illness shall be granted a sick leave with full salary by the
President, for not to exceed a total of one month for each year of
prior service for which cumulative sick leave time has not been previ-
ously used, up to a limit of six months.

Authorization by the Board of Trustees. Upon the recommendation
of the President, the Board of Trustees may grant members of the
faculty, other than those holding temporary appointments, sick leave
in any one case of two years, comprised of not more than six months
at full salary, six months at half salary, and one year without salary.

Substitutes. The President shall make such arrangements as he may
deem necessary to carry out the activities of the College with due
regard to the reasonable work loads of other members of the academic
staff, and those on sick leave shall not be required or permitted to
contribute towards the salary of any substitute appointed during
their absence.

* * *

Sick leave is available to certified personnel as follows:
a. Any faculty member unable to perform his duties because of

illness or death in his family may be granted sick leave by the
President up to ten days per year. Such days may be accumu-
lated up to a total of 120 days, provided at least one-half of the
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cumulative time is established at [the employing] Junior College.
b. Two days (non-cumulative) of sick leave time shall be per-

mitted each year for faculty members to participate in religious
holidays or personal emergencies provided such leave is avail-
able under accumulated sick leave time.

* * *

Administrative and Supervisory. Administrators and supervisors
who must be absent because of illness shall be allowed full compensa-
tion. Sick days will be accumulated at the rate of one day per contract
month cumulative to ninety days. After one day of employment in
each fiscal year, an administrator or supervisor without a sick and
emergency leave bank will be granted an advance of one calendar
month.

Faculty. Fifteen (15) days per college year, credited at beginning
of service each year, will be granted as sick leave to each member of
the faculty annually. An additional fifteen (15) days will be allowed
as a loaned benefit which must be repaid to the College out of the
second year's credited days, or, should service terminate after this
banked credit is used and before it is repaid, will be considered a debt
to the College and deducted from salary.

* * *

PROVISIONS COVERING CLERICAL-SERVICE EMPLOYEES

* * *

Absence from duty by an employee by reason of the employee's own
sickness or disability shall be allowed as provided in this section and
not otherwise. Absence from duty for such reasons, if duly granted
by the Department Head, shall be considered and known as "sick
leave."

Sick leave shall be credited as follows:

Employees on a 5-day work week-10 hours per month
Employees on a 51/2 -day work week-11 hours per month
Employees on a 6-day work week-12 hours per month

Employees who are on a work schedule of more than five days per
week shall be charged only the number of scheduled working days in
their work week, for a week of continuous illness.

Full credit for unused sick leave shall be granted to the employees
to the following maximums:
150 days (1200 hours) for employees on a 5-day work week
165 days (1320 hours) for employees on a 51/2 -day work week
180 days (1440 hours) for employees on a 6-day work week

* *

Sick leave is available to non-professional personnel as follows:
a. Any staff member unable to perform his duties because of illness

or death in his family may be granted sick leave by the Presi-
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dent up to ten days per year. Such days may be accumulated
up to a total of 60 days.

b. Two days (non-cumulative) of sick leave shall be permitted
each year for staff members to participate in religious holidays
or for personal emergencies provided such time is available
under accumulated sick leave time.

*

Five days sick leave per year, accumulative to thirty (30) days,
are provided for full-time non-certified personnel employed on a 12
month basis. Full-time personnel working less than 12 months an-
nually will accrue 1 day for each 3-calendar months worked, accumu-
lative to thirty days. A Statement from a physician may be required
if the absence extends beyond two weeks.

Unused cumulative sick leave will be cancelled when employment
with the District is terminated and will not be compensated for in
terminal pay.

Subject to the approval of the President, an employee may be
granted two days leave per year without loss of pay in the event of
a serious illness or death of a member of his immediate family, such
time to be deducted from the employee's regular sick leave. Immedi-
ate family will be interpreted to mean husband, wife, child, father,
mother, sister or brother of the employee, or any relative living in
the immediate household of the employee.

Personal Necessity. Allowable use of sick leave sometimes includes,
within limits as to days permitted, defined instances of "personal neces-
sity." Personal necessity may include emergency medical or dental
appointments of the employee, serious illness in the immediate family,
death of a member of the immediate family, or, sometimes, accident
involving the property of the employee or of a member of his immediate
family. Some plans distinguish leaves of the type just described, charge-
able to sick leave up to two to three days, from types of personal necessity
for which two to three days per year are allocable separately. The latter
usually is comprised of "personal business" for home purchase closings,
litigation, and so on. A category of absence not usually charged to
available sick leave is absence for jury duty and absence inder an official
order or under subpoena.

More than half of the sick leave plans, however, maintain a clear
distinction between sick leave and other types of leave with pay. The
latter are allocated under their own separate provisions and include
bereavement, family illness, personal necessity, personal business, and
jury duty or other court appearances.

Maternity leave, military leave, and other provisions for leave without
pay are normally found under separate personnel regulations.
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Immediate Family. Where absences under sick leave provisions are
authorized for instances of illness or death in the employee's immediate
family, the definition of the immediate family varies from the relatively
limited "spouse, children, or parents residing in the same household." to
the broader "father, mother, brother, sister, wife, husband, child, grand-
parents, near relatives residing in the household, or immediate in-laws."

Early Notification. Not all sick leave plans specify the procedure to
be followed by employees who are unable to report for work. But the
majority of them do, normally by stating when and to whom the antici-
pated absence is to be reported. Early notification is urged. The super-
visor, department chairman, or personnel department is usually specified
for contact. Typical provisions are the following:

* * *

An employee who is absent on sick leave shall report his absence
to his supervisor or department chairman at the earliest possible time,
with the reason for the absence.

* * *

Employees shall inform the personnel office, or such other persons
as may be designated, of their illness in time for a substitute to be
obtained.

* *

An employee who reports on sick leave must notify the home or
the office of the supervisor not later than four hours prior to starting
time before compensation will be allowed except in cases of an emer-
gency. An employee must report or make arrangements each day
of sick leave.

* *

Verification of Sickness. To provide a means of authenticating the
illness of absent employees, or the illness of employees returning from
an absence, provision is normally made for a statement from an attending
physician. This help;; limit the use of sick leave to its intended purpose
and aids in the equitable administration of the plan. The submission of
a doctor's statement by the employee may be mandated under certain
conditions, but the more frequent approach is to give the employer the
option of requiring it when circumstances suggest. Typical statements
are as follows:

* * *

In those cases where it is advisable to do so and in order to prevent
misuse of the sick leave provisions, and as may be necessitated in the
best interests of the College, the President may require a certificate of
illness from a licensed physician or from the County Health Officer,
which said certificate shall be, when required, a condition precedent
to receiving compensation for the time absent.

* * *
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A statement from the physician may be required if the absence
extends beyond two weeks.

* * *

Sick leave, in excess of three consecutive days, shall be substan-
tiated Ly a statement from the attending physician. The President
may at his discretion require a physician's statement for illness of
less than three days duration.

*

A certificate or affidavit issued by an attending physician showing
incapacity or inability of the employee to perform his duties may be
required to be filed with the Director of Personnel in case of absence
of more than three (3) consecutive working days. The Director of
Personnel or department head may check further by any means at his
command on any illness or absence from duty under this rule, regard-
less of the certificate or affidavit above required. If an employee fails
to submit proof of illness or reason for absence when required to do
so, such absence shall not be deducted from sick leave credits but shall
be considered as time off without pay.

* *

Needs of New Employees. In some formal sick leave plans, although
a minority, there is no adequate sick leave provision for a newly hired
employee for whom an early period of disability, even though of no
more than a week's duration, exceeds his small early sick leave accumula-
tion. The problem usually arises in plans providing for accruals on a
days per month of service basis, or which express the leave allowance
simply as "twelve days per year," for example, without further elabora-
tion.

Most plans, however, take this problem into account. Two principal
methods are used. Some plans specifically make available on initial
employment the full allocation of sick days for the first year of service,
or make available an extra allocation. Others provide for the borrowing
of leave yet to be earned. A few use a combination of the two. The
following extracts from sick leave policy statements illustrate the ap-
proaches taken:

* * *

Every certificated employee of the District shall be entitled to leave
of absence for illness or injury at the rate of one day for each month
or major fraction thereof with full pay, and not to exceed 10 days for
each fiscal year. At the beginning of each contractual year the
employee shall be credited with the amount of sick leave accruable
for the ensuing contract year. Any sick leave not used shall be
accumulated from year to year.

* * *

Fifteen (15) days per college year, credited at the beginning of
service each year, will be granted to each member of the faculty

9 1
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annually. An additional fifteen (15) days will be allowed as a loaned
benefit which must be repaid to the college out of the second year's
credited days, or, should service terminate after this banked credit is
used and before it is repaid, will be considered a debt to the College
and deducted from salary.

* * *

A first year teacher, under conditions of extended illness, is allowed
20 days of sick leave. Only 10 of these 20 days can be accumulated.

* * *

Credit for leave of absence or injury need not be accrued prior to
taking such leave by the [teaching or non-teaching] employee. How-
ever, a new employee shall not be eligible to take more than six days,
or the proportionate amount to which he is entitled, until he has
completed six months of service.

* * *

Full-time employees shall earn sick leave credits at the rate of
one day per month in service. Those credits shall be cumulative to
a maximum of one hundred twenty (120) days. Sick leave credits
shall not be used in units of less than one-half day. . . . At the
discretion of the President, employees who have not accumulated the
necessary sick leave credits may be granted a maximum of thirty days
advance sick leave to be deducted from future accumulations of sick
leave.

* * *

Part-Time Personnel. Where part-time personnel perform work on
a regular schedule over substantial periods of time, it is appropriate to
recognize their service to the college in the form of a pro-rata program
for sick leave. Many of the junior colleges, though not all, specifically
provide for sick leave for part-time employees.

An example of a sick leave statement for part-time employees is the
following:

* * *

A part-time certificated employee is entitled to sick leave . . . on
the basis of one (1) hour of leave for each eighteen (18) hours of
service. The amount accrued but not taken is cumulative from year
to year separately from leave accumulated under full-time service.
Leave accumulated for part-time service may be taken only for ab-
sence from such part-time service.

When a clerical or service employee is employed less than five days
per week, he shall be entitled, for a fiscal year of service, to that
proportion of twelve days of sick leave that the number of days he
is employed per week bears to five.

,
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Another approach is illustrated by the following provision for profes-
sional employees:

* * *

Sick leave will be calculated for full-time instructors on the number
of days taught each semester:

Two days per week: Three days per semester
Three days per week: Four days per semester
Four days per week: Five days per semester
Five days per week: Six days per semester

* * *

Termination of Employment. The majority of sick leave policy state-
ments do not make reference to balances of accumulated sick leave on
hand on termination of employment, or on termination due to retirement
or death. Where reference is made, a frequent practice is to terminate
accumulated sick leave on termination of employment, as in the follow-
ing examples:

* * *

Unused cumulative sick leave will be cancelled when employment
with the District is terminated and will not be compensated for in
terminal pay.

* * *

Teachers shall not receive sr' verance pay for unused sick days either
upon retirement or upon termination of a contract, as this policy is a
protective benefit granted only to the employees, per se, of the Public
School System.

* * *

Some institutions provide for the payment of a cash value of unused
sick leave, as in the following statements:

* * *

In case of the death of an employee any unused sick leave shall be
credited at the rate of 1/200 of the annual current salary per day of
unused leave. The cash value of the unused sick leave is to be paid
to the employee's beneficiary.

* * *

Terminal pay for cumulative sick leave is permitted under the
following conditions in accordance with State Board Regulations:

(1) When the employee retires, terminal pay shall be paid him
at his daily rate of pay at the time of retirement for one-half
of the days of cumulative sick leave.

(2) Upon the death of an employee, terminal pay, along with
salary due, shall be paid his beneficiary at the daily rate of
pay of the employee at the time of his death for one-half of
the days of cumulative sick leave.

* * *



206 SHORT-TERM DISABILITY INCOME PLANS

An argument sometimes advanced on behalf of a provision of cash
value for unused sick leave on retirement or death. but not necessarily
for termination of employment for other reasons. is that sick leave may
be subject to less abuse if the employee knows that restraint in its utiliza-
tion will ultimately result in a cash benefit for him or his beneficiary.

Sick Leave Accumulation During Leave with Pay. It is usually pro-
vided that an employee on paid sick leave, or on sabbatical or other
leave with pay, continues to earn sick leave and vacation credit.

Provision is sometimes made for the use of sick leave when sickness
interrupts a vacation. although many plans do not refer to this contin-
gency. The following extracts from sick leave policy statements illustrate
these provisions:

An employee on sick leave or vacation shall continue to earn sick
leave and vacation credit so long as he receives compensation from
the District.

* * *

The school district may permit a classified school employee who
has five or more years service to interrupt or terminate his vacation
for the purpose of commencing some other type of paid leave, such as
sick leave.

*

The Substitute "Salary-Difference" Approach. Occasionally a sick
leave policy statement provides that after sick leave is exhausted, which
may be a matter of a few days or a few months, the amount of the absent
staff member's continuing pay, if any, will be the difference between his
own rate of pay and that of a substitute. The provision is found in only
a small number of plans, no doubt for the good reason that the amount
of disability income to be paid under this approach cannot be determined
in advance and is almost bound to be inadequate.

INSURED PLANS PROVIDING SHORT-TERM DISABILITY INCOME

As shown in Table 7-2, relatively few of the short-term disability
income plans in the junior colleges are carried with insurance companies.
Insured short-term plans are reported by about 12 per cent of the public
junior colleges and about 16 per cent of private junior colleges.

Insured plans, variously called "accident and sickness," "weekly in-
demnity," or "wage replacement" insurance, usually pay a stated weekly
income for a maximum period of 13 or 26 weeks, or occasionally
longer. The weekly benefit may be a level amount for all covered
employees, but usually it varies according to the employee's salary or
job classification. Benefits provided may replace half to two-thirds of
the employee's take-home earnings.

Benefits usually begin after four to eight days of disability; during an
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exclusion period the institution normally continues regular salary or
wages. The exclusion period is designed to cut the costs of the insured
plan, including administrative costs, by detouring the one or two-day
illnesses which are so common. The exclusion period for a disability
due to accident is sometimes shorter than for sickness. When Workmen's
Compensation benefits are provided for occupational disabilities, an in-
sured plan normally covers only nonoccupational accidents or illnesses.

WORKMEN'S COMPENSATION BENEFITS

Occupational Illness and Injury. State Workmen's Compensation laws
provide mandatory benefits for employees suffering work-connected in-
juries and occupational illnesses. Benefits include temporary disability
income for stated periods, medical care costs, rehabilitation services,
death benefits, and benefits for dependents of recipients of disability
income who die. For permanent disabilities, partial or total, specific
awards or indemnities are paid.

Workmen's Compensation laws are usually administered by state com-
missions responsible for compliance and procedures. The employer is
required to secure the insurance through means specified by law. In
twenty-two states, coverage is obtained only through private carriers; in
eight the coverage is provided through a state insurance fund; in eleven
others the employer may choose a state insurance fund or a private
carrier. In nine states, the employer may elect self-insurance or a private
carrier.' In a number of states, there is also provision for self-insurance
for additional income benefits and medical benefits.

Among the public junior colleges, 69 per cent report that faculty and
administrators are covered under applicable statutes of Workmen's Com-
pensation laws. For clerical-service employees, 72 per cent of public
junior colleges report Workmen's Compensation coverage. Among the
private junior colleges, two-thirds report Workmen's Compensation
coverage for faculty and administrators, and 71 per cent for clerical-
service employees.

A number of states specifically exempt colleges, universities, and other
nonprofit employers from Workmen's Compensation legislation but
provide for their voluntary participation. Where no specific language
includes or excludes nonprofit employers, the courts have usually held
them to be subject to Workmen's Compensation statutes.

Compulsory Nonoccupational Disability Benefits. In addition to stat-
utory requirements for Workmen's Compensation coverage of work-
connected illness and injury, five states require employers to provide
benefits during temporary nonoccupational disability: California, Ha-

4 U.S. Department of Labor, Bureau of Labor Standards, "State Workmen's Compen-
sation Laws," Bulletin 161 (Rev.), 1964.
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waif, New Jersey, New York, and Rhode Island. The jurisdiction of
Puerto Rico also requires the provision of such benefits. In California,
New Jersey, and New York, the employer may either insure with a state
fund, provide comparable coverage through a private insurer, or self-
insure. In Hawaii the employer may obtain coverage through a private
insurer or may self-insure; a special state fund makes payments to work-
ers wh^ become disabled when unemployed and to employees whose
employers become bankrupt or have failed to carry the required insur-
ance. The Rhode Island benefits are administered through a state fund
as a part of the state unemployment compensation system.

Benefit amounts are normally expressed as a percentage of the disabled
employee's weekly wage, such as 50 or 55 per cent, subject to a maxi-
mum weekly benefit. Maximum benefits, depending on the state, gen-
erally range from $60 to $85 per week. Nonprofit educational organiza-
tions, public and private, are not required to participate but may do so
voluntarily.

Sequence of Benefits. Most temporary absences from work in educa-
tional institutions are the result of nonoccupational illnesses or injuries
to which regular nonoccupational sick leave provisions apply. In the
five states providing for compulsory nonoccupational temporary dis-
ability benefits, nonoccupational sick leave benefits must meet the
standards prescribed by state legislation; benefits may be paid at a higher
level, of course, and higher benefits are usually provided under the full-
salary sick pay plans of the colleges.

For temporary absences caused by a job-related injury or illness,
colleges normally provide that the payments from Workmen's Compen-

. sation will take precedence over payments under the sick leave program.
The sick leave program normally makes up any difference between the
Workmen's Compensation benefits and the continuation of wage or
salary as provided for ider the sick leave plan. The following two
excerpts from short-tei.a disability income plans illustrate this kind of
provision:

* *

Any payment made under the provisions of this regulation [for
salary continuation] for illness or injury covered by the Workmen's
Compensation Act shall be reduced by the amount of any payment
received under the provisions of the Act.

* * *

Salary continuation received plus temporary disability indemnity
received as compensation from the State Compensation Insurance
Fund [Workmen's Compensation] shall not exceed the employee's
regular salary for the period of absence from such cause in any month.
Final allowances for permanent industrial disability settlements are
not subject to this rule. When an employee is reported absent because
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of industrial injury, his absence shall be charged against Industrial
Leave wherein he has a credit of 60 working days with no charge
being made against his sick leave account.

The dovetailing of sick leave benefits and work-connected accident
benefits is illustrated by the following:

Probationary or permanent employees absent from duty because
of illness or injury directly resulting from an industrial accident for
which they are eligible for Workmen's Compensation, may be granted
industrial accident leave with pay from the first day of such absence
to and including the last day of such absence but not to exceed 60
working days in any fiscal year. The amount of salary due in any
calendar month will be the amount receivable had the accident not
occurred. State law requires that employees endorse to the Junior
College District any temporary disability indemnity check from state
compensation. The temporary disability indemnity checks will be
made payable to the employee but will be sent to the Junior College
District. The reverse side of the check will be stamped "Pay to the
order of the Area Junior College District" and will be sent to the
employee for endorsement and then returned to the Accounting De-
partment. Upon receipt of the endorsed check all necessary adjust-
ments will be made to assure full salary payments authorized by the
policy.

If one is still absent from work as a result of the same accident
after 60 working days, he will then be entitled to accrued sick leave
and half-pay sick leave, respectively. He may elect to receive state
compensation in addition to half-pay sick leave, but in no case may
the total weekly amount exceed the salary.

* * *

GAPS IN SHORT-TERM PROTECTION

The public and private junior colleges are generally ahead of em-
ployers in business and industry in providing income protection for
temporary short-term absence for nonoccupational sickness or injury.
Three out of five workers in private industry have some formal plan for
income replacement during sickness, while about nine out of ten em-
ployees in the junior colleges are covered under some such program.'

Yet certain gaps remain in short-term disability income provisions in
the colleges. They can be measured in terms of the absence of formal
plans in a few institutions, the level of disability income provided, and
the length of time between termination of the disabled person's short-

3 Price, toc. cit., and Table 7-2 in this chapter.
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term benefits and the time he either returns to work or begins receiving
benefits under a long-term total disability income plan or equivalent early
retirement plan. Each college should examine its own arrangements with
these points of adequacy in mind.

With the majority of salary continuation plans in the junior colleges
based on the gradual accumulation of unused annual sick leave, senior
employees with average or below-average temporary absences can ac-
cumulate substantial reserves of sick leave. After completing ten years
of service, an employee under a plan providing for accumulation of sick
leave of twelve days a year and who has had five days of absence a year
will still have a reserve of seventy days of leave (fourteen weeks). Al-
though adequate for most of the longer temporary absences, fourteen
weeks' accumulation still leaves twelve weeks of no benefits before com-
pletion of the six-months' elimination period for Social Security disability
benefits or the start of many insured long-term total disability benefit
programs. The short-term disability income protection of younger em-
ployees may incorporate even greater gaps if an illness lasts a month or
longer. Net accumulated sick leave may be insufficient to encompass an
absence, or too short to cover the period elapsing before benefits begin
under a long-term plan.

The widespread adoption of long-term total disability insurance plans
since the mid-fifties offers a new and useful bench mark in setting the
outer limits of short-term benefits and in filling the remaining gaps.
Long-term plans generally begin benefits after three or six months of
continuous disability. The definite frontier between short-term and long-
term plans becomes the point to which short-term benefits may reason-
ably be continued without interruption.

Now that insured long-term plans have become available at reason-
able cost, it is practicable to consider the revision of short-term sick
leave policies to provide full coordination with long-term benefits. Re-
cent growth in long-term total disability plans has not always been
accompanied by needed changes in temporary disability plans. Short-
term disability plans will, no doubt, become subject to reexamination
as more attention is paid to long-term protection.

APPENDIX B TABLES RELATED TO CHAPTER 7:

Table
4-57 Plan for Short-Term Sick Pay, Paid Sick Leave, Etc.
4-58 Types of Short-Term Disability Income Arraneements in Effect
4-59 Short-Term Disability Income by Type of DisabilityService and Non-

service Connected
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Most disability absences are short and fall well within the scope of sick
pay and salary continuation plans. Relatively few disabilities last as
long as six months, a customary dividing line between the temporary and
the long-term. Disabilities that cross that line, however, may last a
year, or five, ten, or twenty or more years. They can bring with them
profound financial trouble; destruction of an individual's ability to earn
can be a catastrophe for him and his family. For an employee earning
$10,000 a year, ten years of disability means a loss of $100,000, twenty
years, $200,000, and so on, without considering expected normal salary
increases. Few if any employees can begin to set aside enough money
to protect against losses like this. The effects of a long-term disability
on an employee's family may be more severe than those resulting from
his death; the former breadwinner becomes a dependent member of the
household, in some cases requiring continued medical care and special
nursing.

Long-term disability income plans protect staff members against the
financial situation any one of them may face if salary or sick pay ulti-
mately has to be cut off because a disabling illness or injury is apparently
going to continue indefinitely. Long-term disabilities are a matter of
great concern for fellow workers and friends as well as for the disabled
employee and his family; the immediate problem of one family is a
potential problem for every family. An adequate long-term disability
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income plan improves the quality of the working environment by assuring
all covered staff members that income protection will be available if
needed.

EXTENT OF LONG-TERM DISABILITY COVERAGE

In seeking a measurement of the extent of long-term disability income
coverage, this survey used a fairly broad definition. Respondents were
asked to report "any plan providing regular income during a long-term
total disability, including the disability or early retirement provisions of
public employee or state teacher retirement systems, group insurance
plans, or self-administered plans." As indicated below, many of the
colleges could report only the disability provisions of a public retirement
system, and many of these systems limit their benefits to long-service
employees and offer very low benefits. Other public retirement systems
provide reasonable benefit levels. Yet the less-than-adequate public re-
tirement systems offer a starting point for the development of more
adequate disability benefits for college employees; all public retirement
systems incorporating disability benefits are counted in the study tables
listing long-term plans, despite the limitations of some.

In answering the questionnaire, about 10 per cent of respondent junior
colleges participating in public retirement systems failed to recognize
existing long-term disability benefits in these systems, perhaps a silent
comment on the benefits themselves. To be fair to these colleges, how-
ever, and to assure overall consistency of response, we gave them credit
for such participation in the editing of incoming questionnaires.

Table 8-1 shows the overall response on the extent in the junior col-
leges of long-term total disability income plans, as defined by the survey.
Since virtually all of the publicly supported junior colleges participate
in public retirement systems (though they may have alternative retire-
ment plans), and some also report group disability insurance plans,
virtually all report some kind of long-term disability provisions: over
98 per cent for faculty and administrators, and 95 per cent for clerical-
service personnel. But the caveat must be emphasized: a relatively low
ratio of employees may actually qualify for benefits if they become
disabled.

About 40 per cent of the private junior colleges report some kind
of long-term disability plan for faculty and administrators, and 34 per
cent for clerical-service employees.

The qualitative differences in long-term disability income plans are
the subject of much of this chapter; the key to the differences, for the
most part, is in the type of plan reported and the all-important service
requirements on which eligibility for benefits depends.'

About a fourth of the insured total disability plans reported by public junior colleges
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TABLE 8-1: LONG-TERM DISABILITY COVERAGE IN JUNIOR COLLEGES,
1970

All
Insti'l ,ons Public Private

Per Cent Per Cent
huts EEs

Per Cent Per Cent
huts EEs

Per Cent Per Cent
huts EEs

Nrz N- N= N= N= N=.
Faculty 893 59,383 712 53,948 181 5,435

Total 100.0 100.0 100.0 100.0 100.0 100.0
Long-Term Plan

in Effect 86.9 94.6 98.7 98.8 40.3 52.8
No Long-Term Plan 13.1 5.4 1.3 1.2 59.7 47.2

N= N= N= N=...- N= N=
Administrators 893 13,103 712 11,061 181 2,042

Total 100.0 100.0 100.0 100.0 100.0 100.0
Long-Term Plan

in Effect 87.0 91.4 98.9 98.8 40.3 51.2
No Long-Term Plan 13.0 8.6 1.1 1.2 59.7 48.8

Clerical-Service N= N= N= N= N= N=
Employees 893 42,886 712 36,993 181 5,893

Total 100.0 100.0 100.0 100.0 100.0 100.0
Long-Term Plan

in Effect 82.1 90.2 94.2 97.9 34.3 42.3
No Long-Term Plan 17.9 9.8 5.8 2.1 65.7 57.7

TYPES OF LONG-TERM DISABILITY INCOME PLANS

The types of long-term disability income plans reported by the junior
colleges are shown in Table 8-2. As expected, the majority of the
publicly supported junior colleges (about 90 per cent) report for all
employee categories public retirement plan disability provisions or early
retirement provisions as forms of long-term disability benefits.

Group insurance plans for long-term total disability are reported by
40 per cent of public institutions reporting disability plans for faculty
and administrators, and by 33 per cent for their clerical-service employ-
ees. The percentages indicate a substantial growth in this type of plan,
since group insurance for long-term disability has been available for a
relatively short period. About a third of the public junior colleges
reporting disability benefits under a public retirement system also report
a group insurance plan for long-term total disability benefits. A group
long-term disability insurance plan helps fill the gaps, often wide, in the
disability provisions of a public retirement system.

in the current survey, and an eighth of the plans in private junior colleges, terminate bene-
fit payments after two to five years whether or not disability has ceased. Although not
truly long-term income plans, they are included here because many employers and
insurers have been describing them as long-term plans, and responded accordingly on the
survey questionnaire. The plans should be subject to early review and improvement.
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TABLE 8-2: TYPES OF LONG-TERM TOTAL DISABILITY INCOME PLANS
REPORTED BY JUNIOR COLLEGES, 1976

All
Institutions Public Private

Per Cent Per Cent
Insts EEs

Per Cent
Insts

Per Cent
EEs

Per Cent
Insts

Per Cent
EEs

N= N= N= N= N= N=
Faculty 776 56,190 703 53,318 73 2,872

Total 100.0 100.0 100.0 100.0 100.0 100.0
Group Insurance Plan 40.7 47.8 37.3 45.8 74.0 84.9
Public Retirement System 80.8 86.4 88.8 91.0 4.1 1.9
Church or Other

Nongovernmental
Retirement System . 1.9 .7 - - 20.5 13.8

Formal Noninsured Self-
Administered Plan 1.2 2.2 .7 2.1 5.5 4.4

Other .6 .6 .4 .5 2.7 2.0

N= N= N= N= N= N=
Administrators 777 11,975 704 10,930 73 1,045

Total 100.0 100.0 100.0 100.0 100.0 100.0
Group Insurance Plan 40.5 52.2 37.1 48.7 74.0 89.0
Public Retirement System 81.1 80.7 89.1 88.3 4.1 1.3
Church or Other

Nongovernmental
Retirement System 1.9 1.1 - - 20.5 12.4

Formal Noninsured Self-
Administered Plan 1.2 2.0 .7 1.8 5.5 4.6

Other .6 .5 .4 .5 2.7 .7

Clerical-Service N= N= N= N= N= N=
Employees 773 38,691 671 36,201 62 2,490

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response .3 * - - 3.2 .4
Group Insurance Plan 33.4 40.8 30.6 38.5 64.5 75.6
Public Retirement System 84.4 87.2 91.8 93.0 4.8 2.4
Church or Other

Nongovernmental
Retirement System 1.6 .7 - - 19.4 10.8

Formal Noninsured Self-
Administered Plan 1.5 2.6 .9 2.0 8.1 11.0

Other .5 .5 .3 .3 3.2 2.3

Note: Because many institutions report two or more plans, separate percentages add
to more than 100.

* Less than .1 per cent.

Among the privately supported junior colleges reporting long-term
disability plans, a group insurance plan is the principal method used
in providing long-term disability coverage. For faculty and adminis-
trators, about three-quarters of these institutions provide the coverage
through group insurance plans; for clerical-service employees, the pro-
portion is 65 per cent. Disability benefits under church retirement plans

c .
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and formal self-administered disability plans represent the balance, but
are few in number.

SOCIAL SECURITY

The long-term total disability income benefits of the federal Social
Security system also play an important role in the junior colleges. Virtu-
ally all private junior colleges are under Social Security; among public
colleges, 72 per cent cover faculty under Social Security, 73 per cent
cover administrators, and 83 per cent cover clerical-service employees.

For eligible persons, Social Security benefits provide a floor on which
to build a program of long-term disability income. Originally limited
to persons between the ages of 50 and 65, disability benefits of Social
Security are now payable to eligible persons of any age.

The individual's benefit, based on his average monthly wage in covered
employment, is the amount that would have been paid had he been
eligible for retirement at the time disability occurred. In addition, bene-
fits are paid to eligible dependents of the disabled person. Eligible
dependents include a wife aged 62 or older, or a wife of any age if she
is caring for a child entitled to benefits. A child is entitled to benefits
if under age 18, age 18 to 22 if a full-time student, or age 18 or older
and suffering from a disability that began before age 18. Depending
on the level of an employee's average monthly wage, maximum survivor
benefits for a family can be as much as $434 a month (1969 Social
Security Amendments).

A disability "freeze" provision aids disabled persons by eliminating
the disability period from the calculation of the average monthly wage
for any future retirement or disability benefits under the Social Security
program. The Social Security disability benefits are described further
in Chapter 4.

Disability Benefits Under Public Retirement Systems
Most public retirement systems incorporate some disability income

provisions for participants meeting stated service requirements. The
majority of the plans provide relatively low benefits and limit benefit
payments to persons who have completed ten or fifteen years of service
before becoming disabled. In effect, and sometimes in name, their dis-
ability benefits are early retirement benefits limited to participants who
are nearing the retirement age.

Generally speaking, the disability benefit patterns of public retire-
ment systems, described in this section, suggest that a retirement plan
functions best as a source of retirement benefits, beginning at age 65 or
so, and that disability benefits are more effectively provided during the
period from disability to the retirement age through a combination of
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Social Security and group disability income insurance, described later
in this chapter.

BENEFIT PATTERNS

With just a few exceptions, public retirement systems provide long-
term disability benefits to eligible participants in one of five ways. The
disability benefit may be: (1) the retirement benefit the disabled em-
ployee would have received had he continued in service at the same
salary until normal retirement age, not actuarially reduced because of
his younger age at disability-9 plans out of 77; (2) the retirement
benefit he would have received had he continued in service at the same
salary until normal retirement age, but actuarially reduced to corre-
spond with the earlier age at which benefits actually start-14 plans;
(3) the retirement benefit the disabled employee earned up to the date
of his disability, but not actuarially reduced for age-30 plans; (4) the
retirement benefit earned up to the date of disability, but subject to
actuarial reduction because benefits are begun early-9 plans; or (5) a
stated percentage of average salary preceding disability-9 plans. Table
8-3 outlines the basic disability benefit patterns of the public retirement
systems covering junior colleges.

In the above distribution of benefit patterns, the systems most likely
to provide adequate disability income are the nine in which service
after disability to retirement age is counted in the benefit formula and
under which there is no actuarial reduction, and the nine in which the
benefit is stated as a percentage of average salary over a stated period
preceding disability. Others may produce adequate benefits if disability

TABLE 8-3: PUBLIC RETIREMENT SYSTEMS COVERING JUNIOR
COLLEGES, 1970. BENEFIT FORMULAS FOR NONSERVICE-CONNECTED

LONG-TERM TOTAL DISABILITY BENEFITS
(As Applied to Participants Meeting Eligibility Requirements)

Retirement Benefit Employee Would Have Earned Had
He Continued in Service to Normal Retirement Age 23

Not actuarially reduced 9
Actuarially reduced according to age at disability 4
Reduced by a percentage applied to the benefit formula 10

Retirement Benefit Earned to Date of Disability 39
Not actuarially reduced 30
Actuarially reduced according to age at disability 6
Reduced by a percentage applied to the benefit formula 3

Percentage of Final Average Salary Preceding
Retirement (No Service Component in Formula) 9
Flat Amount Times Years of Service 2
Defined Contribution Benefit 3
No Disability Income Provision 1

Total Systems 77
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occurs near the normal retirement age, but cannot do as well for eligible
persons disabled at the younger ages.

ELIGIBILITY REQUIREMENTS

Table 8-4 summarizes the service periods required before retirement
system participants become eligible for disability benefits in the event
total disability occurs. A service requirement of ten years or more is
stated by 48 of the 76 plans having disability provisions, or z bout 60
per cent. Nineteen of the systems, or about 25 per cent, state a five-year
service requirement. Three of the systems provide for eligibility immedi-
ately on participation in the system, one states a service requirement of
two years for disabilities resulting from illness but provides for immediate
eligibility for disabilities resulting from accidents, and under one system
eligibility begins as soon as the employee's contributions have accumu-
lated to $500. In sum, 95 per cent of the systems incorporate waiting
periods of five years or more. Group disability income insurance, on the
other hand, is characterized by no waiting period, or waiting periods of
one year or less.

Service based eligibility requirements do not cluster under any particu-
lar type of benefit pattern. Five and ten year requirements are as typical
of plans providing disability benefits based on service to the date the
individual would have retired as they are of plans providing benefits
earned to date of disability actuarially reduced. Table 8-5 shows the
eligibility requirements for disability benefits under the public plans
according to the benefit pattern provided.

As Tables 8-3 through 8-5 indicate, retirement systems do not usually

TABLE 8-4: PUBLIC RETIREMENT SYSTEMS COVERING JUNIOR
COLLEGES, 1970. ELIGIBILITY REQUIREMENTS FOR INCOME BENEFITS

FOR NONSERVICE-CONNECTED LONG TERM TOTAL DISABILITY

No Service Requirement
$500 Accumulation of Employee Contributions
Service Requirement

3
1

72
2 years 1 a

5 years 19
7 years 2
8 years 2

10 years 39b
12 years 1

15 years 8 c
No Disability Income Provisim: 1

Total Systems 77

a Two years of service for illness, no service requirement for accident.
b In one system an alternate requirement is age 50 and 5 years of service.
c In one system an alternate requirement is 10 years of service and age 60. One system

reduces requirement for veterans to 10 years of service.

2 ,3
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TABLE 8-5: PUBLIC RETIREMENT SYSTEMS COVERING JUNIOR
COLLEGES, 1970. ELIGIBILITY REQUIREMENTS FOR INCOME

BENEFITS FOR NONSERVICE-CONNECTED LONG-TERM TOTAL
DISABILITY BY TYPE OF DISABILITY BENEFIT PATTERN

Retirement Benefit Employee Would Have Earned Had He
Continued in Service to Normal Retirement Age: 23

Benefit not actuarially reduced
$500 accumulation of employee contributions
5 years of service
10 years of service

Benefit actuarially reduced according to age at disability
10 years of service
15 years of service

Benefit reduced by a percentage applied to the benefit formula

1

5
3

3

1

5 years of service 2
&years of service 1

10 years of service 7

Retirement Benefit Earned to Date of Disability: 39
Benefit not actuarially reduced

No service requirement 1

5 years of service 8
7 years of service 1

8 years of service 1

10 years of service 15 a
15 years of service 4b

Benefit actuarially reduced according to age at disability
5 years of service 1

10 years of service 4
15 years of service 10

Benefit reduced by a percentage applied to the benefit formula
10 years of service 2
12 years of service 1

Percentage of Final Average Salary Preceding Disability: 9
No service requirement 1

2 years of service 1 d

5 years of service 2
10 years of service 3

15 years of service 2

Flat Amount Times Years of Service: 2
7 years of service 1

10 years of service 1

Defined Contribution Benefit: 3

No service requirement 1

5 years of service 1

10 years of service 1 e

No Disability Income Provision 1

Total Systems 77

a In one system an alternate requirement is age 50 and 5 years of service.
b In one system an alternate requirement is 10 years of service and age 60.
c System reduces requirement for veterans to 10 years of service.
d Two years of service for illness, no service requirement for accident.
e System bases disability benefits on total contributions to age 50 if disability occurs

under that age.

231
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adapt well to the provision of long-term disability income benefits except
for persons fairly close to retirement; their primary function is to provide
retirement income beginning at a stated normal retirement age. Their
lengthy service requirements generally limit eligibility and their benefit
provisions generally limit income levels. More than anything else, this
explains why about a third of the colleges participating in public retire-
ment systems now report a group insurance plan for long-term total dis-
ability income, although such plans themselves are relatively new.

Under a group long-term total disability insurance plan, a disability
income of 50 or 60 per cent or so of salary can be provided to continue
throughout disability to the normal retirement age. Long waiting periods
for eligibility are not required. At the same time, the benefits of the
retirement system can be coordinated with the insured plan so as to defer
the system's benefits until the retirement age, when no actuarial reduc-
tion is required and benefits can have built up to adequate levels. So as
to continue contributions to the retirement plan during disability, the
group insurance plan can incorporate a benefit (the annuity premium
benefit) which provides for the continued payment of both employer and
employee retirement plan contributions.

Under many public retirement systems, the proper enmeshing of retire-
ment benefits with an insured long-term disability income plan will
depend on necessary changes in certain provisions of the system and will
require legislation. Depending on the retirement system, required
changes may include: (1) incorporation of a right to defer the start of
the retirement plan's benefits until normal retirement age, rather than
beginning them immediately at a reduced level as disability benefits;
(2) elimination of long service requirements for eligibility of disabled
persons for the deferred benefits under the retirement plan; (3) installa-
tion of a group long-term disability insurance plan to provide disability
income throughout disability until retirement plan benefits begin; (4)
automatic continuation of the regular employer and employee contribu-
tions to the public retirement system on behalf of disabled persons, or,
if this cannot be done, addition of the annuity premium benefit under
the insured long-term disability income plan in order to provide adequate
deferred retirement benefits under a supplementary retirement plan;
(5) coordination of the retirement system and the group disability
insurance plan to assure participants that benefits payable under the
public retirement system but deferred to retirement age do not have
the effect of reducing insured disability income.

Many of the public junior colleges now reporting group insurance
plans for long-term disability have not yet fully coordinated their
insured plan with the existing retirement system. Careful reexamination
of both plans is a prerequisite.

2:3 2
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Group Insurance Plans for Long-Term Disability Income

A RECENT DEVELOPMENT

Until the mid-fifties, group insurance plans to provide long-term
total disability income were not available. Only accident insurance
plans, with income benefits continuing for two to five years, were usually
offered. The development of a group insurance plan to provide truly
long-term disability income for institutions of higher education grew
out of the concern of the Ford Foundation and Teachers Insurance
and Annuity Association about the almost total absence of satisfactory
ling -term income provisions. A TIAA survey (1956) indicated that
many educational institutions had been faced with instances of long-term
disability but had been unable to provide needed benefits.' With the
exception of a few self-administered programs and the disability benefits
of Social Security for persons age 50 and over, the only regular provisions
for disability income for college staff members were the early or disability
retirement arrangements under public retirement systems. As is still
the case, these benefits were generally low in amount and available only
to employees having long periods of service at the time they became
disabled.

With the introduction in 1957 of the new TIAA long-term total dis-
ability group insurance plan, there began a period of remarkable growth
in long-term disability income protection. Other insurers rapidly entered
the field. Although by 1960 only a few group insurance plans for long-
term disability income were found in the junior colleges, the total has
now grown to over 300 insured plans for faculty and administrators, and
almost 250 for clerical-service employees (Table 8-2). An even more
rapid growth took place in the four-year colleges and universities.

GROUP INSURANCE PLAN OPERATION

An insured long-term disability plan should be capable of providing
an adequate monthly income, and one that does not cut off during the
period of disability. Furthermore, it should incorporate, or be accom-
panied by, a means of assuring that an adequate retirement income is
available to take over, if necessary, at the institution's stated normal
retirement age. In doing its job it must incorporate a method of deter-
mining when a disability indeed becomes long-term, and it must of course
establish a definition of disability.

Defining Total Disability. Three different definitions of total disability
are in use in determining whether benefits are payable. One of two is

2 Teachers Insurance and Annuity Association, "Proposed Major Medical Expense and
Disability Insurance," Report to the Ford Foundation (unpublished), 1956.
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used in insured long-term total disability income plans. The third is the
definition used by the Social Security program.

(1) In many group insurance plans, disability is defined as "the
inability of the employee, by reason of sickness or bodily injury, to en-
gage in any occupation for which the employee is reasonably fitted by
education, training or experience."

(2) In other plans, the "dual" definition is used, under which dis-
ability is defined as follows: "During the first 24 months of disability,
the complete inability of the employee, by reason of sickness or bodily
injury, to engage in his regular occupation. Thereafter it will mean the
inability of the employee, by reason of sickness or bodily injury, to
engage in any occupation for which he is reasonably fitted by education,
training or experience."

(3) Under the Social Security program, disability is defined as "the
inability to engage in any substantial gainful activity by reason of any
medically determinable physical or mental impairment which can be
expected to result in death or which can be expected to last for a con-
tinuous period of not less than 12 months." To be eligible for benefits
the individual must not only be unable to perform the work for which
his education, training, or skills have prepared him, but must also be
unable to engage in any "substantial gainful activity." This is defined
as any work generally performed for gain or profit, even if part-time,
and even if less demanding or less responsible than the individual's prior
work.' And the disability must not only be total, but expected to last
at least 12 months.

Exclusions. There are only a few categories of disability for which
benefits are not normally payable under insured group long-term plans:
(1) injury or sickness resulting from war, declared or undeclared, (2)
intentional self - inflicted injury or sickness, (3) disability resulting from
pregnancy, unless the period of continuous disability begins after a
stated period thronghout which the employee was actively at work
following the termination of such pregnancy, and (4) disability during
the first year in the plan if the disability results from any condition exist-
ing prior to the beginning of coverage.

Some plans, however, add other exclusions, some possibly ambiguous:
(1) disabilities resulting from insurrection, rebellion, or participation
in a riot, (2) any disability in excess of 24 months if such disability
is due to neuroses, psychoneuroses, psychopathies, psychoses and other
mental and emotional diseases or disorders of any type, and (3) aviation

3 U.S. Department of Health, Education, and Welfare, Social Security Administration,
Social Security Handbook, (Washington, D.C., U.S. Government Printing Office, 1969),
p. 105.
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speed contests and air travel other than 0.3 a passenger in any aircraft
having a current and valid air-worthiness certificate.

Elimination Period. The cost of an insured long-term disability plan
is relatively low if it does not try to cover the many disabilities that are
of short duration and that are normally handled through salary continua-
tion or sick pay plans. This is achieved through the "elimination period,"
which precedes the start of long-term total disability benefits. The elimi-
nation period is the stated initial period of continuous total disability dur-
ing which the long-term benefits are not yet payable. It is usually set at
six months, or occasionally at three or twelve months. During this period
the college's sick pay plan provides the benefits. Actually, most disabili-
ties are short-term in nature and will end well within a six-month period.
The accompanying short-term plan should be structured so that there is
no gap in income for eligible persons between the time benefits cease
under the short-t= plan and the time they begin under the long-term
plan.

Typical statements of the elimination period are as follows:
* * *

Benefits begin on the first of the month after an insured staff
member has been totally disabled for a period of six consecutive
months and continue during such disability until he reaches age 65.

* * *

Salary Security Benefits begin with the 181st day of disability and
continue while an employee is totally disabled and under a doctor's
care up to the 65th birthday.

*

The benefit will be paid starting at the end of the 90 days qualifying
disability period, or the date your sick leave benefits expire, whichever
is later, and will continue until the disability ceases, or until you reach
age 65.

* * *

Benefit Amounts. Insured disability income plans generally aim to
provide an adequate monthly income, but at a level that is somewhat
less than the employee's current earned income. Some plans recognize
the effects of inflation by incorporating a 3 per cent annual increase in
benefits.

Benefit levels under plans in the junior colleges are illustrated by the
following examples:

* * *

The monthly income benefit which, including any income benefits
payable from Social Security, Workmen's Compensation and any
disability benefits payable under any insurance or retirement plan for
which contributions or payroll deductions are made by the College,

2:r 5
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is equal to 60% of your covered monthly salary up to $1,000, plus
40% of covered monthly salary in excess of $1,000 as of the date the
disability began, but not to exceed $1,500 monthly. In no event will
the monthly income benefit be less than $50, even though this amount
may bring your total disability income to more than 60% of salary.

* * *

Your benefit will be equal to 662/3 % of your basic monthly salary
or wage up to a maximum of $1,000 per month. This amount shall
be subject to a reduction for any salary or wage received from the
employer during that monthly period and for other income benefits
as defined in this plan. In no instance will the amount of your benefit
be less than $50.

* * *

If the employee becomes totally disabled as the result of an accident
or sickness, either mental or physical, the plan will provide him with
50% of his monthly salary, to a maximum monthly benefit of $1,500,
less any amount paid or payable under Workmen's Compensation,
occupational disease act or law, any statutory disability law and/or
any benefits paid or payable to the employee, including dependent
benefits, as a result of the employee's disability under the Social
Security Act.

* * *

Benefit Offset. As indicated in the preceding examples, the maximum
benefit of an insured long-term disability income plan usually includes
any benefits that are payable from Social Security, Workmen's Compensa-
tion or similar laws, salary or wages from the employer, state compulsory
disability plans, a pension plan purchased through the employer, or
disability or early retirement provisions of a public employee or state
teacher retirement system. In some plans the Social Security primary
benefit is offset, but not Social Security benefits for dependents.

The purpose of the benefit offset is to avoid a level of total benefits
that brings a disabled person's income to a point that might reduce or
eliminate the financial incentive to seek recovery from disability.

When an insured long-term total disability plan is installed in a public
college participating in a public retirement system, it is desirable to
arrange for the deferment of the start of disability or early retirement
benefits from the retirement plan during the period that long-term dis-
ability benefits are payable. As noted earlier, this coordination of plans
will help the retirement plan provide more adequate retirement benefits
after insured disability benefits cease at age 65.

Deferring the start of disability or early retirement benefits under a
public retirement system is an especially desirable option in the many
such systems under which disability benefits are actuarially reduced for
age. In some states, statutory amendment of the retirement plan may be
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required to effect coordination. Every public college installing or re-
viewing an insured long-term disability plan should look carefully at the
way the insured plan relates to the retirement system. At the same time,
some standard insurance plan provisions may require modification
through specific recognition of "payable" (but deferred) retirement sys-
tem benefits as exempt from offset provisions.

Disposable Disability Income. In terms of disposable income, monthly
income benefits of an insured long-term disability program of 60 per cent
or so of former gross pay may approach three-quarters or more of the
disabled person's former take-home pay. This is mainly due to changes
in the individual's federal income tax status. Any portion of disability
income that has been paid for by employee contributions or is composed
of Social Security benefits is tax free. The first $100 per week of em-
ployer-financed disability income is also excludable from taxable income.
In addition, there are no longer the deductions from income for Social
Security taxes or pension plan contributions, and employee contributions
for group life insurance are usually waived during total disability, with
the protection continuing in force.

Meeting Living Cost Changes. An important consideration in long-
term disability income plans is the capacity of the income to adjust in
some degree to increases in the cost of living. To achieve this, a plan
may include a provision that will automatically increase the amount of
an insured individual's monthly income by a stated annual percentage,
beginning with the first anniversary of benefit payments. A 3 per cent
annual increase is included in many TIAA disability income plans.

Duration of Benefit Payments. Most insured group long-term dis-
ability income plans pay disability benefits throughout disability until
the individual reaches age 65. All of them should. At age 65, the
retirement plan normally takes over the provision of regular income.

As noted at the beginning of this chapter, some of the insured total
disability plans reported by public junior colleges in the current survey
are not truly long-term: the plans which terminate benefit payments
after two to five years whether or not disability has ceased. They raise
a warning. It seems inappropriateperhaps even misleadingto offer
as a long-term total disability plan arrangements that cut benefits off
early and leave as a gap the possibly many years between the cut-off
date and the age at which an adequate retirement benefit might become
available.

Some early cut-off plans may be in operation simply because it is not
understood that the cost of changing a plan from a five-year cut off to
continuation of benefits to retirement age is relatively small. A "plan"
that carries the disabled person for only two or five years, until he is out
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of sight and forgotten, and then cuts off his benefits, is an obvious candi-
date for revision.

A related problem is represented by plans in which benefits are con-
tinued for five years for disabilities caused by accident but only for two
years for sickness, and plans in which benefits are payable to age 65
for accident but only for five years for sickness. Certainly the financial
strain on a disabled person and his family is the same whether disability
is caused by an accident or by sickness. Employees and administrators
alike might rightly question the idea of determining benefit duration by
cause of disability.

Annuity Premium Benefit. It was just noted that disability plans
providing benefits for two to five years merely lead a disabled individual
to a point where he is out of sight and forgotten. The same thing can
be said of plans which bring a disabled person up to age 65 and then
drop him completely or leave him with an inadequate level of benefits
under a retirement plan. This can occur because there has been no
provision for continuing payment of annuity premiums concurrently
with the disability income benefit, or perhaps because the individual was
required under the retirement system to begin benefits early in the form
of relatively low "early" or "disability" retirement income. Whenever a
college is considering total disability income, it should also be thinking
about the companion benefitthe annuity premium benefitwhich
continues regular contributions to the retirement plan throughout dis-
ability.

As a rule, the amount of the annuity premium benefit is the percentage
of salary (employer plus employee contributions) being applied to a
person's annuity in the regular operation of the institution's retirement
plan at the time total disability begins. If, for legal, technical or other
reasons, payments cannot be continued to the individual's regular retire-
ment plan, such as a public retirement system, the annuity premium
benefit may be applied to newly issued individual annuity contracts or
group annuities, noncashable except for use as retirement income or as
a death benefit. The annuity is normally provided by the insurer of the
disability income plan. The annuity premium benefit as part of a long-
term disability plan was first developed in the late fifties as a part of the
newly developed TIAA plan. More recently the annuity premium benefit
has been offered by a number of the commercial insurance companies
as an element of insured disability income plans.

Premiums for Group Long-Term Disability Income Insurance. The
cost of a group long-term total disability insurance plan is normally
stated in terms of a composite monthly premium rate for each $100 of
monthly benefit. One rate is stated for the income benefit, another for
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the annuity premium benefit. The rate will differ from group to group
on the basis of such factors as:

(1) Sex and age distribution of insured employees.
(2) Salary distribution of insured employees.
(3) The rate of contributions to the retirement plan fo- the waiver

benefit.
(4) Size of the insured group.
(5) Whether the institution's staff members are covered by Social

Security, Workmen's Compensation, or comparable benefits.

The relatively low cost of long-term total disability insurance benefits
compared with other staff benefit plansusually less than 1 per cent of
payrollmakes the addition of the benefit practicable for most colleges.
The rapid growth of group long-term total disability insurance in the
last decade reflects in part the need for the benefit and in part its low
cost.

Summary. The relatively new insured plans providing long-term dis-
ability benefits have greatly improved the financial prospects for college
staff members during periods of disability. In summary, they offer the
following:

(1) Employees no longer need to be subject to the ten- and fifteen-
year waiting periods so common under the disability provisions
of public retirement systems. Under insured plans a waiting
period of one year or less for new employees is common (see
Table 8-6).

(2) Realistic levels of benefits can be assured. Benefits are stated as
a substantial percentage of salary for all insured staff members
regardless of length of service or size of accrued retirement bene-
fits, or of age, at the time of disability.

(3) The annuity premium benefit provides for regular contributions
toward the continuing accumulation of retirement and death
benefits. There is no need to use up prematurely the individual's
accumulated reserve under the retirement plan in order to pro-
vide some disability income.

(4) The availability of a provision for the annual increase of dis-
ability income benefits to help meet upward changes in the cost
of living adds to the responsiveness of the program to changing
needs.

INSTALLING OR REVIEWING A LONG-TERM TOTAL DISABILITY
INCOME PLAN

The last ten years have seen rapid growth in long-term disability plans
in the junior colleges,' and about a third of the junior colleges now
report an insured long-term plan. But as yet, group insurance plans for
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long-term disability income are far less numerous than group life and
health insurance plans. It seems likely that recent growth trends will
continue for some time to come. particularly as it becomes more widely
recognized that disability provisions of retirement plans leave many
coverage gaps.

In installing a new insured long-term disability income plan, or re-
viewing an existing one, the following points should be considered:

(1) The benefit pattern. This includes decisions regarding the length
of the elimination period, level of benefits, duration of benefits,
and the accompanying annuity premium benefit.

(2) Coordination with the short-term sick pay or salary continuation
plan.

(3) Coordination with the retirement plan.
(4) Categories of employees to be covered.
(5) Waiting periods, if any, before participation begins.
(6) Sharing of the cost of the plan.

Benefit Pattern. In outlining the basic provisions of its plan, a college
will wish to consider whether the plan is to be long-term in fact for those
whose disabilities continue indefinitely, or will cut off benefits after a few
years. The long-term plan represents the only real choice, since only it
meets real needs; the cost, moreover, is not significantly higher than
coverage for lesser periods. Similarly, the college may be presented with
a plan that proposes to pay shorter benefit periods for disabilities due to
sickness than for those caused by accidents. There is little or no logic
to this distinction, and again the cost differences are not critical.

Where the college is contributing to the cost of a plan sponsored by
a state teacher or employee association, it may find, on reviewing plan
provisions, that benefits do not continue throughout disability to retire-
ment age. The college may wish to examine alternative plans, or to
discuss plan improvements with the association and its insurer.

A reasonable level of benefits should be provided; for example, a
typical plan might state a benefit of "60 per cent of the employee's basic
monthly salary of up to $1,000, plus 40 per cent of any basic salary in
excess of $1,000 per month, but not to exceed $1,500 per month." The
benefit usually provides a disability take-home income of approximately
two-thirds to three-fourths of former take-home pay. An annual esca-
lator provision, usually 3 per cent, should be included if a means of
adjustment to rising price levels is to be available.

Coordination with Short-Term Plan. An elimination period of six
months before disability payments begin is common in long-term dis-
ability income plans. In making its decision here, the college should look
at its current provisions for sick pay and salary continuation for short-
term absences. The college should be able to provide a short-term income
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for as long as the elimination period for long-term disability. The use of
a six-month period reduces the cost of a long-term disability plan by
about 20 per cent over the cost of a three-month period. The saving is
due partly to the lower cost of the benefit and partly to lower cost of
administration. It also coincides with the Social Security six-month
elimination period.

Coordination with Retirement Plan. A disability plan should take
into account the college's retirement plan and its capacity to provide a
disabled employee with adequate retirement income when disability
benefits cease. During disability, there should be provision for continued
contributions to the retirement plan, or for contributions to a supple-
mental annuity r ntract, so as to assure that the retirement benefits will
be adequate when. Ltey begin. The start of retirement benefits themselves
should be deferred until the insured plan's income benefits terminate,
normally at age 65. Under some public retirement systems, legislation
may be required in order that accrued retirement benefits for disabled
members may be deferred.

Participation. A seriously disabling accident or illness can strike
anyone; continuing total disabilities are no respecters of job category. In
considering a long-term disability plan, the college should open plan
participation as broadly as possible. If the plan requires an employee
contribution, efforts must be made to sign up the required percentage of
enrollees, usually 75 per cent of the eligible group. An active program
of staff meetings and distribution of descriptive material is important.
If the required enrollment percentage cannot be obtained, eligibility may
be redefined to take into account those broad employee groups which
have expressed the most interest in the coverage.

As with other group insurance plans, the definition of eligible classes
of employees requires language that is precise as to who is and who is
not covered. Since the insurance is issued without medical examination
(except for late applicants), group underwriting rules require the use of
clearly defined and automatic eligibility factors, such as rank, length of
service, or salary category. Often a work test stating a required number
of hours of work per week governs eligibility. Temporary employees
are not normally made eligible for the coverage; eligibility usually re-
quires a "permanent" employment status. Where eligibility is limited to
staff members earning more than a certain minimum, there may be other
disability benefits available for the nonparticipants which, as a percent-
age of salary, meet a desired disability income goal; these income sources
include Social Security and occupational and nonoccupational Work-
men's Compensation benefits.

A somewhat higher proportion of junior colleges reporting group long-
term disability plans cover faculty and administrators with an insured
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plan than they do the clerical-service employees. This is shown in Table
8-2. Among public institutions, 37 per cent reported an insured group
long-term plan for faculty and administrators, while 30 per cent reported
the coverage included clerical-service employees. Among private junior
colleges reporting a long-term disability plan, 74 per cent reported that
an insured plan covered the professional groups, and 65 per cent indi-
cated than an insured plan included the clerical-service groups.

Some examples of statements of eligibility for group long-term dis-
ability coverage are as follows:

* * *

Full-time teachers and administrative employees become eligible
immediately.

Other full-time employees become eligible when they have been in
continuous active service for three months.

* * *

All active full-time salaried Academic, Non-Classified and certain
Classified employees whose pay scale maximum exceeds $300 per
month under 65 years of age are eligible to join the plan. Your
coverage will commence after you report to work and your applica-
tion is received, provided your application is received not later than
30 days after you report to work.

* * *

This program is effective on the first day of employment for staff
on regular academic or annual contractual salary base and assigned
as professors, associate professors, assistant professors, or instructors,
and executives with administrative-faculty status. The program is
effective on the first day of the calendar month following the month of
employment for all other staff employed on a regular annual salary
base and normally working 30 hours or more per week.

* * *

Waiting Periods. Among long-term insured disability plans in publicly
supported colleges, slightly less than half provide for participation in the
plan by newly hired faculty and administrative officers immediately on
employment. For clerical-service employees, where eligible, slightly
more than half the public colleges report that coverage is immediate,
without a waiting period. (The waiting period, which governs the begin-
ning of eligible persons' participation in the plan, should be distinguished
from the elimination period, the period of disability preceding the start
of income benefits.)

Among the private junior colleges, about a third of insured plans
provide for coverage without a waiting period; in this group there is no
appreciable difference in provision for immediate coverage among em-
ployee classes.
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Table 8-6 outlines the waiting periods reported by the colleges for
coverage under insured long-term total disability plans. Overall, group
long-term disability income plans in both the public and private colleges
reflect a general aim to bring employees under the protection of the
plan either immediately on employment or within at least a period of
one year. Waiting periods of less than a year, such as three or six
months, for example, predominate in the publicly supported institutions.
In the private colleges, waiting periods of one year are more frequently
stated than in the public colleges. Waiting periods longer than one year
are rare.

In plans in which the waiting period is less than one year, a "pre-
existing condition exclusion" is normally part of the group contract.
This excludes from coverage disabilities commencing during the first
year of participation that result from injuries which occurred or sickness
which commenced prior to the date the employee became insured under
the group policy. All other disabilities are fully covered during the

TABLE 8-6: WAITING PERIOD FOR ELIGIBILITY FOR PARTICIPATION IN
GROUP LONG-TERM TOTAL DISABILITY INSURANCE PLANS IN

JUNIOR COLLEGES, 1970

All
Institutions Public Private

Per Cent Per Cent
Insts EEs

Per Cent Per Cent
Insts EEs

Per Cent Per Cent
Insts EEs

N= N= N= N= N= N=
Faculty 316 26,862 262 24;425 54 2,437

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response 3.2 2.2 3.4 2.2 1.9 2,0
No Waiting Period 45.9 46.9 48.5 48.9 33.3 26.7
Less than 1 Year 31.6 31.8 32.4 32.3 27.8 26.7
1 Year 16.5 15.6 13.4 13.2 31.5 39.0
More than 1 Year 2.8 3.6 2.3 3.4 5.6 5.6

N= N= N= N= N= N=
Administrators 315 6,252 261 5,322 54 930

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response 3.2 2,0 3.4 2.2 1.9 1.0
No Waiting Period 45.7 43.7 48.7 46.6 31.5 27.5
Less than 1 Year 31.4 31.3 32.2 30.7 27.8 35.1
1 Year 16.8 17.5 13.4 14.9 33.3 32.6
More than 1 Year 2.9 5.4 2.3 5.7 5.6 3.9

N= N= N= N= N= N=
Clerical-Service 245 15,805 205 13,923 40 1.882

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response 3.3 2.0 3.4 2.2 2.5 .8
No Waiting Period 49.0 51.3 52,2 54.6 32.5 26.4
Less than 1 Year 38.8 38.3 40,5 39.4 30.0 30.3
1 Year 8.6 7.9 3,9 3.8 32.5 38.3
More than 1 Year .4 .5 - - 2.5 4.3
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first year, as are all disabilities, pre-existing or not, thereafter. Examples
of the provision are the following:

* * *

You are not insured against a period of disability (including all
separate periods considered as one) which commences during the
first 12 months you are insured, if the disability is caused, directly or
indirectly, by a disease or injury for which you received treatment or
services or took drugs or medicines which were prescribed or recom-
mended by a physician during the three-month period just before your
insurance went into effect.

* * *

Benefits will not be payable if Total Disability results from injuries
sustained in an accident which occurred or sickness which commenced
prior to the date the Employee becomes insured under this policy, but
this exclusion will not apply to a period of Total Disability com-
mencing after a period of at least one year during which the Employee
is continuously insured under this policy.

* * *

After the plan has been in force for one year, the "pre-existing condi-
tion" clause is not normally included if the waiting period for participa-
tion is one year of employment or longer.

Sharing the Cost. When the employer pays the whole cost of the
long-term group disability plan, all eligible employees are covered auto-
matically and administrative procedures are at their simplest; there is
no danger that a total disability will strike an individual who did not
sign up because the plan required an employee contribution. Wh..tri
balanced against potential benefits, the relatively low cost of a noncon-
tributory plan as a percentage of payroll (one-quarter to three-quarters
of 1 per cent of payroll) constitutes a persuasive argument for the
employer-pay-all approach.

Employer-pay-all plans take the lead in group long-term disability
income insurance in the junior colleges. Table 8-7 shows the employer
and employee roles in paying the cost. Overall, almost half the institu-
tions with insured plans report that their plan is noncontributory.

For faculty and administrators, 47 per cent of the publicly supported
institutions with insured plans report an employer-pay-all plan. For
clerical-service employees, 42 per cent of the public colleges report
employer-pay-all plans. The proportion of employer-pay-all disability
plans fo; the public junior colleges is comparable to the proportion of
employer-pay-all health insurance plans among this group.

Among the private junior colleges reporting an insured long-term
total disability plan, the proportion of employer-pay-all plans is higher
than for health insurance. For faculty and administrators, 56 per cent
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TABLE 8-7: EMPLOYER - EMPLOYEE CONTRIBUTION TO THE COST OF
GROUP LONG-TERM TOTAL DISABILITY INCOME INSURANCE

PLANS IN JUNIOR COLLEGES, 1970

All
Institutions Public Private

Per Cent Per Cent
Insts EEs

Per Cent Per Cent
Insts EEs

Per Cent
Insts

Per Cent
EEs

N= N= N= N= N= N=
Faculty 316 26,862 262 24,425 54 2,437

Total 100.0 100.0 100.0 100.9 100.0 100.0
No Response 6.0 4.3 5.3 3.8 9.3 9.2
Employer Pays All 48.1 55.7 46.6 55.4 55.6 58.8
Employer-Employee Share

Cost 20.3 19.9 19.1 19.6 25.9 22.8
Employee Pays All 25.6 20.1 29.0 21.2 9.3 9.2

N= N= N= N= N= N=
Administrators 315 6,252 261 5,322 54 930

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response 5.7 4.5 5.0 3.4 9.3 10.5
Employer Pays All 47.9 57.2 46.4 57.8 55.6 53.7
Employer-Employee Share

Cost 20.3 21.3 19.2 20.3 25.9 27.3
Employee Pays All 26.0 17.0 29.5 18.5 9.3 8.5

Clerical-Service N= N= N= N= N= N=
Employees 245 15,805 205 13,923 40 1,882

Total 100.0 100.0 100.0 100.0 100.0 100.0
No Response 4.9 3.0 4.9 3.1 5.0 2.3
Employer Pays All 43.3 52.5 42.0 52.2 50.0 54.9
Employer-Employee Share

Cost 21.2 19.5 19.0 18.0 32.5 30.7
Employee Pays All 30.6 24.9 34.1 26.6 12.5 12.1

of this relatively small group of colleges report a noncontributory plan;
for clerical-service employees the proportion is 50 per cent.

The proportion of employee-pay-all plans is strikingly higher in public
than in private junior colleges. For faculty, 29 per cent of the reported
plans in public institutions are paid for wholly by the employee, while
among private colleges 9 per cent of plans are employee-pay-all. A
similar divergence is reported for clerical-service employees. Thirty-four
per cent of insured disability plans in public institutions are paid for
wholly by the employee, while the comparable figure for the private
junior colleges is 12.5 per cent. In some states these differences are the
result of statutory restrictions prohibiting employer contributions to
benefit plans other than state retirement systems.

Sharing of the cost of the insured disability plan by the employer and
the employee is provided for in about a fifth of the plans in the public
junior colleges. In the private colleges about a quarter of the insured
plans covering faculty are paid for jointly by employer and employee,
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and in plans covering clerical-service employees about 30 per cent are
financed jointly.

When both employer and employee pay toward plan costs, the college
determines the approximate share of the total premium it will pay,
perhaps one-half, and then selects a method of relating employee con-
tributions to salary. The formula used should be simple to express,
convenient to administer, not need frequent changes, and yet produce
the desired sharing of the total cost. The employee contribution can be
stated as a simple percentage of monthly salary, as so much for each
$100 of monthly salary, or as a specified dollar amount by salary bracket.
A similar approach is use' when the employee pays the whole cost in
states permitting employee-pay-all plans. Choice of the best formula
for employee contributions at a particular college may depend in part
on the college's own payroll and accounting procedures.

Leaves of Absence. A college should make sure that disability plan
provisions for coverage during leaves of absence are clear and that the
provisions meet the needs of employees.

A provision with sufficient latitude for most colleges' needs is one
providing coverage for up to 24 months of sabbatical or other leave with
pay, or for a similar period for leaves without pay when the staff member
is engaged in education or research, such as under a foundation grant,
Fulbright grant or government project, or is engaged in full-time study
for an advanced degree.

During leaves of absence the level of coverage remains the same as
immediately before the start of the leave. Under plans in which the
employee pays part or all of the cost, the college may assume payment
of the entire premium during leaves, or it may arrange in advance with
the staff member for the continuation of his regular plan contribution.

Termination of Insurance. Termination of a staff member's long-term
disability insurance occurs if his active service is terminated, if he ceases
his premium contributions under a contributory plan, if he ceases to be
in a class of employees eligible for coverage, or if the group policy is
discontinued. Termination of a staff member's insurance should not, and
in most college plans does not, affect his benefits for a total disability
existing on the date of such termination.

Other Types of Long-Term Disability Income Plans

Small percentages of the long-term total disability income plans re-
ported by junior colleges are represented by plans other than group
insurance or the disability provisions of public retirement systems. Table
8-2 at the beginning of this chapter indicates that fifteen private junior
colleges report a church or other nongovernmental retirement system as
the source of some long-term disability benefit provisions for faculty and

4
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administrators, and that twelve private colleges reported this type of
plan for clerical-service personnel. The disability provisions of church
or Y.M.C.A. plans are described, and participating colleges listed, in
Appendix G.

Formal noninsured self-administered long-term disability income plans
are reported by four private colleges for faculty and administrators, and
by five for clerical-service personnel. Self-administered plans are re-
ported by five public colleges for faculty and administrators, and by six
for clerical-service personnel. Details of the plans were not available.

Adequate Disability Income

For many years income protection during extended periods of dis-
ability was a problem without a satisfactory solution. As this study
indicates, it is only within about the last fifteen years that group insurance
plans for long-term total disability income have been available. This is
a relatively short time, yet the growth in plans to date is already remark-
able. It may be expected to continue. The colleges have lost little time
in recognizing the relatively low cost of insured disability plans and the
importance to their staff members of systematically meeting the risk of
income loss associated with total disability.

In assuring income for disabled persons, the college retirement plan
and the group disability income insurance plan play a joint role. The
insurance plans are normally designed to provide a reasonable level of
income throughout disability to age 65. The retirement plan should be
capable of taking over at that age, or at some other stated normal retire-
ment age. In order to do so, most public retirement systems will require
specific changes before they are ready to coordinate well with long-term
group insurance plans. The changes may be minor in some instances,
major in others, but they are essential if the retirement system is to pro-
vide an adequate benefit at retirement to follow the period of disability
income. Working together, the two can do a good job.

Each public retirement plan should be able (1) to continue to accrue
retirement benefits for disabled persons to the retirement age, and (2)
to continue full contributions or service credits to the retirement plan
during disability. Related formula adjustments may be necessary. The
changes should make possible a retirement income that is reasonable in
amount when it replaces income from the group insurance plan. An
alternative approach is to provide for an insured annuity premium bene-
fit under a separate or optional retirement system as part of the group
insurance plan; at the same time, accumulated benefits under the public
retirement system should vest immediately upon disability. Ultimate
retirement benefits would then consist of benefits earned under the public
retirement system to the date of disability plus benefits earned under
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the annuity premium benefit as applied to the separate retirement system.
Whatever the methods employed, the aim should be to assure adequate
lifetime income for disabled staff members.

APPENDIX B TABLES RELATED TO CHAPTER 8:

Table
5-60 Long-Term Total Disability Plans
5-61 Type of Long-Term Total Disability Income Plan
5-62 Employer-Employee Contributions to Cost of Long-Term Total Disability

Income Plan by Type of Plan
5-63 Waiting Period for Eligibility for Participation in Long-Term Total Disa-

bility Plans by Type of Plan
5-64 Stated Age Requirements for Eligibility to Participate in Long-Term Total

Disability Plan by Type of Plan
5-65 Service and/or Age Requirements for Persons Already Plan Participants

for Eligibility for Long-Term Total Disability Income by Type of Plan
5-66 Maximum Period During Which Long-Term Total Disability Income is

Paid by Type of Plan
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APPENDIX A
INDEX TO
BENEFIT
PLAN
COVERAGE

Appendix A lists the benefit plans report d by the responding junior
colleges for each major employee category: faculty, administrative, and
clerical-service. The institutions appear alphabetically by state. The
letters NR indicate institutions not responding to the survey question-
naire.

The entries in each of the six columns show, left to right, the employee
categories eligible for the plan: 1 indicates faculty; 2, administrative and
other professional staff members; and 3, clerical-service employees. If
a benefit plan does not cover an employee category, 0 appears in the
place of a 1, 2, or 3.

KEY:

Faculty

Administrative

Clerical-Service

A zero in place of a 1, 2, or 3 indicates that the employee category
is not covered. No column entry for a responding institution indi-
cates that the institution does not report the plan.

241

2



IN
S

T
IT

U
T

IO
N

R
E

T
IR

E
-

M
E

N
T

1

LI
F

E
IN

S
U

R
A

N
C

E
2

B
A

S
IC

H
O

S
P

IT
A

L-
S

U
R

G
IC

A
L-

M
E

D
IC

A
L

3

M
A

JO
R

M
E

D
IC

A
L

4

S
H

O
R

T
-

LO
N

G
-

T
E

R
M

T
E

R
M

D
IS

A
B

IL
IT

Y
 D

IS
A

B
IL

IT
Y

5
6

A
LA

B
A

M
A

A
LA

B
A

M
A

 C
H

R
IS

T
IA

N
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

A
LB

E
R

T
 P

. B
R

E
W

E
R

 S
T

A
T

E
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
A

LE
X

A
N

D
E

R
 C

IT
Y

 S
T

A
T

E
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
C

U
LL

M
A

N
 C

O
LL

E
G

E
1

2
0

1
2

3
E

N
T

E
R

P
R

IS
E

 S
T

A
T

E
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

G
A

D
S

D
E

N
 S

T
A

T
E

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

G
E

O
R

G
E

 C
. W

A
LL

A
C

E
 S

T
 T

E
C

H
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

JE
F

F
E

R
S

O
N

 D
A

V
IS

 S
T

A
T

E
 J

U
N

IO
R

 C
O

LL
E

G
E

(N
R

)
JE

F
F

E
R

S
O

N
 S

T
A

T
E

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
JO

H
N

 C
. C

A
LH

O
U

N
 S

T
 T

E
C

H
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
LU

R
LE

E
N

 B
. W

A
LL

A
C

E
 S

T
A

T
E

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
0

1
2

0
1

2
0

M
A

R
IO

N
 IN

S
T

IT
U

T
E

1
2

3
1

2
3

1
2

3
1

2
3

M
O

B
IL

E
 S

T
A

T
E

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

N
O

R
T

H
E

A
S

T
 S

T
A

T
E

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

N
O

R
T

H
W

E
S

T
 A

LA
B

A
M

A
 S

T
 J

U
N

IO
R

 C
O

LL
E

G
E

(N
R

)
P

A
T

R
IC

K
 H

E
N

R
Y

 S
T

A
T

E
 .i

U
N

IO
R

 C
O

LL
E

G
E

1
2

0
1

2
3

1
2

0
S

E
LM

A
 U

N
IV

E
R

S
IT

Y
(N

R
)

S
N

E
A

D
 S

T
A

T
E

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
0

1
2

3
1

2
3

1
2

3
1

2
0

S
O

U
T

H
E

R
N

 U
N

IO
N

 S
T

 J
U

N
IO

R
 C

O
LL

1
2

3
1

2
3

1
2

3
1

2
3

W
A

LK
E

R
 C

O
LL

E
G

E
1

2
0

1
2

0
1

2
3

1
2

3
1

2
3

1
2

0
W

E
N

O
N

A
H

 S
T

A
T

E
 J

U
N

IO
R

 C
O

LL
E

G
E

(N
R

)
W

. L
. Y

A
N

C
E

Y
 S

T
A

T
E

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

A
LA

S
K

A

S
H

E
LD

O
N

 J
A

C
K

S
O

N
 C

O
LL

E
G

E
(N

R
)

U
N

IV
E

R
S

IT
Y

 O
F

 A
LA

S
K

A
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
S

A
N

C
H

O
R

A
G

E
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
(N

R
)

JU
N

E
A

U
-D

O
U

G
LA

S
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

K
E

N
A

I P
E

N
IN

S
U

LA
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
(N

R
)



6

K
E

T
C

H
IK

A
N

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

0
1

2
3

1
2

3
0

2
3

1
2 

0
M

A
T

A
N

U
S

K
A

 S
U

S
IT

N
A

 C
O

M
M

U
N

IT
Y

C
O

LL
E

G
E

(N
R

)
S

IT
K

A
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
(N

R
)

A
R

IZ
O

N
A

C
E

N
T

R
A

L 
A

R
IZ

O
N

A
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2 

3
C

O
C

H
IS

E
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
E

A
S

T
E

R
N

 A
R

IZ
O

N
A

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

M
A

R
IC

O
P

A
 C

O
U

N
T

Y
 J

U
N

IO
R

 C
O

LL
E

G
E

S
G

LE
N

D
A

LE
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

M
A

R
IC

O
P

A
 T

E
C

H
N

IC
A

L 
C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
M

E
S

A
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
P

H
O

E
N

IX
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
P

IM
A

. C
O

U
N

T
Y

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

Y
A

V
A

P
A

I C
O

C
N

T
Y

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

A
R

K
A

N
S

A
S

A
R

K
 S

T
A

T
E

 U
N

IV
-B

E
E

B
E

 B
R

A
N

C
H

1
2

3
1

2
0

1
2

3
1

2
0

1
2

3
1

2 
3

C
E

N
T

R
A

L 
B

A
P

T
IS

T
 C

O
LL

E
G

E
(N

 R
)

C
R

O
W

LE
Y

'S
 R

ID
G

E
 C

O
LL

E
G

E
1

2
0

1
2

0
1

2
0

1
2

0
P

H
IL

LI
P

S
 C

O
U

N
T

Y
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
S

H
O

R
T

E
R

 C
O

LL
E

G
E

(N
 R

)
S

O
U

T
H

E
R

N
 B

A
P

T
IS

T
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
W

E
S

T
A

R
K

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3

C
A

LI
F

O
R

N
IA

A
LL

A
N

 H
A

N
C

O
C

K
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

A
N

T
E

LO
P

E
 V

A
LL

E
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

B
A

R
S

T
O

W
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
B

U
T

T
E

 C
O

LL
E

G
F

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
C

A
B

R
IL

LO
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
0

1
2

3
1

2
3

1
2

3
1

2 
3

C
E

R
R

IT
O

S
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
C

H
A

B
O

T
 C

O
LL

E
G

E
1

2
3

1
2

0
1

2
3

1
2

3
1

2
3

1
2 

3
C

H
A

F
F

E
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

C
IT

R
U

S
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
C

IT
Y

 C
O

LL
E

G
E

 O
F

 S
A

N
 F

R
A

N
C

IS
C

O
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

-0 iv 4=
. w



IN
S

T
IT

U
T

IO
N

R
E

T
IR

E
-

M
E

N
T

1

LI
F

E
IN

S
U

R
A

N
C

E
2

B
A

S
IC

H
O

S
P

IT
A

L-
S

U
R

G
IC

A
L-

M
E

D
IC

A
L

3

M
A

JO
R

M
E

D
IC

A
L

4

S
H

O
R

T
-

LO
N

G
-

T
E

R
M

T
E

R
M

D
IS

A
B

IL
IT

Y
 D

IS
A

B
IL

IT
Y

5
6

C
A

LI
F

O
R

N
IA

-C
O

N
T

IN
U

E
D

C
O

G
S

W
E

LL
 P

O
LY

T
E

C
H

N
IC

A
L 

C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
C

O
LL

E
G

E
 O

F
 T

H
E

 C
A

N
Y

O
N

S
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
C

O
LL

E
G

E
 O

F
 T

H
E

 D
E

S
E

R
T

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

C
O

LL
E

G
E

 O
F

 M
A

R
IN

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

C
O

LL
E

G
E

 O
F

 T
H

E
 R

E
D

W
O

O
D

S
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
C

O
LL

E
G

E
 O

F
 T

H
E

 S
E

Q
U

O
IA

S
(N

R
)

C
O

LL
E

G
E

 O
F

 T
H

E
 S

IS
K

IY
O

U
S

(N
R

)
C

O
M

P
T

O
N

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3

C
O

N
T

R
A

 C
O

S
T

A
 J

U
N

IO
R

 C
O

LL
E

G
E

 D
IS

T
R

IC
T

C
O

N
T

R
A

 C
O

S
T

A
 C

O
LL

E
G

E
1

2
3

1
2

0
1

2
3

1
2

3
1

2
3

1
2

3
D

IA
B

LO
 V

A
LL

E
Y

 C
O

LL
E

G
E

1
2

3
1

2
0

1
2

3
1

2
3

1
2

3
1

2
3

C
U

E
S

T
A

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

D
E

E
P

 S
P

R
IN

G
S

 C
O

LL
E

G
E

1
2

0
1

2
3

E
L 

C
A

M
IN

O
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3

F
O

O
T

H
IL

L 
JU

N
IO

R
 C

O
LL

E
G

E
 D

IS
T

R
IC

T
D

E
 A

N
Z

A
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
F

O
O

T
H

IL
L 

C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

G
A

V
IL

A
N

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
G

LE
N

D
A

LE
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
2

1
2

3
1

2
3

1
2

3
G

R
C

S
S

M
O

N
T

 C
O

LL
E

G
E

1
2

3
1

2
0

1
2

3
1

2
3

1
2

3
1

2
3

H
A

R
T

N
E

LL
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
H

U
M

P
H

R
E

Y
'S

 C
O

LL
E

G
E

1
2

3
IM

P
E

R
IA

L 
V

A
LL

E
Y

 C
O

LL
E

G
E

(N
 R

)

K
E

R
N

 J
U

N
IO

R
 C

O
LL

E
G

E
 D

IS
T

R
IC

T
B

A
K

E
R

S
F

IE
LD

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
P

O
R

T
E

R
V

IL
LE

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
LA

S
S

E
N

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
LO

N
G

 B
E

A
C

H
 C

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3



LO
S

 A
N

G
E

LE
S

 C
IT

Y
 J

U
N

IO
R

 C
O

LL
E

G
E

 D
IS

T
R

IC
T

E
A

S
T

 L
O

S
 A

N
G

E
LE

S
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
LO

S
 A

N
G

E
LE

S
 C

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

LO
S

 A
N

G
E

LE
S

 H
A

R
B

O
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

LO
S

 A
N

G
E

LE
S

 P
IE

R
C

E
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
LO

S
 A

N
G

E
LE

S
 S

O
U

T
H

W
E

S
T

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

LO
S

 A
N

G
E

LE
S

 T
R

A
D

E
 T

E
C

H
N

IC
A

L 
C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
LO

S
 A

N
G

E
LE

S
 V

A
LL

E
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

W
E

S
T

 L
O

S
 A

N
G

E
LE

S
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
LO

S
 R

IO
S

 J
U

N
IO

R
 C

O
LL

E
G

E
 D

IS
T

R
IC

T
A

M
E

R
IC

A
N

 R
IV

E
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

S
A

C
R

A
M

E
N

T
O

 C
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
M

E
N

LO
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
M

E
R

C
E

D
 C

O
LL

E
G

E
1

2
3

1
2

0
1

2
3

1
2

3
1

2
3

1
2 

3
M

IR
A

 C
O

S
T

A
 C

O
LL

E
G

E
1

23
1

23
1

23
1

2
3

1
2 

3
M

O
N

T
E

R
E

Y
 P

E
N

IN
S

U
LA

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

M
T

. S
A

N
 A

N
T

O
N

IO
 C

O
LL

E
G

E
1

2
3

1
2

0
1

2
3

1
2

3
1

2
3

1
2 

3
M

T
. S

A
N

 J
A

C
IN

T
O

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
N

P
.P

A
 C

...
".

'L
LE

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

N
O

R
T

H
 O

R
A

N
G

E
 J

U
N

IO
R

 C
O

LL
E

G
E

 D
IS

T
R

IC
T

C
Y

P
R

E
S

S
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

F
U

LL
E

R
T

O
N

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
O

H
LO

N
E

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
g

O
R

A
N

G
E

 C
O

A
S

T
 J

U
N

IO
R

 C
O

LL
E

G
E

 D
IS

T
R

IC
T

G
O

LD
E

N
 W

E
S

T
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

O
R

A
N

G
E

 C
O

A
S

T
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

P
A

LO
 V

E
R

D
E

 C
O

LL
E

G
E

1
23

1
23

0
0

3
0

0
3

1
23

1
23

P
A

LO
M

A
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

P
A

S
A

D
E

N
A

 A
R

E
A

 J
U

N
IO

R
 C

O
LL

E
G

E
 D

IS
T

R
IC

T
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3

P
E

R
A

LT
A

 J
U

N
IO

R
 C

O
LL

E
G

E
 D

IS
T

R
IC

T
C

O
LL

E
G

E
 O

F
 A

LA
M

E
D

A
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
F

E
A

T
H

E
R

 R
IV

E
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

LA
N

E
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

M
E

R
R

IT
T

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

R
IO

 H
O

N
D

O
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3



U
.

IN
S

T
IT

U
T

IO
N

R
E

T
IR

E
-

M
E

N
T

1

B
A

S
IC

,

H
O

S
P

IT
A

L-
LI

F
E

S
U

R
G

IC
A

L-
IN

S
U

R
A

N
C

E
 M

E
D

IC
A

L
2

3

M
A

JO
R

M
E

D
IC

A
L

4

S
H

O
R

T
-

LO
N

G
-

T
E

R
M

T
E

R
M

D
IS

A
B

IL
IT

Y
 D

IS
A

B
IL

IT
Y

5
6

C
A

LI
F

O
R

N
1A

C
O

N
T

IN
U

E
D

R
IV

E
R

S
ID

E
 C

IT
Y

 C
O

LL
E

G
E

1
2 

3
1

2 
3

1
2 

3
1

2 
3

1
2 

3
S

A
D

D
LE

B
A

C
K

 C
O

LL
E

G
E

1
2 

3
1 

2 
3

1
2 

3
1

2 
3

1
2 

3
1

2 
3

S
A

N
 B

E
L'

 . 
Ic

:.1
1N

O
 V

A
LL

E
Y

 C
O

LL
E

G
E

1
2 

3
1 

2 
3

1
2 

3
1

2 
3

1
2 

3
1

2 
3

S
A

N
 D

IE
G

O
 J

U
N

IO
R

 C
O

LL
E

G
E

S
S

A
N

 D
IE

G
O

 C
IT

Y
 C

O
LL

E
G

E
1

2 
3

1
2 

3
1

2 
3

1
2 

3
1

2 
3

S
A

N
 D

IE
G

O
 E

V
E

N
IN

G
 C

O
LL

E
G

E
1

2 
3

1
2 

3
1

2 
3

1
2 

3
1

2 
3

S
A

N
 D

IE
G

O
 M

E
S

A
 C

O
LL

E
G

E
1

2 
3

1
2 

3
1

2 
3

1
2 

3
1

2 
3

S
A

N
 J

O
A

Q
U

IN
 D

E
LT

A
 C

O
LL

E
G

E
1

2 
3

i 2
 3

1
2 

3
1

2 
3

1
2 

3
1

2 
3

S
A

N
 J

O
S

E
 C

IT
Y

 C
O

LL
E

G
E

1
2 

3
1 

2 
3

1
2 

3
1

2 
3

1
2 

3
1

2 
3

S
A

N
 M

A
T

E
O

 J
U

N
IO

R
 C

O
LL

E
G

E
 D

IS
T

R
IC

T
C

A
N

A
D

A
 C

O
LL

E
G

E
1

2 
3

1 
2 

3
1

2 
3

1
2 

3
1

2 
3

1
2 

3
C

O
LL

E
G

E
 O

F
 S

A
N

 M
A

T
E

O
1

2 
3

1 
2 

3
1

2 
3

1
2 

3
1

2 
3

1
2 

3
S

K
Y

LI
N

E
 C

O
LL

E
G

E
1

2 
3

1 
2 

3
1

2 
3

1
2 

3
1

2 
3

1
2 

3
S

A
N

T
A

 A
N

A
 C

O
LL

E
G

E
1

2 
3

1
2 

3
1

2 
3

1
2 

3
1

2 
3

S
A

N
T

A
 B

A
R

B
A

R
A

 C
IT

Y
 C

O
LL

E
G

E
1

2 
3

1 
2 

3
1

2 
3

1
2 

3
1

2 
3

1
2 

3
S

A
N

T
A

 M
O

N
IC

A
 C

IT
Y

 C
O

LL
E

G
E

1
2 

3
1

2 
3

S
A

N
T

A
 R

O
S

A
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2 

3
1 

2 
3

1
2 

3
1

2 
3

1
2 

3
1

2 
3

S
H

A
S

T
A

 C
O

LL
E

G
E

1
2 

3
1 

2 
3

1
2 

3
1

2 
3

1
2 

3
1

2 
3

S
IE

R
R

A
 C

O
LL

E
G

E
1

2 
3

1
2 

3
1

2 
3

1
2 

3
1

2 
3

S
O

LA
N

O
 C

O
LL

E
G

E
(N

R
)

S
T

A
T

E
 C

E
N

T
E

R
 J

U
N

IO
R

 C
O

LL
E

G
E

 D
IS

T
R

IC
T

F
R

E
S

N
O

 C
IT

Y
 C

O
LL

E
G

E
1

2 
3

1 
2 

3
1

2 
3

1
2 

3
1

2 
3

1
2 

3
R

E
E

D
LE

Y
 C

O
LL

E
G

E
1

2 
3

1 
2 

3
1

2 
3

1
2 

3
1

2 
3

1
2 

3
S

W
E

E
T

W
A

T
E

R
 J

U
N

IO
R

 C
O

LL
E

G
E

 D
IS

T
R

IC
T

1
2 

3
1 

2 
3

1
2 

3
1

2 
3

1
2 

3
1

2 
3

T
A

F
T

 C
O

LL
E

G
E

1
2 

3
1

2 
3

1
2 

3
1

2 
3

1
2 

3
V

E
N

T
U

R
A

 J
U

N
IO

R
 C

O
LL

E
G

E
 D

IS
T

R
IC

T
M

O
O

R
P

A
R

K
 C

O
LL

E
G

E
1

2 
3

1 
2 

3
1

2 
3

1
2 

3
1

2 
3

1
2 

3
V

E
N

T
U

R
A

 C
O

LL
E

G
E

1
23

1 
23

1
23

1
23

1
23

1
23

0"
)



V
IC

T
O

R
 V

A
LL

E
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

W
E

S
T

 H
IL

LS
 J

U
N

IO
R

 C
O

LL
E

G
E

3
2

3
1

2
0

1
2

3
1

2
3

1
2

3
1

2 
3

W
E

S
T

 V
A

LL
E

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
Y

O
S

E
M

IT
E

 J
U

N
IO

R
 C

O
LL

E
G

E
 D

IS
T

R
IC

T
C

O
LU

M
B

IA
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

M
O

D
E

S
T

O
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2 

:i
1

2
3

1
2

3
1

2 
3

Y
U

B
A

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3

C
O

LO
R

A
D

O
A

IM
S

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

A
R

A
P

A
H

O
E

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
C

O
LO

R
A

D
O

 M
O

U
N

T
A

IN
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

 O
F

 D
E

N
V

E
R

N
O

R
T

H
 C

A
M

P
U

S
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
W

E
S

T
 C

A
M

P
U

S
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
E

L 
P

A
S

O
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
LA

M
A

R
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
M

E
S

A
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1
' 3

1
2

3
1

2
3

1
2

3
1

2 
3

N
O

R
T

H
E

A
S

T
E

R
N

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
0

0
1

2
3

1
2

3
1

2
3

1
2 

3
O

T
E

R
O

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

0
1

2
3

1
2

3
1

2
3

1
2 

3
R

A
N

G
E

LY
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

S
O

 C
O

LO
 S

T
A

T
E

 C
O

LL
 J

U
N

IO
R

 C
O

LL
 D

IV
1

2
3

1
2

0
1

2
3

1
2

0
1

2
3

1
2 

3
T

R
IN

ID
A

D
 S

T
A

T
E

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

C
O

N
N

E
C

T
IC

U
T

G
R

E
A

T
E

R
 H

A
R

T
F

O
R

D
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
(N

R
)

H
A

R
T

F
O

R
D

 C
O

LL
E

G
E

 F
O

R
 W

O
M

E
N

1
2

0
1

2
3

1
2

0
1

2 
3

H
A

R
T

F
O

R
D

 S
T

A
T

E
 T

E
C

H
N

IC
A

L 
C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
H

O
U

S
A

T
O

N
IC

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

JU
N

IO
R

 C
O

LL
E

G
E

 O
F

 C
O

N
N

E
C

T
IC

U
T

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

M
A

N
C

H
E

S
T

E
R

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

M
A

T
T

A
T

U
C

K
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
M

ID
D

LE
S

E
X

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

M
IT

C
H

E
LL

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
0

N
O

R
T

H
W

E
S

T
E

R
N

 C
O

N
N

E
C

T
IC

U
T

 C
O

M
M

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
a

N
O

R
W

A
LK

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3



IN
S

T
IT

U
T

IO
N

R
E

T
IR

E
-

M
E

N
T

1

LI
F

E
IN

S
U

R
A

N
C

E
2

B
A

S
K

H
O

S
P

IT
A

L-
S

U
R

G
IC

A
L-

M
E

D
IC

A
L

3

M
A

JO
R

M
E

D
IC

A
L

4

S
H

O
R

T
-

LO
N

G
-

T
E

R
M

T
E

R
M

D
IS

A
B

IL
IT

Y
 D

IS
A

B
IL

IT
Y

5
6

C
O

N
N

E
C

T
IC

U
T

-C
O

N
T

IN
U

E
D

N
O

R
W

A
LK

 S
T

A
T

E
 T

E
C

H
N

IC
A

L 
C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
P

O
S

T
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
Q

U
IN

N
IP

IA
C

 C
O

LL
E

G
E

1
2

0
1

2
0

1
2

3
1

2
0

1
2

3
1

2
0

S
iL

V
E

R
M

IN
E

 C
O

LL
E

G
E

 O
F

 A
R

T
1

2
3

1
2

3
S

O
U

T
H

 C
E

N
T

R
A

L 
C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
T

H
A

M
E

S
 V

A
LL

E
Y

 S
T

A
T

E
 T

E
C

H
N

IC
A

L 
C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
W

A
T

E
R

B
U

R
Y

 S
T

A
T

E
 T

E
C

H
N

IC
A

L 
C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3

D
E

LA
W

A
R

E

B
R

A
N

D
Y

W
IN

E
 C

O
LL

E
G

E
1

2
0

1
2

3
1

2
0

D
E

LA
W

A
R

E
 T

E
C

H
 &

 C
O

M
M

 C
O

LL
N

O
R

T
H

E
R

N
 B

R
A

N
C

H
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

S
O

U
T

H
E

R
N

 B
R

A
N

C
H

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
W

E
S

LE
Y

 C
O

LL
E

G
E

1
2

0
1

2
0

1
2

0
1

2
3

D
'3

T
R

IC
T

 O
F

 C
O

LU
M

B
IA

IM
M

A
C

U
LA

T
A

 C
O

LL
E

G
E

 O
F

 W
A

S
H

IN
G

T
O

N
1

2
0

1
2

3
1

2
3

M
O

U
N

T
 V

E
R

N
O

N
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
0

W
A

S
H

IN
G

T
O

N
 T

E
C

H
N

IC
A

L 
IN

S
T

IT
U

T
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

F
LO

R
ID

A

B
R

E
V

A
R

D
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

B
R

O
W

A
R

D
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

C
E

N
T

R
A

L 
F

LO
R

ID
A

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

C
H

IP
O

LA
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

D
A

Y
T

O
N

A
 B

E
A

C
H

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
E

D
IS

O
N

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
F

LO
R

ID
A

 C
O

LL
E

G
E

1
2

0
1

2
3

1
2

3
1

2
3

1
2

3
F

LO
R

ID
A

 J
U

N
IO

R
 C

O
LL

E
G

E
 A

T
 J

A
C

K
S

O
N

V
IL

LE
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
F

LO
R

ID
A

 K
E

Y
S

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1.
)

co



G
U

LF
 C

O
A

S
T

 J
U

N
IO

R
 C

O
LL

E
G

E
1

23
1

23
1

23
1

23
1

23
1

23
H

IL
LS

B
O

R
O

U
G

H
 J

U
N

IO
R

 C
O

LL
E

G
E

(N
R

)
IN

D
IA

N
 R

IV
E

R
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

JO
N

E
S

 C
O

LL
E

G
E

(N
R

)
LA

K
E

 C
IT

Y
 J

R
 C

O
IL

 &
 F

O
R

E
S

T
 R

A
N

G
E

R
 S

C
H

O
O

L
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

LA
K

E
-S

U
M

T
E

R
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

M
A

N
A

T
E

E
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

M
A

R
Y

M
O

U
N

T
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
M

IA
M

I D
A

D
E

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
N

O
R

T
H

 F
LO

R
ID

A
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

O
K

A
LO

O
S

A
A

LT
O

N
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

O
R

LA
N

D
O

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
P

A
LM

 B
E

A
C

H
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
P

E
N

S
A

C
O

LA
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

r 
3

1
2

3
1

2
3

1
2 

3
P

O
LK

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
S

T
. J

O
H

N
S

 R
IV

E
R

 J
U

N
IO

R
 C

O
LL

E
G

E
(N

R
)

S
T

. P
E

T
E

R
S

B
U

R
G

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
...

."
,r

S
A

N
T

A
 F

E
 J

U
N

IO
R

 C
O

LL
E

G
E

1
23

1
23

1
23

1
2

3
1

23
1

23
S

E
M

IN
O

LE
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
I,

S
O

U
T

H
 F

LO
R

ID
A

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

T
A

LL
A

H
A

S
S

E
E

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2 

3
V

A
LE

N
C

IA
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

W
E

B
B

E
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3

G
E

O
R

G
IA

A
B

R
A

H
A

M
 B

A
LD

W
IN

 A
G

R
IC

U
LT

U
R

A
L 

C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

A
LB

A
N

Y
 J

U
N

IO
R

 C
O

LL
E

G
E

(N
R

)
A

N
D

R
E

W
 C

O
LL

E
G

E
1

2
0

1
2

3
1

2
3

1
2

3
1

2
3

B
IR

D
W

O
O

D
 C

O
LL

E
G

E
(N

R
)

B
R

E
W

T
O

N
 P

A
R

K
E

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2 

3
B

R
U

N
S

W
IC

K
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

C
LA

Y
T

O
N

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
D

A
LT

O
N

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
D

E
K

A
LB

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

E
M

M
A

N
U

E
L 

C
O

LL
E

G
E

1
2

0
1

2
3

1
2

3
1

2
3

G
A

!N
F

S
V

I.1
1 

JU
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

G
E

O
R

G
IA

 M
IL

IT
A

R
Y

 C
O

LL
E

G
E

(N
R

)



IN
S

T
IT

U
T

IO
N

R
E

T
IR

E
-

M
E

N
T

LI
F

E
IN

S
U

R
A

N
C

E

B
A

S
IC

H
O

S
P

IT
A

L-
S

U
R

G
IC

A
L-

M
E

D
IC

A
L

M
A

JO
R

M
E

D
IC

A
L

S
H

O
R

T
-

LO
N

G
-

T
E

R
M

T
E

R
M

D
IS

A
B

IL
IT

Y
 D

IS
A

B
IL

IT
Y

1
2

3
4

5
6

G
E

O
R

G
IA

-C
O

N
T

IN
U

E
D

G
O

R
D

O
N

 M
IL

IT
A

R
Y

 C
O

LL
E

G
E

1
2

0
1

2
3

1
2

3
1

2
0

K
E

N
N

E
S

A
W

 J
U

N
IO

R
 C

O
LL

E
G

E
1 

2 
3

1
2

3
1 

2
3

1
2

3
1

2
3

1
2

3
M

A
C

O
N

 J
U

N
IO

R
 C

O
LL

E
G

E
1 

2 
3

1
2

3
1 

2
3

1
2

3
1

2
3

1
2

3
M

ID
D

LE
 G

E
O

R
G

IA
 C

O
LL

E
G

E
1 

2 
3

1
2

3
1

2
3

1
2

3
1

2
3

N
O

R
M

A
N

 C
O

LL
E

G
E

1 
2 

3
1

2
3

1 
2

3
1

2
3

1
2

3
O

X
F

O
R

D
 C

O
LL

E
G

E
 O

F
 E

M
O

R
Y

 U
N

IV
E

R
S

IT
Y

(N
R

)
R

E
IN

H
A

R
D

T
 C

O
LL

E
G

E
1 

2 
3

1
2

3
1 

2
3

1
2

3
1

2
3

S
O

U
T

H
 G

E
O

R
G

IA
 C

O
LL

E
G

E
1 

2 
3

1
2

3
1 

2
3

1
2

3
1

2
3

1
2

3
S

O
U

T
H

E
R

N
 T

E
C

H
N

IC
A

L 
IN

S
T

IT
U

T
E

1 
2 

3
1

2
3

1 
2

3
1

2
3

1
2

3
1

2
3

T
R

U
E

T
T

 M
C

C
O

N
N

E
LL

 C
O

LL
E

G
E

1 
2 

0
1 

2
3

1
2

3
1

2
0

1
2

3
Y

O
U

N
G

 H
A

R
R

IS
 C

O
LL

E
G

E
1 

2 
3

1
2

3
1 

2
3

H
A

W
A

II
M

A
U

N
A

O
LU

 C
O

LL
E

G
E

i 2
 3

1
2

3
i 2

2
1

2
3

1
2

3

U
N

IV
 O

F
 H

A
W

A
II 

C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

S
H

A
W

A
II 

T
E

C
H

N
IC

A
L 

S
C

H
O

O
L

1 
2 

3
1

2
3

1 
2

3
1

2
3

1
2

3
1

2
3

H
O

N
O

LU
LU

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1 
2 

3
1

2
3

1 
2

3
1

2
3

1
2

3
1

2
3

K
A

P
IO

LA
N

I C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1 
2 

3
1

2
:,'

1 
2

3
1

2
3

1
2

3
1

2
3

K
A

U
A

I C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1 
2 

3
1

2
3

1 
2

3
1

2
3

1
2

3
1

2
3

LE
E

W
A

R
D

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1 
2 

3
1

2
3

1 
2

3
1

2
3

1
2

3
1

2
3

M
A

U
I C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1 

2 
3

1
2

3
1 

2
3

1
2

3
1

2
3

1
2

3

ID
A

H
O

C
O

LL
E

G
E

 O
F

 S
T

. G
E

R
T

R
U

D
E

1 
2

3
C

O
LL

E
G

E
 O

F
 S

O
U

T
H

E
R

N
 ID

A
H

O
1 

2 
3

1
2

3
1 

2
3

1
2

3
1

2
3

1
2

3
N

O
R

T
H

 ID
A

H
O

 J
U

N
IO

R
 C

O
LL

E
G

E
1 

2 
3

1
2

3
1 

2
3

1
2

3
1

2
3

1
2

3
R

IC
K

S
 C

O
LL

E
G

E
(N

R
)

IL
LI

N
O

IS
B

E
LL

E
V

IL
LE

 A
R

E
A

 C
O

LL
E

G
E

1 
2 

3
1

2
3

1 
2

3
1

2
3

1
2

3
1

2
3

C
.7

1 O .1
)



B
LA

C
K

 H
A

W
K

 J
U

N
IO

R
 C

O
LL

E
G

E
 D

IS
T

R
IC

T
B

LA
C

K
 H

A
W

K
 C

O
LL

E
G

E
1

2 
3

1
2 

3
1

2 
3

1
2 

3
1

2 
3

1
2 

3
B

LA
C

K
 H

A
W

K
 E

A
S

T
 C

O
LL

E
G

E
1

2 
3

1
2 

3
1

2 
3

1
2 

3
1

2 
3

.
1

2 
3

C
A

R
L 

S
A

N
D

B
U

R
G

 C
O

LL
E

G
E

1
2 

3
1

2 
3

1
2 

3
1

2 
3

1
2 

3
1

2 
3

C
E

N
T

R
A

L 
Y

M
C

A
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2 
3

1
2 

3
1

2 
3

1
2 

3
1

2 
3

1
2 

3
C

H
IC

A
G

O
 C

IT
Y

 C
O

LL
E

G
E

A
M

U
N

D
S

E
N

-M
A

Y
F

A
IR

 C
A

M
P

U
S

1
2 

3
1

2 
3

1
2 

3
1

2 
3

1
2 

3
1

2 
3

R
O

G
A

N
 C

A
M

P
U

S
1

23
1

23
1

23
1

23
1

23
1

23
F

E
N

G
E

R
 C

A
M

P
U

S
1

2 
3

1
2 

3
1

2 
3

1
2 

3
1

2 
3

1
2 

3
K

E
N

N
E

D
Y

-K
IN

G
 C

O
LL

E
G

E
1

2
.7

.)
1

2 
3

1
2 

3
1

2 
3

1
2 

3
1.

2 
3

LO
O

P
 C

A
M

P
U

S
1

23
1

23
1

23
1

23
1

23
1

23
M

A
LC

O
LM

 X
 C

O
LL

E
G

E
1

2 
3

1
2 

3
1

2 
3

1
2 

3
1

2 
3

1
2 

3
S

O
U

T
H

E
A

S
T

 C
A

M
P

U
S

1
23

1
23

1
23

1
23

1
23

1
23

W
R

IG
H

T
 C

A
M

P
U

S
1

2 
3

1
2 

3
1

2 
3

1
2 

3
1

2 
3

1
2 

3
C

O
LL

E
G

E
 O

F
 D

U
P

A
G

E
1

23
1

23
1

23
1

23
1

23
C

O
LL

E
G

E
 O

F
 L

A
K

E
 C

O
U

N
T

Y
1

23
1

23
1

23
1

23
1

23
1

23
D

A
N

V
IL

LE
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2 

3
1

2 
3

1
2 

3
1

2 
3

1
2 

3
1

2 
3

E
LG

IN
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2 
3

1
2 

3
1

2 
3

1
2 

3
1

2 
3

1
2 

3
H

IG
H

LA
N

D
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2 
3

1
2 

3
1

2 
3

1
2 

3
1

2 
3

IL
LI

N
O

IS
 C

E
N

T
R

A
L 

C
O

LL
E

G
E

1
2 

3
1

2 
3

1
2 

3
1

2 
3

1
2 

3
1

2 
3

IL
LI

N
O

iS
 V

A
LL

E
Y

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2 

3
1

2 
3

1
2 

3
1

2 
3

1
2 

3
1

2 
3

JO
H

N
 A

. L
O

G
A

N
 C

O
LL

E
G

E
1

2 
3

1
2 

3
1

2 
3

1
2 

3
1

2 
3

JO
LI

E
T

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2 
3

1
2 

3
1

2 
3

1
2 

3-
1

2 
3

1
2 

3
K

A
N

K
A

K
E

E
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2 
3

1
2 

3
1

2 
3

1
2 

3
K

A
S

K
A

S
K

IA
 C

O
LL

E
G

E
1

2 
3

1
2 

3
1

2 
3

1
2 

3
1

2 
3

K
E

N
D

A
LL

 C
O

LL
E

G
E

1
2 

0
1

2 
3

1
2 

3
1

2 
3

1
2 

3
K

IS
H

W
A

U
K

E
E

 C
O

LL
E

G
E

1
2 

3
1

2 
3

1
2 

3
1

2 
3

LA
K

E
 L

A
N

D
 C

O
LL

E
G

E
1

23
1

23
1

23
1

23
1

23
1

23
LI

N
C

O
LN

 C
O

LL
E

G
E

1
2 

0
1

2 
0

1
2 

3
1

2 
3

1
2 

0
LI

N
C

O
LN

 L
A

N
Q

,C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2 

3
1

2 
3

1
2 

3
1

2 
3

1
2 

3
M

A
C

C
O

R
M

A
C

 C
O

LL
E

G
E

1
2 

0
1

2 
3

1
2 

3
M

A
LL

IN
C

K
R

O
D

T
 C

O
LL

E
G

E
0

0 
3

0
0 

3
M

C
H

E
N

R
Y

 C
O

U
N

T
Y

 C
O

LL
E

G
E

1
2 

3
1

2 
0

1
2 

3
2 

3
1

2 
3

1
2 

3
M

O
N

T
IC

E
LL

O
 C

O
LL

E
G

E
1

2 
0

1
2 

3
1

2 
3

1
2 

3
1

2 
3

1
2 

3
M

O
R

A
IN

E
 V

A
LL

E
Y

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2 

3
1

2 
3

1
2 

3
1

2 
3

1
2 

3
M

O
R

T
O

N
 C

O
LL

E
G

E
1

2 
3

1
2 

3
1

2 
3

1
2 

3
1

2 
3

1
2 

3



IN
S

T
IT

U
T

IO
N

R
E

T
IR

E
-

M
E

N
T

1

LI
F

E
IN

S
U

R
A

N
C

E
2

B
A

S
IC

H
O

S
P

IT
A

L-
S

U
R

G
IC

A
L-

M
E

D
IC

A
L

3

M
A

JO
R

M
E

D
IC

A
L

4

S
H

O
R

T
-

LO
N

G
-

T
E

R
M

T
E

R
M

D
IS

A
B

IL
IT

Y
 D

IS
A

B
IL

IT
Y

5
6

IL
LI

N
O

IS
-C

O
N

T
IN

U
E

D
O

LN
E

Y
 C

E
N

T
R

A
L 

C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

P
A

R
K

LA
N

D
 C

O
LL

E
G

E
1

2
3

1
2

3
1 

2 
3

1
2

3
1

2
3

1
2

3
P

R
A

IR
IE

 S
T

A
T

E
 C

O
LL

E
G

E
1

2
3

1
2

3
1 

2 
3

1
2

3
1

2
3

1
2

3
R

E
N

D
 L

A
K

E
 C

O
LL

E
G

E
1

2
3

1
2

3
1 

2 
3

1
2

3
1

2
3

1
2

3
R

O
B

E
R

T
 M

O
R

R
IS

 C
O

LL
E

G
E

1
2

0
1

2
3

1 
2 

3
1

2
3

1
2

3
1

2
3

R
O

C
K

 V
A

LL
E

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1 

2 
3

1
2

3
1

2
3

1
2

3
S

A
U

K
 V

A
LL

E
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1 
2 

3
1

2
3

1
2

3
1

2
3

S
H

A
W

N
E

E
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1 
2 

3
1

2
3

1
2

3
S

O
U

T
H

E
A

S
T

E
R

N
 IL

LI
N

O
IS

 C
O

LL
E

G
E

(N
R

)
S

P
O

O
N

 R
IV

E
R

 C
O

LL
E

G
E

1
2

3
1

r
3

1
2

3
1

2
3

1
2

3
S

P
R

IN
G

F
IE

LD
 C

O
LL

E
G

E
 IN

 IL
LI

N
O

IS
1

2
3

1
2

3
1 

2 
3

1
2

3
1

2
3

T
H

O
R

N
T

O
N

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

T
R

IT
O

N
 C

O
LL

E
G

E
1

2
3

1
2

3
1 

2 
3

1
2

3
1

2
3

1
2

3
W

A
B

A
S

H
 V

A
LL

E
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

W
A

U
B

O
N

S
E

E
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1 

2 
3

1
2

3
1

2
3

1
2

3
W

IL
LI

A
M

 R
A

IN
E

Y
 H

A
R

P
E

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1 

2 
3

1
2

3
1

2
3

1
2

W
IN

S
T

O
N

 C
H

U
R

C
H

IL
L 

C
O

LL
E

G
E

1
2

3
1 

2 
3

1
2

3
1

2
3

1
2

3

IN
D

IA
N

A

A
N

C
IL

LA
 D

O
M

IN
I C

O
LL

E
G

E
1

2
3

IN
D

IA
N

A
 V

O
C

A
T

IO
N

A
L 

T
E

C
H

N
IC

A
L 

C
O

LL
E

G
E

1
2

3
1 

2 
3

1
2

3
1

2
3

0
0

3
V

IN
C

E
N

N
E

S
 U

N
IV

E
R

S
IT

Y
(N

R
)

IO
W

A

A
R

E
A

 I 
V

O
C

A
T

IO
N

A
L 

T
E

C
H

N
IC

A
L 

S
C

H
O

O
L

1
2

3
1

2
0

1 
2 

3
1

2
3

1
2

3
1

2
8

A
R

E
A

 V
I C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
 D

IS
T

R
IC

T
E

LL
S

W
O

R
T

H
 C

O
LL

E
G

E
1

2
3

1
2

3
1 

2 
3

1
2

3
1

2
3

1
2

3
M

A
R

S
H

A
LL

T
O

W
N

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

(N
R

)



A
R

E
A

 X
I C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
B

O
O

N
E

. J
U

N
IO

R
 C

O
LL

E
G

E
(N

R
)

D
E

S
 M

O
IN

E
S

 A
R

E
A

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1 

2
3

1
2

3
1

2 
3

1
2

3
1

2 
3

E
A

S
T

E
R

N
 IO

W
A

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

C
LI

N
T

O
N

 C
A

M
P

U
S

1
2

3
1 

2
3

1
2

3
1

2 
3

1
2

3
1

2 
3

M
U

S
C

A
T

IN
E

 C
A

M
P

U
S

1
2

3
1 

2
3

1
2

3
1

2 
3

1
2

3
1

2 
3

S
C

O
T

T
 C

A
M

P
U

S
1

2
3

1 
2

3
1

2
3

1
2.

3
1

2
3

1
2 

3
E

M
M

E
T

S
B

U
R

G
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
(N

R
)

,..

G
R

A
N

D
 V

IE
W

 C
O

LL
E

G
E

'
2

0
1.

 2
3

1
2

3
1

2 
3

1
2

3
1

2 
3

H
A

W
K

E
Y

E
 IN

S
T

 O
F

 T
E

C
H

23
1 

23
1

23
1

23
1

23
IO

W
A

 C
E

N
T

R
A

L 
C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
E

A
G

LE
 G

R
O

V
E

 C
A

M
P

U
S

(N
R

)
F

O
R

T
 D

O
D

G
E

 C
A

M
P

U
S

1
23

1 
23

1
23

1
23

1
23

1
23

W
E

B
S

T
E

R
 C

IT
Y

 C
A

M
P

U
S

(N
R

)
IO

W
A

 L
A

K
E

S
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1 
2

3
1

2
3

1
2 

3
1

2
3

1
2 

3

IO
W

A
 T

E
C

H
 A

R
E

A
 X

V
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
C

E
N

T
E

R
V

IL
LE

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1 

2
3

1
2

3
1

2 
3

1
2

3
1

2 
3

O
T

T
U

M
W

A
 C

A
M

P
U

S
1

2
3

1 
2

3
1

2
3

1
2 

3
1

2
3

1
2 

3

IO
W

A
 W

E
S

T
E

R
N

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

C
LA

R
IN

D
A

 C
A

M
P

U
S

1
2

3
1

2 
3

1
2

3
1

2 
3

C
O

U
N

C
IL

 B
LU

F
F

S
 C

A
M

P
U

S
1

2
3

1
2 

3
1

2
3

1
2 

3
K

IR
K

W
O

O
D

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1 

2
3

1
2

3
1

2 
3

1
2

3
1

2 
3

M
O

U
N

T
 S

A
IN

T
 C

LA
R

E
 C

O
LL

E
G

E
1

2
3

1
2

3
N

O
R

1 
H

 IO
W

A
 A

R
E

A
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1 
2

3
1

2
3

1
2 

3
1

2
3

1
2 

3
O

T
T

U
M

W
A

 H
E

IG
H

T
S

 C
O

LL
E

G
E

P
A

LM
E

R
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
0

0 
3

S
IO

U
X

 E
M

P
IR

E
 C

O
LL

E
G

E

S
O

U
T

H
E

A
S

T
E

R
N

 IO
W

A
 A

R
E

A
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
B

U
R

LI
N

G
T

O
N

 C
A

M
P

U
S

M
R

)
K

E
O

K
U

K
 C

A
M

P
U

S
1

2
3

1
2

3
1

2 
3

1
2

3
S

O
U

T
H

W
E

S
T

E
R

N
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2 
3

1
2 

3
W

A
LD

O
R

F
 C

O
LL

E
G

E
(N

R
)

W
E

S
T

E
R

N
 IO

W
A

 T
E

C
H

1
2

3
1 

2
3

1
2

3
1

2 
3

1
2

3
1

2 
3

A -a 71 >



IN
S

T
IT

U
T

IO
N

R
E

T
IR

E
-

M
E

N
T

1

LI
F

E
IN

S
U

R
A

N
C

E
2

B
A

S
IC

H
O

S
P

IT
A

L-
S

U
R

G
IC

A
L-

M
E

D
IC

A
L

3

M
it 

lO
R

M
E

D
IC

A
L

4

S
H

O
R

T
-

LO
N

G
-

T
E

R
M

T
E

R
M

D
IS

A
B

IL
IT

Y
 D

IS
A

B
IL

IT
Y

5
6

K
A

N
S

A
S

A
LL

E
N

 C
O

U
N

T
Y

 C
O

M
M

U
N

IT
Y

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

B
A

R
T

O
N

 C
O

U
N

T
Y

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

B
U

T
LE

R
 C

O
 C

O
M

M
U

N
IT

Y
 J

U
N

 iO
R

 C
O

LL
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

C
E

N
T

R
A

L"
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

' .
O

U
D

 C
O

U
N

T
Y

 C
O

M
M

U
N

IT
Y

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

...
O

F
F

E
Y

V
IL

LE
 C

O
M

M
U

N
IT

Y
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
C

O
LB

Y
 C

O
M

M
U

N
IT

Y
 J

U
N

IO
R

 C
O

LL
E

G
E

(N
R

)
C

O
W

LE
Y

 C
O

U
N

T
Y

 C
O

M
M

U
N

IT
Y

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

D
O

D
G

E
 C

IT
Y

 C
F

/M
M

U
N

IT
Y

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

D
O

N
N

E
LL

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
F

O
R

T
 S

C
O

T
T

 C
O

M
M

U
N

IT
Y

 J
U

N
IO

R
 C

O
LL

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
G

A
R

D
E

N
 C

IT
Y

 C
O

M
M

 J
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
H

E
S

S
T

O
N

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
H

IG
H

LA
N

D
 C

O
M

M
U

N
IT

Y
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
H

U
T

C
H

IN
S

O
N

 C
O

M
M

U
N

IT
Y

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

IN
D

E
P

E
N

D
E

N
C

E
 C

O
M

M
U

N
IT

Y
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

JO
H

N
S

O
N

 C
O

U
N

T
Y

 C
O

M
M

U
N

IT
Y

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
K

A
N

S
A

S
 C

IT
Y

 K
A

N
S

A
S

 C
O

M
M

 J
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

LA
B

E
T

T
E

 C
O

M
M

U
N

IT
Y

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

M
IL

T
O

N
V

A
LE

 W
E

S
LE

Y
A

N
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
N

E
O

S
I -

0 
C

O
U

N
T

Y
 C

O
M

M
U

N
IT

Y
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
P

R
A

T
T

 C
O

M
M

U
N

IT
Y

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

S
T

. J
O

H
N

'S
 C

O
LL

E
G

E
1

23
1

23
1

23
1

2
3

1
2

3
S

E
W

A
R

D
 C

O
U

N
T

Y
 C

O
M

M
U

N
IT

Y
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

K
E

N
T

U
C

K
Y

A
LI

C
E

 L
LO

Y
D

 C
O

LL
E

G
E

i 2
0

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
LE

E
S

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

LI
N

 S
E

Y
 W

IL
S

O
N

 C
O

LL
E

G
E

M
ID

W
A

Y
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3



S
A

IN
T

 C
A

T
H

A
R

IN
E

 C
O

LL
E

G
E

S
O

U
T

H
E

A
S

T
E

R
N

 C
H

R
IS

T
IA

N
 C

O
LL

E
G

E
(N

R
)

1
2

3

S
U

E
 B

E
N

N
E

T
T

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3

U
N

IV
 O

F
 K

E
N

T
U

C
K

Y
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
S

A
S

H
LA

N
D

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
0

E
LI

Z
A

B
E

T
H

T
O

W
N

 C
O

IM
U

N
'T

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

0
F

O
R

T
 K

N
O

X
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

0
H

A
Z

A
R

D
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
2

3
1

2 
0

H
E

N
D

E
R

S
O

N
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

0
H

O
P

K
IN

S
V

IL
LE

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
0

JE
F

F
E

R
S

O
N

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
0

LE
X

IN
G

T
O

N
 T

E
C

H
N

IC
A

L 
IN

S
T

IT
U

T
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
0

M
A

D
IS

O
N

V
IL

LE
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

0
M

A
Y

S
V

IL
LE

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
0

N
O

R
T

H
E

R
N

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
0

P
A

D
U

C
A

H
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

0
N

.
P

R
E

S
T

O
N

S
B

U
R

G
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

0
17 -.

 :
S

O
M

E
R

S
E

T
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
S

O
U

T
H

E
A

S
T

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1 1
2 2

3 3
1 1

2 2
3 3

1 1

2 2
3 3

1 1

2 2
3 3

1 1

2 2
3 3

1 1

2 
0

2 
0

LO
U

IS
IA

N
A

D
E

LG
A

D
O

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

LO
U

IS
IA

N
A

 S
T

A
T

E
 U

N
IV

T
w

o
Y

E
A

R
 C

A
M

P
U

S
E

S
A

LE
X

A
N

D
R

IA
(N

R
)

E
U

N
IC

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
S

H
R

F
V

E
P

O
R

T
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
M

A
IN

E
B

LI
S

S
 C

O
LL

E
G

E
E

A
S

T
E

R
N

 M
A

IN
E

 V
O

C
 T

E
C

H
 IN

S
T

IT
U

T
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

N
O

R
T

H
E

R
N

 M
A

IN
E

 V
O

C
 T

E
C

H
 IN

S
T

IT
U

T
E

(N
 R

)
W

E
S

T
B

R
O

O
K

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
0

1
2

3
1

2
3

1
2

3
1

2 
3

M
A

R
Y

LA
N

D
A

LL
E

G
A

N
Y

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

A
N

N
E

 A
R

U
N

D
E

L 
C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
C

A
T

O
N

S
V

IL
LE

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3



I 
7

IN
S

T
IT

U
T

IO
N

R
E

T
IR

E
-

M
E

N
T

1

LI
F

E
IN

S
U

R
A

N
C

E
2

B
A

S
IC

H
O

S
P

IT
A

L-
S

U
R

G
IC

A
L-

M
E

D
IC

A
L

3

M
A

JO
R

M
E

D
IC

A
L

4

S
H

O
R

T
-

LO
N

G
-

T
E

R
M

T
E

R
M

D
IS

A
B

IL
IT

Y
 D

IS
A

B
IL

IT
Y

5
6

M
A

R
Y

LA
N

D
-C

O
N

T
IN

U
E

D
C

E
C

IL
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

C
H

A
R

LE
S

 C
O

U
N

T
Y

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

C
H

E
S

A
P

E
A

K
E

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

 O
F

 B
A

LT
IM

O
R

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

E
S

S
E

X
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
F

R
E

D
E

R
IC

K
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

H
A

G
E

R
S

T
O

W
N

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

H
A

R
F

O
R

D
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
H

O
W

A
R

D
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

K
IR

K
LA

N
D

 H
A

LL
 C

O
LL

E
G

E
1

2
3

M
O

N
T

G
O

M
E

R
Y

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

P
R

IN
C

E
 G

E
O

R
G

E
'S

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

V
IL

LA
 J

U
LI

E
 C

O
LL

E
G

E
(N

 R
)

X
A

V
E

R
 IA

N
 C

O
LL

E
G

E
0

2
0

1
2

3

M
A

S
S

A
C

H
U

S
E

T
T

S
B

A
Y

 P
A

T
H

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
B

E
C

K
E

R
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
B

E
R

K
S

H
IR

E
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

B
R

A
D

F
O

R
D

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
0

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
B

R
IS

T
O

L 
C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

C
A

P
E

 C
O

D
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

C
H

A
M

B
E

R
LA

Y
N

E
 J

U
N

 IO
R

 C
O

LL
E

G
E

(N
R

)
D

E
A

N
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

E
N

D
IC

O
T

T
 J

U
N

IO
R

 C
O

LL
E

G
E

(N
R

)
F

IS
H

E
R

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
0

1
2

3
1

2
3

F
R

A
N

K
LI

N
 IN

S
T

IT
U

T
E

 O
F

 B
O

S
T

O
N

(N
R

)
G

A
R

LA
N

D
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

G
R

A
H

M
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
i

2
3

1
2

3
G

R
E

E
N

F
IE

LD
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3



H
O

LY
O

K
E

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
LA

S
E

LL
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

LE
IC

E
S

T
E

R
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

0
1

2
0

1
2

3
1

2
3

1
2

3
1

2 
0

M
A

S
S

A
C

H
U

S
E

T
T

S
 B

A
Y

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
M

A
S

S
A

S
O

IT
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

M
O

U
N

T
 ID

A
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

0
1

2
0

1
2

3
1

2
3

1
2

3
M

O
U

N
T

 W
A

C
H

U
S

E
T

T
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

N
E

W
T

O
N

 J
U

N
IO

R
 C

O
LL

E
G

E
1

23
1

23
1

23
1

23
1

23
1

23
N

O
R

T
H

 S
H

O
R

E
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

N
O

R
T

H
E

R
N

 E
S

S
E

X
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

P
IN

E
 M

A
N

O
R

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

S
1

2
3

Q
U

IN
C

Y
 J

U
N

IO
R

 C
O

LL
E

G
E

(N
R

)
Q

U
IN

S
IG

A
M

O
N

D
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

S
P

R
IN

G
F

IE
LD

 T
E

C
H

N
IC

A
L 

C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
W

E
N

T
W

O
R

T
H

 IN
S

T
IT

U
T

E
1

.,.
3

1
2

3
1

2
3

1
2

3
1

2
3

W
O

R
C

E
S

T
E

R
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

M
IC

H
IG

A
N

A
LP

E
N

A
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

0
2

0
1

2
3

1
2 

3
B

A
Y

 D
E

 N
O

C
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
C

O
N

C
O

R
D

IA
 L

U
T

H
E

R
A

N
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
D

E
LT

A
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
F

LI
N

T
 C

O
M

M
U

N
IT

Y
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

G
LE

N
 O

A
K

S
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
G

O
G

E
B

IC
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2 
Z

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
G

R
A

N
D

 R
A

P
ID

S
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

H
E

N
R

Y
 F

O
R

D
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
(N

R
)

H
IG

H
LA

N
D

 P
A

R
K

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
JA

C
K

S
O

N
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
K

A
LA

M
A

Z
O

O
 V

A
LL

E
Y

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
K

E
LL

O
G

G
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
K

IR
T

LA
N

D
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
LA

K
E

 M
IC

H
IG

A
N

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
LA

N
S

IN
G

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

M
A

C
O

M
B

 C
O

U
N

T
Y

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

C
E

N
T

E
R

 C
A

M
P

U
S

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

S
O

U
T

H
 C

A
M

P
U

S
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3



IN
S

T
IT

U
T

IO
N

R
E

T
IR

E
-

M
E

N
T

LI
F

E
IN

S
U

R
A

N
C

E

B
A

S
IC

H
O

S
P

IT
A

L-
S

U
R

G
IC

A
L-

M
E

D
IC

A
L

M
A

JO
R

M
E

D
IC

A
L

S
H

O
R

T
-

LO
N

G
-

T
E

R
M

T
E

R
M

D
IS

A
B

IL
IT

Y
 D

IS
A

B
IL

IT
Y

1
2

3
4

5
6

M
IC

H
IG

A
N

 -
C

O
N

T
IN

U
E

D
M

IC
H

IG
A

N
 C

H
R

IS
T

IA
N

 J
U

N
IO

R
 C

O
LL

E
G

E
(N

R
)

M
ID

 M
IC

H
IG

A
N

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
0

1
2

3
1

2?
1

2
3

M
O

N
R

O
E

 C
O

U
N

T
Y

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
1

2
3

M
O

N
T

C
A

LM
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

0
1

2
3

1
2

3
1

2 
3

1
2

3
M

U
S

K
E

G
O

N
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

0
0

3
1

2
3

1
2 

3
1

2
3

N
O

R
T

H
 C

E
N

T
R

A
L 

M
IC

H
IG

A
N

 C
O

LL
E

G
E

(N
R

)
N

O
R

T
H

W
E

S
T

E
R

N
 M

IC
H

IG
A

N
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

1
2

3
O

A
K

LA
N

D
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

1
2

3
S

T
. C

LA
IR

 C
O

U
N

T
Y

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
1

2
3

S
C

H
O

O
LC

R
A

F
T

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
1

2
3

S
O

U
T

H
W

E
S

T
E

R
N

 M
IC

H
IG

A
N

 C
O

LL
E

G
E

(N
R

)
S

U
O

M
 I 

C
O

LL
E

G
E

1
2

0
1

2
3

1
2 

3
W

A
S

H
T

E
N

A
W

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

(N
R

)
W

E
S

T
 S

H
O

R
E

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
1

2
3

M
IN

N
E

S
O

T
A

B
E

T
H

A
N

Y
 L

U
T

H
E

R
A

N
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

1
2

3
C

O
R

B
E

T
T

 C
O

LL
E

G
E

M
IN

N
E

S
O

T
A

 S
T

A
T

E
 J

U
N

IO
R

 C
O

LL
E

G
E

 S
Y

S
T

E
M

A
N

O
K

A
-R

A
M

S
E

Y
 S

T
A

T
E

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

1
2

3
A

U
S

T
IN

 S
T

A
T

E
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
1

2
3

B
R

A
IN

E
R

D
 S

T
A

T
E

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

1
2

3
F

E
R

G
U

S
 F

A
LL

S
 S

T
A

T
E

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

1
2

3
H

IB
B

IN
G

 S
T

A
T

E
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
1

2
3

IN
V

E
R

 H
IL

LS
 S

T
A

T
E

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

1
2

3
IT

A
S

C
A

 S
T

A
T

E
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
1

2
3

LA
K

E
W

O
O

D
 S

T
A

T
E

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

1
2

3
M

E
S

A
B

I S
T

A
T

E
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
1

9
3

M
E

T
R

O
P

O
LI

T
A

N
 S

T
A

T
E

 J
U

N
IO

R
 C

O
LL

E
G

L
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

1
2

3

co D



N
O

R
M

A
N

D
A

LE
 S

T
A

T
E

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3

N
O

R
T

H
 H

E
N

N
E

P
IN

 S
T

A
T

E
 J

U
N

IO
R

C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

N
O

R
T

H
LA

N
D

 S
T

A
T

E
 J

U
N

IO
R

C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

R
A

IN
Y

 R
IV

E
R

 S
T

A
T

E
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

R
O

C
H

E
S

T
E

R
 S

T
A

T
E

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3

V
E

R
M

IL
IO

N
 S

T
A

T
E

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3

W
IL

LM
A

R
 S

T
A

T
E

 J
U

N
IO

R
C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3

W
O

R
T

H
IN

G
T

O
N

 S
T

A
T

E
 J

U
N

IO
R

C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

S
T

. M
A

R
Y

'S
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3

U
N

IV
E

R
S

IT
Y

 O
F

 M
IN

N
E

S
O

T
A

 T
E

C
H

IN
S

T
IT

U
T

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3

M
IS

S
IS

S
IP

P
I

C
LA

R
K

E
 M

E
M

O
R

IA
L 

C
O

LL
E

G
E

(N
R

)
C

O
A

H
O

M
A

 J
U

N
IO

R
 C

O
LL

E
G

E
(N

R
)

C
O

P
IA

H
-L

IN
C

O
LN

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

E
A

S
T

 C
E

N
T

R
A

L 
JU

N
IO

R
 C

O
LL

E
G

E
(N

R
)

E
A

S
T

 M
IS

S
IS

S
IP

P
I J

U
N

IO
R

C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3

G
U

LF
 P

A
R

K
 C

O
LL

E
G

E
(N

R
)

H
IN

D
S

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3

H
O

LM
E

S
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

IT
A

W
A

M
B

A
 J

U
N

IO
R

 C
O

LL
E

G
E

(N
R

)
JO

N
E

S
 C

O
U

N
T

Y
 J

U
N

IO
R

 C
O

LL
E

G
E

(N
R

)
M

E
R

ID
IA

N
 M

U
N

IC
IP

A
L 

JU
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3

M
IS

S
IS

S
IP

P
I D

E
LT

A
 J

U
N

IO
R

 C
O

LL
E

G
E

(N
R

)

M
IS

S
IS

S
IP

P
I G

U
LF

 C
O

A
S

T
 J

R
. C

O
LL

D
IS

T
JA

C
K

S
O

N
 C

O
U

N
T

Y
 C

A
M

P
U

S
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3

JE
F

F
E

R
S

O
N

 D
A

V
IS

 J
U

N
IO

R
C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3

P
E

R
K

IN
S

T
O

N
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3

N
O

R
T

H
E

A
S

T
 M

IS
S

IS
S

IP
P

I J
U

N
IO

R
C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

N
O

R
T

H
W

E
S

T
 M

IS
S

IS
S

IP
P

I J
U

N
IO

R
C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2 

3

P
E

A
R

L 
R

IV
E

R
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

P
R

E
N

T
IS

S
 N

O
R

M
A

L 
&

 IN
D

U
S

T
R

IA
L

IN
S

T
1

2
3

1
2

3
1

2
3

S
A

IN
T

S
 IN

D
U

S
T

R
IA

L 
A

N
D

 L
IT

E
R

A
R

Y
S

C
H

O
O

L
1

2
3

1
2

3
1

2
3

1
2

3

S
O

U
T

H
E

A
S

T
E

R
N

 B
A

P
T

IS
T

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3

Z
O

U
T

H
W

E
S

T
 M

IS
S

IS
S

IP
P

I J
U

N
IO

R
C

O
LL

E
G

E
(N

R
)

T
. J

. H
A

R
iN

IS
 J

U
N

IO
R

 C
O

LL
E

G
E

(N
R

)



IN
S

T
IT

U
T

IO
N

R
E

T
IR

E
-

M
E

N
T

LI
F

E
IN

S
U

R
A

N
C

E

B
A

S
IC

H
O

S
P

IT
A

L-
S

U
R

G
IC

A
L-

M
E

D
IC

A
L

M
A

JO
R

M
E

D
IC

A
L

S
H

O
R

T
-

LO
N

G
-

T
E

R
M

T
E

R
M

D
IS

A
B

IL
IT

Y
 D

IS
A

B
IL

IT
Y

1
2

3
4

5
6

M
IS

S
IS

S
IP

P
IC

O
N

T
IN

U
E

D
U

T
IC

A
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3

W
O

O
D

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3

M
IS

S
O

U
R

I
C

H
R

IS
T

IA
N

 C
O

LL
E

G
E

(N
R

)
C

O
T

T
E

Y
 J

U
N

IO
R

 C
O

LL
E

G
E

 C
O

R
P

O
R

A
T

IO
N

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3

C
R

O
W

D
E

R
 C

O
LL

E
G

E
1

2
0

1
23

1
23

1
23

1
20

E
A

S
T

 C
E

N
T

R
A

L 
JU

N
IO

R
 C

O
LL

E
G

E
1

2
0

1
2

3
1

2
3

1
2

3
1

2
0

r\
.:.

JU
N

IO
R

 C
O

LL
E

G
E

 D
IS

T
R

IC
T

 O
F

 J
E

F
F

E
R

S
O

N
 C

O
.

1
2

0
1

2
3

1
2

3
1

2
3

1
2

3
1

2
0

',.
...

JU
N

IO
R

 C
O

LL
E

G
E

 D
IS

T
R

IC
T

 O
F

 S
T

. L
O

U
IS

V
` 

)
F

LO
R

IS
S

A
N

T
 V

A
LL

E
Y

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

F
O

R
E

S
T

 F
A

R
K

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

M
E

R
A

M
E

C
, C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
K

E
M

P
E

R
 M

IL
IT

A
R

Y
 S

C
H

O
O

L 
&

 C
O

LL
E

G
E

(N
R

)
M

E
R

C
Y

 J
U

N
IO

R
 C

O
LL

E
G

E
(N

R
)

M
E

T
R

O
P

O
LI

T
A

N
 J

U
N

IO
R

 C
O

LL
E

G
E

 D
IS

T
R

IC
T

LO
N

G
V

IE
W

 C
O

LL
E

G
E

1
2

0
1

2
3

1
2

3
1

2
3

1
2

3
1

2
0

M
A

P
LE

 W
O

O
D

S
 C

O
LL

E
G

E
1

2
0

1
2

3
1

2
3

1
2

3
1

2
3

1
2

0

P
E

N
N

 V
A

LL
E

Y
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

0
1

2
3

1
2

3
1

2
3

1
2

3
1

2
0

M
IN

E
R

A
L 

A
R

E
A

 C
O

LL
E

G
E

1
2

0
1

2
3

1
2

0

M
IS

S
O

U
R

I B
A

P
T

IS
T

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

M
IS

S
O

U
R

I S
O

U
T

H
E

R
N

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3

M
IS

S
O

U
R

I W
E

S
T

E
R

N
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3

M
O

B
E

R
LY

 J
U

N
IO

R
 C

O
LL

E
G

E
(N

R
)

S
A

IN
T

 M
A

R
Y

'S
 C

O
LL

E
G

E
 O

F
 O

'F
A

LL
O

N
(N

R
)

S
T

. P
A

U
L'

S
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

S
T

A
T

E
 F

A
IR

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

0
1

2
3

1
2

3
1

2
3

1
2

0

T
H

R
E

E
 R

IV
E

R
S

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
0

1
2

3
1

2
3

1
2

0

T
R

E
N

T
O

N
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
0

1
2

3
1

2
3

W
E

N
T

W
O

R
T

H
 M

IL
IT

A
R

Y
 A

C
A

D
E

M
Y

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3

a) 0 2. 0 70 >



M
O

N
T

A
N

A
D

A
W

S
O

N
 C

O
LL

E
G

E
1

2
3

1
0

0
1

0
0

1
2 

3
F

LA
T

H
E

A
D

 V
A

LL
E

Y
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

M
IL

E
S

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3

N
E

B
R

A
S

K
A

C
E

N
T

R
A

L 
N

E
B

R
A

S
K

A
 T

E
C

H
1

2
0

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
F

A
IR

B
U

R
Y

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

M
C

C
O

O
K

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
N

E
B

R
A

S
K

A
 W

E
S

T
E

R
N

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

N
O

R
T

H
E

A
S

T
E

R
N

 N
E

B
R

A
S

K
A

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
N

O
R

T
H

 P
LA

T
T

E
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

0
1

2
3

1
2

3
1

2
3

1
2 

0
P

LA
T

T
E

 J
U

N
IO

R
 C

O
LL

E
G

E
Y

O
R

K
 C

O
LL

E
G

E
(N

R
)

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3

N
E

V
A

D
A

E
LK

O
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3

N
E

W
 H

A
M

P
S

H
IR

E
C

O
LB

Y
 J

U
N

IO
R

 C
O

LL
E

G
E

 F
O

R
 W

O
M

E
N

1
2

3
1

2
3

1
2

3
1

2 
3

N
E

W
 E

N
G

LA
N

D
 A

E
R

O
N

A
U

T
IC

A
L 

IN
S

T
IT

U
T

E
1

2
3

N
E

W
 H

A
M

P
S

H
IR

E
 T

E
C

H
N

IC
A

L 
IN

S
T

IT
U

T
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

W
H

IT
E

 P
IN

E
S

 C
O

LL
E

G
E

(N
 R

)

N
E

W
 J

E
R

S
E

Y
A

LF
H

O
N

S
U

S
 C

O
LL

E
G

E
0

2
0

0
2

0
A

S
S

U
M

P
T

IO
N

 C
O

LL
E

G
E

 F
O

R
 S

IS
T

E
R

S
A

T
LA

N
T

IC
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
B

E
R

G
E

N
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
B

R
O

O
K

D
A

LE
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
B

U
R

LI
N

G
T

O
N

 C
O

U
N

T
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

C
A

M
D

E
N

 C
O

U
N

T
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

0
2 

3
C

E
N

T
E

N
A

R
Y

 C
O

LL
E

G
E

 F
O

R
 W

O
M

E
N

1
2

3
1

2
3

1
2

3
C

O
U

N
T

Y
 C

O
LL

E
G

E
 O

F
 M

O
R

R
IS

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

C
U

M
B

E
R

LA
N

D
 C

O
U

N
T

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
E

N
G

LE
W

O
O

D
 C

LI
F

F
S

 C
O

LL
E

G
E

E
S

S
E

X
 C

O
U

N
T

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3



IN
S

T
IT

U
T

IO
N

R
E

T
IR

E
-

M
E

N
T

1

LI
F

E
IN

S
U

R
A

N
C

E
2

B
A

S
IC

H
O

S
P

IT
A

L-
S

U
R

G
IC

A
L-

M
E

D
IC

A
L

3

M
A

JO
R

M
E

D
IC

A
L

4

S
H

O
R

T
-

LO
N

G
-

T
E

R
M

T
E

R
M

D
IS

A
B

IL
IT

Y
 D

IS
A

B
IL

IT
Y

5
6

N
E

W
 J

E
R

S
E

Y
-C

O
N

T
IN

U
E

D
G

LO
U

C
E

S
T

E
R

 C
O

U
N

T
Y

 C
O

LL
E

G
E

"
2

3
1

2
3

1
2

3
1

2
3

LU
T

H
E

R
 C

O
LL

 O
F

 B
IB

LE
 A

N
D

 L
IB

 A
R

T
S

1
2

0
1

2
3

1
2

0
I

M
E

R
C

E
R

 C
O

U
N

T
Y

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

M
ID

D
LE

S
E

X
 C

O
U

N
T

Y
 C

O
LL

E
G

E
1 1

2 2
3 3

1 1

2 2
3 3

1 1

2 2
3 3

1 1

2 2
3 3

1 1

2 2
3 3

1 1

2 2
3 3

6-
M

O
N

M
O

U
T

H
 C

O
LL

E
G

E
, J

R
 C

O
LL

 D
IV

1
2

3
1

2
3

1
2

3
1

2
3

M
O

U
N

T
 S

A
IN

T
 M

A
R

Y
 C

O
LL

E
G

E
(N

 R
)

O
C

E
A

N
 C

O
U

N
T

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

S
O

M
E

R
S

E
T

 C
O

U
N

T
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
T

O
M

B
R

O
C

K
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
U

N
IO

N
 C

O
LL

E
G

E
1

2
0

1
2

3
1

2
3

1
2

3
1

2
3

1
2

0

N
E

W
 M

E
X

IC
O

E
A

S
T

 N
E

W
 M

E
X

17
.0

 U
N

IV
E

R
S

IT
Y

C
LO

V
IS

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

2
3

1
2

3
R

O
S

W
E

LL
 C

A
M

P
U

S
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
N

E
W

 M
E

X
IC

O
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
N

E
W

 M
E

X
IC

O
 M

IL
IT

A
R

Y
 IN

S
T

IT
U

T
E

(N
 R

)

N
E

W
 M

E
X

IC
O

 S
T

A
T

E
 U

N
IV

E
R

S
IT

Y
A

LA
M

O
G

O
R

D
O

 B
R

A
N

C
H

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

C
A

R
LS

B
A

D
 B

R
A

N
C

H
1

2
3

1
2

3
1

2
3

1
2

3
0

0
3

1
2

3
G

R
A

N
T

S
 B

R
A

N
C

H
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
S

A
N

 J
U

A
N

 B
R

A
N

C
H

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

U
N

IV
 O

F
 N

E
W

 M
E

X
IC

O
G

A
LL

U
P

 B
R

A
N

C
H

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3

N
E

W
 Y

O
R

K
A

C
A

D
E

M
Y

 O
F

 A
E

R
O

N
A

U
T

IC
S

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

A
D

IR
O

N
D

A
C

K
 C

O
M

M
U

N
IT

Y
 r

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

A
U

B
U

R
N

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

(N
 R

)

O
l 0 -o



B
E

N
N

E
T

T
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

B
O

R
O

U
G

H
 O

F
 M

A
N

H
A

T
T

A
N

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

B
R

O
N

X
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

0
1

2
3

1
2

3
1

2
3

1
2 

3
B

R
O

O
M

E
 T

E
C

H
N

IC
A

L 
C

O
M

M
U

N
iT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

'D
g

1
2 

3
B

U
F

F
A

LO
 D

IO
C

E
S

A
N

 P
R

E
P

A
R

A
T

O
R

Y
 S

E
M

IN
A

R
Y

 (
N

R
)

C
A

Z
E

N
O

V
IA

 C
O

LL
E

G
E

1
2

0
1

2
3

1
2

3
1

2
3

C
LI

N
T

O
N

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
5

1
2 

3
C

O
LU

M
B

IA
-G

R
E

E
N

E
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
(N

R
)

C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

 O
F

 T
H

E
 F

IN
G

E
R

 L
A

K
E

S
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

C
O

N
C

O
R

D
IA

 C
O

LL
E

G
IA

T
E

 IN
S

T
IT

U
T

E
(N

R
)

C
O

R
N

IN
G

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

(N
R

)
D

iJ
T

C
H

E
S

S
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

1
2

3
1

2
3

1
2 

3
E

LI
Z

A
B

E
T

H
 S

E
T

O
N

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
E

R
IE

 C
O

U
N

T
Y

 T
E

C
H

N
IC

A
L 

IN
S

T
IT

U
T

E
1

2
3

12
.3

1
2

3
1

2
3

1
2 

3
F

A
S

H
IO

N
 IN

S
T

IT
U

T
E

 O
F

 T
E

C
H

N
O

LO
G

Y
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

F
U

LT
O

N
-M

O
N

T
G

O
M

E
R

Y
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
I

2
3

1
2

3
12

.3
G

E
N

E
S

E
E

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

(N
R

)
H

A
R

R
IM

A
N

 C
O

LL
E

G
E

1
0

3
1

0
3

H
E

R
K

IM
E

R
 C

O
U

N
T

Y
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

H
IL

B
E

R
T

 C
O

LL
E

G
E

H
U

D
S

O
N

 V
A

LL
E

Y
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

JA
M

E
S

T
O

W
N

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
9

3
1

2
3

1
2 

3
JE

F
F

E
R

S
O

N
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

JU
N

IO
R

 C
O

LL
E

G
E

 O
F

 A
LB

A
N

Y
1

2
0

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

0
JR

 C
O

LL
 O

F
 P

A
C

K
E

R
 C

O
LL

E
G

IA
T

E
 M

S
T

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
K

IN
G

S
B

O
R

O
U

G
H

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
0

1
2

3
1

2
3

1
2

3
1

2 
3

M
A

R
IA

 C
O

LL
E

G
E

 O
F

 A
LB

A
N

Y
1

2
3

1
2

3
1

2
3

M
A

R
IA

 R
E

G
IN

A
 C

O
LL

E
G

E
1

2 
R

1
2

3
M

A
T

E
R

 D
E

I C
O

LL
E

G
E

(N
R

)
M

O
H

A
W

K
 V

A
LL

E
Y

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
M

O
N

R
O

E
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
N

A
S

S
A

U
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
N

E
W

 Y
O

R
K

 C
IT

Y
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

0
1

2
3

1
2

3
1

2
3

1
2 

3
N

IA
G

A
R

A
 C

O
U

N
T

Y
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
N

O
R

T
H

 C
O

U
N

T
R

Y
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

O
N

O
N

D
A

G
A

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2 
3

O
R

A
N

G
E

 C
O

U
N

T
Y

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3



IN
S

T
IT

U
T

IO
N

R
E

T
IR

E
-

M
E

N
T

LI
F

E
IN

S
U

R
A

N
C

E

B
A

S
IC

H
O

S
P

IT
A

L-
S

U
R

G
IC

A
L-

M
E

D
IC

A
'..

M
A

JO
R

M
E

D
IC

A
L

S
H

O
R

T
-

LO
N

G
-

T
E

R
M

T
E

R
M

D
IS

A
B

IL
IT

Y
 D

IS
A

B
IL

IT
Y

1
2

3
4

5
6

N
E

W
 Y

O
R

K
 -

 C
O

N
T

IN
U

E
D

P
A

U
L 

S
M

IT
H

'S
 C

O
LL

 O
F

 A
R

T
S

 &
 S

C
IE

N
C

E
S

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
Q

U
E

E
N

S
B

O
R

O
U

G
H

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
0

1
2

3
1

2
3

1
2

3
1

2
3

R
O

C
K

LA
N

D
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

12
3

1
2

3
1

2
3

1
2

3
S

C
H

E
N

E
C

T
A

D
Y

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

S
T

A
T

E
 U

N
IV

 O
F

 N
Y

 A
G

R
IC

 A
N

D
 T

E
C

H
 C

O
LL

E
G

E
A

LF
R

E
D

1
2

.3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

C
A

N
T

O
N

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

C
O

B
LE

S
K

1L
L

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

D
E

LH
I

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
".

...
F

A
R

M
IN

G
D

A
LE

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

r2
--

;
M

O
R

R
IS

V
IL

LE
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
S

T
A

T
E

N
 IS

LA
N

D
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

0
1

2
3

1
2

3
1

2
3

1
2

3
S

U
F

F
O

LK
 C

O
U

N
T

Y
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

S
U

LL
IV

A
N

 C
O

U
N

T
Y

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2.

S
1

2
3

1
2

3
T

O
M

P
K

IN
S

 C
O

R
T

LA
N

D
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

T
R

O
C

A
IR

E
 C

O
LL

E
G

E
1

2
3

U
LS

T
E

R
 C

O
U

N
T

Y
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

V
IL

LA
 M

A
R

IA
 C

O
LL

E
G

E
 O

F
 B

U
F

F
A

LO
1

0
0

1
2

3
1

2
3

V
O

O
R

H
E

E
S

 T
E

C
H

N
IC

A
L 

IN
S

T
IT

U
T

E
1

2
3

1
2

3
1

2
3

1
2

3
W

E
S

T
C

H
E

S
T

E
R

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

N
O

R
T

H
 C

A
R

O
LI

N
A

A
S

H
E

V
IL

LE
-B

U
N

C
O

M
B

E
 T

E
C

H
N

IC
A

L 
IN

S
T

IT
U

T
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

B
E

A
U

F
O

R
T

 C
O

U
N

T
Y

 T
E

C
H

N
IC

A
L 

IN
S

T
IT

U
T

E
1

2
3

1
2

3
1

2
3

1
2

3
B

LA
D

E
N

 T
E

C
H

N
IC

A
L 

IN
S

T
IT

U
T

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

B
R

E
V

A
R

D
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

C
A

LD
W

E
LL

 T
E

C
H

N
IC

A
L 

IN
S

T
IT

U
T

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

C
A

P
E

 F
E

A
R

 T
E

C
H

N
IC

A
L 

IN
S

T
IT

U
T

E
1

2
3

1
2

3
1

2
3

1
2

3
C

A
R

T
E

R
E

T
 T

E
C

H
N

IC
A

L 
IN

S
T

IT
U

T
E

(N
 R

)
C

A
T

A
W

B
A

 V
A

LL
E

Y
 T

E
C

H
N

IC
A

L 
IN

S
T

IT
U

T
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

N
J

C
S)



C
E

N
T

R
A

L 
C

A
R

O
LI

N
A

 T
E

C
H

N
IC

A
L 

IN
S

T
IT

U
T

E
1

2
3

1
2

3
1

2
3

1
2 

3
C

E
N

T
R

A
L 

P
IE

D
M

O
N

T
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
C

H
O

W
A

N
 C

O
LL

E
G

E
1

2
3

1
2

3
i

2
3

1
2

3
1

2
3

1
2 

3
C

LE
V

E
LA

N
D

 C
O

U
N

T
Y

 T
E

C
H

N
IC

A
L 

IN
S

T
IT

U
T

E
1

2
3

1
2

3
1

2
3

1
2 

3
C

O
LL

E
G

E
 O

F
 T

H
E

 A
LB

E
M

A
R

LE
1

2
3

1
2

3
1

2
- 

" 
, '

1
2

3
1

2 
3

C
R

A
V

E
N

 C
O

U
N

T
Y

 T
E

C
H

N
IC

A
L 

IN
S

T
IT

U
T

E
1

2
3

1
2

3
1

2
3

1
2 

3
D

A
V

ID
S

O
N

 C
O

U
N

T
Y

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
D

U
R

H
A

M
 T

E
C

H
N

IC
A

L 
IN

S
T

IT
U

T
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
E

D
G

E
C

O
M

B
E

 C
O

U
N

T
Y

 T
E

C
H

N
IC

A
L 

IN
S

T
IT

U
T

E
(N

R
)

F
A

Y
E

T
T

E
V

IL
LE

 T
E

C
H

N
IC

A
L 

IN
S

T
IT

U
T

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
F

O
R

S
Y

T
H

 T
E

C
H

N
IC

A
L 

IN
S

T
IT

U
T

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
G

A
S

T
O

N
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2 
3

G
U

IL
F

O
R

D
 T

E
C

H
N

IC
A

L 
IN

S
T

IT
U

T
E

(N
R

)
H

A
LI

F
A

X
 C

O
U

N
T

Y
 T

E
C

H
N

IC
A

L 
IN

S
T

IT
U

T
E

1
2

3
1

2
3

1
2

3
1

2 
3

H
A

Y
W

O
O

D
 T

E
C

H
N

IC
A

L 
IN

S
T

IT
U

T
E

1
2

3
1

2
3

1
2

3
1

2 
3

IS
O

T
H

E
R

M
A

L 
C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1,

_
3

1
2

3
1

2
3

1
2

3
1

2 
3

JA
M

E
S

 S
P

R
U

N
T

 IN
S

T
IT

U
T

E
(N

R
)

K
IT

T
R

E
LL

 C
O

LL
E

G
E

(N
R

)
LE

E
S

 M
C

R
A

E
 C

O
LL

E
G

E
1

2
0

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
LE

N
O

IR
 C

O
U

N
T

Y
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2 

3
LO

U
IS

B
U

R
G

 C
O

LL
E

G
E

1
2

3
1

2
(3

1
2

3
J

2
3

1
2

3
1

2 
3

M
A

R
T

IN
 T

E
C

H
N

IC
A

L 
IN

S
T

IT
U

T
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

M
C

D
O

W
E

LL
 T

E
C

H
N

IC
A

L 
IN

S
T

IT
U

T
E

1
2

3
1

2 
3

M
IT

C
H

E
LL

 C
O

LL
E

G
E

1
2

0
1

2
3

1
2

3
1

2
3

1
2

3
M

O
N

T
G

O
M

E
R

Y
 T

E
C

H
N

IC
A

L 
IN

S
T

IT
U

T
E

1
2

3
1

2
3

i
2

3
1

2
3

1
2 

3
M

O
N

T
R

E
A

T
 A

N
D

E
R

S
O

N
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

M
O

U
N

T
 O

LI
V

E
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
N

A
S

H
 T

E
C

H
N

IC
A

L 
IN

S
T

IT
U

T
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

O
N

S
LO

W
 T

E
C

H
N

IC
A

L 
IN

S
T

IT
U

T
E

1
2

.3
1

2
3

1
9

3
1

2
3

1
2 

3
P

E
A

C
E

 C
O

LL
E

G
E

 O
F

 R
A

LE
IG

H
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

P
IT

T
 T

E
C

H
N

IC
A

L 
IN

S
T

IT
U

T
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
R

A
N

D
O

LP
H

 T
E

C
H

N
IC

A
L 

IN
S

T
IT

U
T

E
1

2
3

1
2

3
1

2 
3

R
IC

H
M

O
N

D
 T

E
C

H
N

IC
A

L 
IN

S
T

IT
U

T
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

R
O

A
N

O
K

E
 C

H
O

W
A

N
 T

E
C

H
N

IC
A

L 
IN

S
T

IT
U

T
E

1
2

3
1

2
3

1
2 

3
R

O
B

E
S

O
N

 T
E

C
H

N
IC

A
L 

IN
S

T
IT

U
T

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

R
O

C
K

IN
G

H
A

M
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

R
O

W
A

N
 T

E
C

H
N

IC
A

L 
IN

S
T

IT
U

T
E

1
2

3
1?

3
1

2 
3



IN
S

T
IT

U
T

IO
N

R
E

T
IR

E
-

M
E

N
T

1

LI
F

E
IN

S
U

R
A

N
C

E
2

B
A

S
IC

H
O

S
P

IT
A

L-
S

LR
G

IC
A

.L
-

M
E

D
IC

A
L

3

M
A

JO
R

M
E

D
IC

A
L

4

S
H

O
R

T
-

LO
N

G
-

T
E

R
M

T
E

R
M

D
IS

A
B

IL
IT

Y
 D

IS
A

B
IL

IT
Y

5
6

N
O

R
T

H
 C

A
R

O
LI

N
A

C
O

N
T

IN
U

E
D

S
T

. M
A

R
Y

'S
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

S
A

M
P

S
O

N
 T

E
C

H
N

IC
A

L 
IN

S
T

IT
U

T
E

1
9

3
1

2
3

1
2

3
1

2
3

1
2

3
S

A
N

D
H

IL
LS

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

S
O

U
T

H
E

A
S

T
E

R
N

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
S

O
U

T
H

W
E

S
T

E
R

N
 T

E
C

H
N

IC
A

L 
IN

S
T

IT
U

T
E

1
2

3
1

2
3

S
O

U
T

H
W

O
O

D
 C

O
LL

E
G

E
(N

 R
)

S
U

R
R

Y
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
9

3
I

2
3

1
2

0
T

E
C

H
N

IC
A

L 
IN

S
T

IT
U

T
E

 O
F

 A
LA

M
A

N
C

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

W
. W

. H
O

LD
IN

G
 T

E
C

H
N

IC
A

L 
IN

S
T

IT
U

T
E

1
2

3
1

2
3

1
.1

3
1

2
3

1
2

3
W

A
Y

N
E

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

(N
 R

)
W

E
S

T
E

R
N

 P
IE

D
M

O
N

T
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

W
IL

K
E

S
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

W
IL

S
O

N
 C

O
U

N
T

Y
 T

E
C

H
N

IC
A

L 
IN

S
T

IT
U

T
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
W

IN
G

A
T

E
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

N
O

R
T

H
 D

A
K

O
T

A
A

S
S

U
M

P
T

IO
N

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
B

IS
M

A
R

C
K

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

LA
K

E
 R

E
G

IO
N

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
:=

,
1

2
3

1
2

3
N

O
R

T
H

 D
A

K
O

T
A

 S
C

H
O

O
L 

O
F

 F
O

R
E

S
T

R
Y

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
N

O
R

T
H

 D
A

K
O

T
A

 S
T

A
T

E
 S

C
H

O
O

L 
O

F
 S

C
IE

N
C

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

O
H

IO C
LA

R
K

 C
O

U
N

T
Y

 T
E

C
H

N
IC

A
L 

IN
S

T
IT

U
T

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

C
O

LU
M

B
U

S
 T

E
C

H
N

IC
A

L 
IN

S
T

IT
U

T
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3

C
U

Y
A

H
O

G
A

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

M
E

T
R

O
P

O
LI

T
A

N
 C

A
M

P
U

S
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
W

E
S

T
E

R
N

 C
A

M
P

U
S

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

F
O

U
R

 C
O

U
N

T
Y

 T
E

C
H

N
IC

A
L 

IN
S

T
IT

U
T

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

JE
F

F
E

R
S

O
N

 C
O

U
N

T
Y

 T
E

C
H

N
IC

A
L 

IN
S

IT
U

T
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3

ca
)

rn



K
E

N
T

 S
T

A
T

E
 U

N
IV

E
R

S
IT

Y
A

S
H

T
A

B
U

LA
 B

R
A

N
C

H
1 

2 
3

1
2 

3
1

2 
3

1
2 

3
1

2 
3

1
2 

3
C

O
LU

M
B

IA
N

A
 C

O
U

N
T

Y
 B

R
A

N
C

H
.

2 
3

1
2 

3
1

2 
3

1
2 

3
1

2 
3

1
2 

3
K

E
T

T
E

R
IN

G
 C

O
LL

E
G

E
 O

F
 M

E
D

IC
A

L 
A

R
T

S
1.

 2
 3

1
2 

3
1

2 
3

1
2 

3
LA

K
E

LA
N

D
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1 

2 
3

1
2 

3
1

2 
3

1
2 

3
1

2 
3

1
2 

3
LO

R
A

IN
 C

O
U

N
T

Y
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1 

2 
3

1
2 

3
1

2 
3

1
2 

3
1

2 
3

1
2 

3
LO

U
R

D
E

S
 J

U
N

IO
R

 C
O

LL
E

G
E

1 
23

0
0 

3
1

23
0

0 
3

1
23

M
IA

M
I U

N
IV

E
R

S
IT

Y
H

A
M

IL
T

O
N

 C
A

M
P

U
S

1 
2 

.3
1

2 
3

1
2 

3
1

2 
3

1
2 

3
1

2 
3

M
ID

D
LE

T
O

W
N

 C
A

M
P

U
S

1 
2 

3
1

2 
3

1
2 

3
1

2 
3

1
2 

3
1

2 
3

O
H

IO
 C

O
LL

E
G

E
 O

F
 A

P
P

LI
E

D
 S

C
IE

N
C

E
(N

P
.)

O
H

IO
 S

T
A

T
E

 U
N

IV
 R

E
G

IO
N

A
L 

C
A

M
P

U
S

E
S

LI
M

A
 C

A
M

P
U

S
1 

2 
3

1
2 

3
1

2 
3

1
2 

3
1

2 
3

1
22

M
A

N
S

F
IE

LD
 C

A
M

P
U

S
1 

2 
3

1
2 

3
1

2 
3

1
2 

3
1

2 
3

1
2 

3
M

A
R

IO
N

 C
A

M
P

U
S

1 
23

1
23

1
23

1
23

1
23

1
23

N
E

W
A

R
K

 C
A

M
P

U
S

1 
23

1
23

1
23

1
23

1
23

1
23

N
.-

, -.
O

H
IO

 U
N

IV
E

R
S

IT
Y

 R
E

G
IO

N
A

L 
C

A
M

P
U

S
E

S
B

E
LM

O
N

T
 C

O
U

N
T

Y
 C

A
M

P
U

S
1 

2 
3

1
2 

3
1

2 
3

1
2 

3
1

2 
3

1
2 

3
C

f
C

H
IL

LI
C

O
T

H
E

 C
A

M
P

U
S

1 
2 

3
1

2 
3

1
2 

3
1

2 
3

1
2 

3
1

2 
3

LA
N

C
A

S
T

E
R

 C
A

M
P

U
S

1 
23

1
23

1
23

1
23

1
23

1
23

Z
A

N
E

S
V

IL
LE

 C
A

M
P

U
S

1 
2 

3
1

23
1

23
1

23
1

23
1

23
P

E
N

T
A

 C
O

U
N

T
Y

 T
E

C
H

N
IC

A
L 

IN
S

T
IT

U
T

E
1 

2 
3

1
2 

3
1

2 
3

1
2 

3
1

2 
3

S
IN

C
LA

IR
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1 

2:
1

2 
3

1
2 

3
1

2 
3

1
2 

3
1

2 
3

U
N

IV
 C

O
M

M
 &

 T
E

C
H

 C
O

LL
 O

F
 A

K
R

O
N

1 
23

1
2 

3
1

23
1

23
1

23
1

2 
3

U
N

IV
E

R
S

IT
Y

 O
F

 C
IN

C
IN

N
A

T
I

R
A

Y
M

O
N

D
 W

A
LT

E
R

S
 B

R
A

N
C

H
1 

2 
3

1
2 

3
1

2 
3

1
2 

0
1

2 
3

1
2 

3
U

N
IV

E
R

S
IT

Y
 C

O
LL

E
G

E
i 2

3
1

23
1

23
1

20
1

23
1

23
U

N
IV

 O
F

 T
O

LE
D

O
 C

O
M

M
 &

 T
E

C
H

 C
O

LL
1 

2 
3

1
2 

3
1

2 
3

1
2 

3
1

2 
3

1
2 

3
V

A
N

G
U

A
R

D
 T

E
C

H
N

IC
A

L 
IN

S
T

IT
U

T
E

1 
2 

3
1

2 
3

1
2 

3
1

2 
3

O
K

LA
H

O
M

A
A

LT
U

S
 J

U
N

IO
R

 C
O

LL
E

G
E

1 
2 

3
I

2 
3

1
2 

3
1

2 
3

1
2 

3
B

A
C

O
N

E
 C

O
LL

E
G

E
1 

2 
3

1
2 

3
1

2 
3

1
2 

3
1

2 
3

B
A

R
T

LE
S

V
IL

LE
 W

E
S

LE
Y

A
N

 C
O

LL
E

G
E

1
2 

3
1

2 
3

1
2 

3
1

2 
3

C
O

N
N

O
R

S
 S

T
A

T
E

 C
O

LL
E

G
E

1 
2 

0
1

2 
3

1
2 

3
1

2 
3

1
2 

3
1

2 
0



IN
S

T
IT

U
T

IO
N

O
K

LA
H

O
M

A
C

O
N

T
IN

U
E

D

R
E

T
IR

E
-

M
E

N
T

1

LI
F

E
IN

S
U

R
A

N
C

E
2

B
A

S
IC

H
O

S
P

IT
A

L-
S

U
R

G
IC

A
L-

M
E

D
IC

A
L

3

M
A

JO
R

M
E

D
IC

A
L

4

S
H

O
R

T
-

LO
N

G
-

T
E

R
M

T
E

R
M

D
IS

A
B

IL
IT

Y
 D

IS
A

B
IL

IT
Y

5
6

E
A

S
T

E
R

N
 O

K
LA

H
O

M
A

 S
T

A
T

E
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
E

L 
R

E
N

O
 C

O
LL

E
G

E
(N

R
)

M
U

R
R

A
Y

 S
T

A
T

E
 C

O
LL

E
G

E
 O

F
 A

G
R

 A
N

D
 A

P
P

 S
C

I
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
N

O
R

T
H

E
A

S
T

E
R

N
 O

K
LA

H
O

M
A

 A
. &

 M
. C

O
LL

E
G

E
1

2
0

1
2

3
1

2
3

1
2

0
N

O
R

T
H

E
R

N
 O

K
LA

H
O

M
A

 C
O

LL
E

G
E

1
2

0
1

2
3

1
2

3
1

2
3

1
2

3
1

2
0

O
K

LA
H

O
M

A
 M

IL
IT

A
R

Y
 A

C
A

D
E

M
Y

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
0

P
O

T
E

A
U

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

0
1

2
3

1
2

3
1

2
3

1
2

0
S

T
. G

R
E

G
O

R
Y

'S
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

0
0

3
S

A
Y

R
E

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

S
E

M
 IN

O
LE

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

S
O

U
T

H
W

E
S

T
E

R
N

 C
O

LL
E

G
E

(N
R

)
O

R
E

G
O

N
B

LU
E

 M
O

U
N

T
A

IN
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

C
E

N
T

R
A

L 
O

R
E

G
O

N
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

C
H

E
M

E
K

E
T

A
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

C
LA

C
K

A
M

A
S

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
C

LA
T

S
O

P
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
(N

R
)

C
O

LU
M

B
IA

 C
H

R
IS

T
IA

N
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

C
O

N
C

O
R

D
IA

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

LA
N

E
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
LI

N
N

-B
E

N
T

O
N

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
M

T
. H

O
O

D
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

P
O

R
T

LA
N

D
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

S
O

U
T

H
W

E
S

T
E

R
N

 O
R

E
G

O
N

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

T
R

E
A

S
U

R
E

 V
A

LL
E

Y
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
U

M
P

Q
U

A
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
(N

R
)

P
E

N
N

S
Y

LV
A

N
IA

B
U

C
K

S
 C

O
U

N
T

Y
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
B

U
T

LE
R

 C
O

U
N

T
Y

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

N
)

C
o



C
O

M
M

U
N

IT
Y

 C
O

LL
 O

F
 A

LL
E

G
H

E
N

Y
 C

O
U

N
T

Y
A

LL
E

G
H

E
N

Y
 C

A
M

P
U

S
1

2
3

1
2

3
1

2
3

1
2

3
1 

2
2

1
2 

3
B

O
Y

C
E

 C
A

M
P

U
S

1
2

3
1

2
3

1
2

3
1

2
3

1 
2

3
1

2 
3

S
O

U
T

H
 C

A
M

P
U

S
1

2
3

1
2

3
1

2
3

1
2

3
1 

2
3

1
2 

3
C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
 O

F
 B

E
A

V
E

R
 C

O
U

N
T

Y
1

2
3

1
2

3
1

2
3

1
2

3
1 

2
3

1
2 

3
C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
 O

F
 D

E
LA

W
A

R
E

 C
O

U
N

T
Y

1
2

3
1

2
3

1
2

3
1

2
3

1 
2

3
1

2 
3

C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

 O
F

 P
H

IL
A

D
E

LP
H

IA
1

2
3

1
2

3
1

2
3

1
2

3
0 

2
3

1
2 

3
E

A
S

T
E

R
N

 P
IL

G
R

IM
 C

O
LL

E
G

E
1

2
3

1
2

0
1

2
0

1 
2

3
E

LL
E

N
 C

U
S

H
IN

G
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2 
3

H
A

R
C

U
M

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
0

1
2

0
1

2
3

1
2

3
1 

2
3

H
A

R
R

IS
B

U
R

G
 A

R
E

A
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1 

2
3

1
2 

3
K

E
Y

S
T

O
N

E
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1 
2

3
1

2 
3

LA
C

K
A

W
A

N
N

A
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1 

2
3

1
2 

3
LE

H
IG

H
 C

O
U

N
T

Y
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1 

2
3

1
2 

3
LU

Z
E

R
N

E
 C

O
U

N
T

Y
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1 

2
3

1
2 

3
M

A
N

O
R

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
0

1 
2

3
M

O
N

T
G

O
M

E
R

Y
 C

O
U

N
T

Y
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1 

2
3

1
2 

3
M

O
U

N
T

 A
LO

Y
S

IU
S

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

0
0 

0
3

1
2 

3
N

O
R

T
H

A
M

P
T

O
N

 C
O

U
N

T
Y

 A
R

E
A

 C
O

M
M

 C
O

LL
1

2
3

1
2

3
1

2
3

1
2

3
1 

2
3

1
2 

3
N

O
R

T
H

E
A

S
T

E
R

N
 C

H
R

IS
T

IA
N

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
0

1
2

0
1

2
3

1
2

0
P

E
IR

C
E

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1 

2
3

1
2 

3
P

E
N

N
 H

A
LL

 J
U

N
IO

R
 C

O
LL

E
G

E
(N

R
)

P
A

 S
T

A
T

E
 U

N
IV

 C
O

M
M

O
N

W
E

A
LT

H
 C

A
M

P
U

S
E

S
1

2
3

1
2

3
1

2
3

1
2

3
1 

2
3

1
2 

3
A

LL
E

N
T

O
W

N
 C

E
N

T
E

R
1

2
3

1
2

3
1

2
3

1
2

3
1 

2
3

1
2 

3
A

LT
O

O
N

A
 C

A
M

P
U

S
1

2
3

1
2

3
1

2
3

1
2

3
1 

2
3

1
2 

3
B

E
A

V
E

R
 C

A
M

P
U

S
1

2
3

1
2

3
1

2
3

1
2

3
1 

2
3

1
2 

3
B

E
H

R
E

N
D

 C
A

M
P

U
S

1
2

3
1

2
3

1
2

3
1

2
3

1 
2

3
1

2 
3

B
E

R
K

S
 C

E
N

T
E

R
1

2
3

1
2

3
1

2
3

1
2

3
1 

2
3

1
2 

3
D

E
LA

W
A

R
E

 C
O

U
N

T
Y

 C
A

M
P

U
S

1
2

3
1

2
3

1
2

3
1

2
3

1 
2

3
1

2 
3

D
U

B
O

IS
 C

A
M

P
U

S
1

2
3

1
2

3
1

2
3

1
2

3
1 

2
3

1
2 

3
F

A
Y

E
T

T
E

 C
A

M
P

U
S

1
2

3
1

2
3

1
2

3
1

2
3

1 
2

3
1

2 
3

H
A

Z
LE

T
O

N
 C

A
M

P
U

S
1

2
3

1
2

3
1

2
3

1
2

3
1 

2
3

1
2 

3
M

C
K

E
E

S
P

O
R

T
 C

A
M

P
U

S
1

2
3

1
2

3
1

2
3

1
2

3
1 

2
3

1
2 

3
M

O
N

T
 A

LT
O

 C
A

M
P

U
S

1
2

3
1

2
3

1
2

3
1

2
3

1 
2

3
1

2 
3

N
E

W
 K

E
N

S
IN

G
T

O
N

 C
A

M
P

U
S

1
2

3
1

2
3

1
2

3
1

2
3

1 
2

3
1

2 
3

O
G

O
N

T
Z

 C
A

M
P

U
S

1
2

3
1

2
3

1
2

3
1

2
3

1 
2

3
1

2 
3

-o -o



IN
S

T
IT

U
T

IO
N

P
E

N
N

S
Y

LV
A

N
IA

-C
O

N
T

IN
U

E
D

R
E

T
IR

E
-

M
E

LT 1

LI
F

E
IN

S
U

R
A

N
C

E
2

B
A

S
IC

H
O

S
P

IT
A

L-
S

U
R

G
IC

A
L-

M
E

D
IC

A
L

3

M
A

JO
R

M
E

D
IC

A
L

4

S
H

O
R

T
-

LO
N

G
-

T
E

R
M

T
E

R
M

D
IS

A
B

IL
IT

Y
 D

IS
A

B
IL

IT
Y

5
6

S
C

H
U

Y
LK

IL
L 

C
A

M
P

U
S

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

S
H

E
N

A
N

G
O

 V
A

LL
E

Y
 C

A
M

P
U

S
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
W

IL
K

E
S

 B
A

R
R

E
 C

A
M

P
U

S
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
W

O
R

T
H

IN
G

T
O

N
 S

C
R

A
N

T
O

N
 C

A
M

P
U

S
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
Y

O
R

K
 C

A
M

P
U

S
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
R

O
B

E
R

T
 M

O
R

R
IS

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

S
A

C
R

E
D

 H
E

A
R

T
 J

U
N

IO
R

 C
O

LL
E

G
E

S
P

R
IN

G
 G

A
R

D
E

N
 C

O
LL

E
G

E
V

A
LL

E
Y

 F
O

R
G

E
 M

IL
IT

A
R

Y
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

W
IL

LI
A

M
S

P
O

R
T

 A
R

E
A

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

Y
O

R
K

 C
O

LL
E

G
E

 O
F

 P
E

N
N

S
Y

LA
N

IA
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3

R
H

O
D

E
 IS

LA
N

D
JO

H
N

S
O

N
 &

 W
A

LE
S

 J
R

 C
O

LL
 O

F
 B

U
S

IN
E

S
S

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

R
H

O
D

E
 IS

LA
N

D
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

R
O

G
E

R
 W

IL
LI

A
M

S
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3

S
O

U
T

H
 C

A
R

O
LI

N
A

A
N

D
E

R
S

O
N

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
N

O
R

T
H

 G
R

E
E

N
V

IL
LE

 J
U

N
IO

R
 C

O
LL

E
G

E
(N

R
)

P
A

LM
E

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
P

A
LM

E
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
S

P
A

R
T

A
N

B
U

R
G

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3

T
E

C
H

N
IC

A
L 

E
D

U
C

A
T

IO
N

 C
E

N
T

E
R

S
G

R
E

E
N

V
IL

LE
 T

E
C

H
 E

D
U

C
 C

E
N

T
E

R
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

O
R

A
N

G
E

B
U

R
G

-C
A

LH
O

U
N

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

P
IE

D
M

O
N

T
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
R

IC
H

LA
N

D
(N

R
)

S
P

A
R

T
.A

N
S

U
R

G
 C

O
U

N
T

Y
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
S

U
M

T
E

R
 A

R
E

A
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1\
..) O



T
R

I-
C

O
U

N
T

Y
1

23
1

23
1

23
1

23
Y

O
R

K
 C

O
U

N
T

Y
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
LI

N
 IV

 O
F

 S
O

U
T

H
 C

A
R

O
LI

N
A

 R
E

G
IO

N
A

L 
C

A
M

P
U

S
E

S
A

IK
E

N
 R

E
G

IO
N

A
L 

C
A

M
P

U
S

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

B
E

A
U

F
O

R
T

 R
E

G
IO

N
A

L 
C

A
M

P
U

S
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
C

O
A

S
T

A
L 

C
A

R
O

LI
N

A
 R

E
G

IO
N

A
L 

C
A

M
P

U
S

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

F
LO

R
E

N
C

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
LA

N
C

A
S

T
E

R
 R

E
G

IO
N

A
L 

C
A

M
P

U
S

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

M
ID

LA
N

D
S

 R
E

G
IO

N
A

L 
C

A
M

P
U

S
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
S

A
LK

E
H

A
T

C
H

IE
 R

E
G

IO
N

A
L 

C
A

M
P

U
S

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

S
P

A
R

T
A

N
 B

U
 R

G
 R

E
G

IO
N

A
L 

C
A

M
P

U
S

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

U
N

IO
N

 R
E

G
IO

N
A

L 
C

A
M

P
U

S
1

23
1

23
1

23
1

23
1

23
1

23
S

O
U

T
H

 D
A

K
O

T
A

F
R

E
E

M
A

N
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

P
R

E
S

E
N

T
A

T
IO

N
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3

T
E

N
N

E
S

S
E

E
A

Q
U

IN
A

S
 J

U
N

IO
R

 C
O

LL
E

G
E

C
H

A
T

T
A

N
O

O
G

A
 S

T
A

T
E

 T
E

C
H

 IN
S

T
IT

U
T

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
C

LE
V

E
LA

N
D

 S
T

A
T

E
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
C

O
LU

M
B

IA
 S

T
A

T
E

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

C
U

M
B

E
R

LA
N

D
 C

O
LL

E
G

E
 O

F
 T

E
N

N
E

S
S

E
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

D
Y

E
R

S
B

U
R

G
 S

T
A

T
E

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

F
R

E
E

D
-H

A
R

D
E

M
A

N
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2 

3
H

IA
W

A
S

S
E

E
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

JA
C

K
S

O
N

 S
T

A
T

E
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
M

A
R

T
IN

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
M

O
R

R
IS

T
O

W
N

 C
O

LL
E

G
E

(N
R

)
M

O
T

LO
W

 S
T

A
T

E
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

S
T

A
T

E
 T

E
C

H
N

IC
A

L 
IN

S
T

IT
U

T
E

 A
T

 M
E

M
P

H
IS

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

T
O

M
 L

I N
S

O
N

 C
O

LL
E

G
E

(N
 R

)

T
E

X
A

S

A
LL

E
N

 A
C

A
D

E
M

Y
1

2
3

1
2

3
1

2
3

1
2

3
A

LV
IN

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
A

M
A

R
IL

LO
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3



IN
S

T
IT

U
T

IO
N

T
E

X
A

S
-C

O
N

T
IN

U
E

D

R
E

T
IR

E
-

M
E

N
T

1

LI
F

E
IN

S
U

R
A

N
C

E
2

B
A

S
IC

H
O

S
P

IT
A

L-
S

U
R

G
IC

A
L-

M
E

D
IC

A
L

3

M
A

JO
R

M
E

D
IC

A
L

4

S
H

O
R

T
-

LO
N

G
-

T
E

R
M

T
E

R
M

D
IS

A
B

IL
IT

Y
 D

IS
A

B
IL

IT
Y

5
6

A
N

G
E

LI
N

A
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
B

E
E

 C
O

U
N

T
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
B

LI
N

N
 C

O
LL

E
G

E
(N

R
)

B
R

A
Z

O
S

P
O

R
T

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
C

E
N

T
R

A
L 

T
E

X
A

S
 U

N
IO

N
 J

U
N

IO
R

 C
O

LL
E

G
E

(N
R

)
C

IS
C

O
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

C
LA

R
E

N
D

O
N

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

C
O

LL
E

G
E

 O
F

 T
H

E
 M

A
IN

LA
N

D
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
C

O
N

C
O

R
D

IA
 L

U
T

H
E

R
A

N
 C

O
LL

E
G

E
1

2
3

1
2

0
1

2
3

1
2

3
1

2
3

1
2

3
C

O
O

K
E

 C
O

U
N

T
Y

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

D
A

LL
A

S
 C

O
U

N
T

Y
 J

U
N

-O
R

 C
O

LL
E

G
E

 D
IS

T
R

IC
T

E
L 

C
E

N
T

R
O

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

D
E

L 
M

A
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
F

R
A

N
K

 P
H

IL
LI

P
S

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

G
A

LV
E

S
T

O
N

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

G
R

A
Y

S
O

N
 C

O
U

N
T

Y
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
H

E
N

D
E

R
S

O
N

 C
O

U
N

T
Y

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

H
IL

L 
JU

N
IO

R
 C

O
LL

E
G

E
(N

R
)

H
O

W
A

R
D

 C
O

U
N

T
Y

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

0
1

2
3

1
2

3
1

2
0

1
2

3
JA

C
K

S
O

N
V

IL
LE

 C
O

LL
E

G
E

(N
R

)
K

IL
G

O
R

E
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
LA

R
E

D
O

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

0
0

3
1

2
3

1
2

3
1

2
3

1
2

3
LE

E
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
LO

N
 M

O
R

R
IS

 C
O

LL
E

G
E

(N
R

)
LU

B
B

O
C

K
 C

H
R

IS
T

IA
N

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

M
C

LE
N

N
A

N
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
N

A
V

A
R

R
O

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

O
D

E
S

S
A

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

P
A

N
O

LA
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3



P
A

R
IS

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
R

A
N

G
E

R
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

S
T

. P
H

IL
IP

'S
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
S

A
N

 A
N

T
O

N
IO

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

S
A

N
 J

A
C

IN
T

O
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
S

C
H

R
E

IN
E

R
 IN

S
T

IT
U

T
E

1
2

0
1

2
3

1
2

3
1

2
3

S
O

U
T

H
 P

LA
IN

S
 C

O
LL

E
G

E
1

23
1

23
1

23
1

23
1

23
1

23
S

O
U

T
H

 T
E

X
A

S
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

S
O

U
T

H
W

E
S

T
 T

E
X

A
S

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

S
O

U
T

H
W

E
S

T
E

R
N

 J
R

 C
O

LL
 A

S
S

E
M

B
LI

E
S

 O
F

 G
O

D
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

S
O

U
T

H
W

E
S

T
E

R
N

 C
H

R
IS

T
IA

N
 C

O
LL

E
G

E
(N

R
)

T
A

R
R

A
N

T
 C

O
U

N
T

Y
 J

U
N

IO
R

 C
O

LL
E

G
E

 D
IS

T
N

O
R

T
H

E
A

S
T

 C
A

M
P

U
S

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

S
O

U
T

H
 C

A
M

P
U

S
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
T

E
M

P
LE

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2 

3
T

E
X

A
R

K
A

N
A

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

T
E

X
A

S
 S

O
U

T
H

M
O

S
T

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
IV

:.
T

Y
LE

R
 J

U
N

IO
R

 C
O

LL
E

G
E

(N
R

)
0(

V
IC

T
O

R
IA

 C
O

U
N

T
Y

 J
U

N
IO

R
 C

O
LL

E
G

E
 D

IS
T

R
IC

T
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
C

 1
W

E
A

T
H

E
R

F
O

R
D

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

W
H

A
R

T
O

N
 C

O
U

N
T

Y
 J

U
N

IO
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3

U
T

A
H

C
O

LL
E

G
E

 O
F

 E
A

S
T

E
R

N
 U

T
A

H
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
D

IX
IE

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
S

N
O

W
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

U
T

A
H

 T
E

C
H

N
IC

A
L 

C
O

LL
E

G
E

 A
T

 P
R

O
V

O
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
U

T
A

H
 T

E
C

H
N

IC
A

L 
C

O
LL

E
G

E
 A

T
 S

A
LT

 L
A

K
E

(N
R

)

V
E

R
M

O
N

T

C
H

A
M

P
LA

IN
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

G
R

E
E

N
 M

O
U

N
T

A
IN

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

0
S

T
. J

O
S

E
P

H
 C

O
LL

E
G

E
(N

 R
)

V
E

R
M

O
N

T
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
V

E
R

M
O

N
T

 T
E

C
H

N
IC

A
L 

C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3



IN
S

T
IT

U
T

IO
N

R
E

T
IR

E
-

M
E

T
LI

F
E

IN
S

U
R

A
N

C
E

B
A

S
IC

H
O

S
P

IT
A

L-
S

U
R

G
IC

A
L-

M
E

D
IC

A
L

M
A

JO
R

M
E

D
IC

A
L

S
H

O
R

T
-

LO
N

G
-

T
E

R
M

T
E

R
M

D
IS

A
B

IL
IT

Y
 D

IS
A

B
IL

IT
Y

1
2

3
4

F
6

V
IR

G
IN

IA
B

LU
E

 R
ID

G
E

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
23

1
2

3
B

LU
E

F
IE

LD
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

C
E

N
T

R
A

L 
V

IR
G

IN
IA

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

D
A

B
N

E
Y

 S
. L

A
N

C
A

S
T

E
R

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

D
A

N
V

IL
LE

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

z 
3

1
2

3
1

2
3

F
E

R
R

U
M

 J
U

N
IO

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
JO

H
N

 T
Y

LE
R

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

LU
T

H
E

R
 R

IC
E

 C
O

LL
E

G
E

1
2

3
N

.)
M

A
R

Y
M

O
U

N
T

 C
O

LL
E

G
E

 O
F

 V
IR

G
IN

IA
1

2
3

1
2

3
1

2
3

1
2

3

IA
_

N
E

W
 R

IV
E

R
 V

O
C

A
T

IO
N

A
L 

T
E

C
H

N
IC

A
L 

S
C

H
O

O
L

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

C
:-

.'
N

O
R

T
H

E
R

N
 V

IR
G

IN
IA

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

O
LD

 D
O

M
IN

IO
N

 C
O

LL
E

G
E

, D
IV

 O
F

 T
E

C
H

N
O

LO
G

Y
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3

(N
 R

)
R

IC
H

A
R

D
 B

LA
N

D
 C

O
LL

 O
F

 C
O

LL
 O

F
 W

M
 &

 M
A

R
Y

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

S
H

E
N

A
N

D
O

A
H

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

S
O

U
T

H
E

R
N

 S
E

M
IN

A
R

Y
 J

U
N

IO
R

 C
O

LL
E

G
E

(N
R

)
S

O
U

T
H

W
E

S
T

 V
IR

G
IN

IA
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
S

U
LL

IN
S

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
T

H
O

M
A

S
 N

E
LS

O
N

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

T
ID

E
W

A
T

E
R

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1"

3

U
N

IV
E

R
S

IT
Y

 O
F

 V
IR

G
IN

IA
 B

R
A

N
C

H
 C

A
M

P
U

S
E

S
E

A
S

T
E

R
N

 S
H

O
R

E
 B

R
A

N
C

H
(N

R
)

P
A

T
R

IC
K

 H
E

N
R

Y
 C

O
LL

E
G

E
(N

R
)

V
IR

G
IN

IA
 H

IG
H

LA
N

D
S

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

V
IR

G
IN

IA
 IN

T
E

R
M

O
N

T
 C

O
LL

E
G

E
(N

R
)

V
IR

G
IN

IA
 W

E
S

T
E

R
N

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

W
Y

T
H

E
V

IL
LE

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

W
A

S
H

IN
G

T
O

N
B

E
LL

E
V

U
E

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3



B
IG

 B
E

N
D

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

C
E

N
T

R
A

LI
A

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

C
LA

R
K

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
C

O
LU

M
E

IA
 B

A
S

IN
 C

O
LL

E
G

E
(N

R
)

C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

 D
IS

T
R

IC
T

 V
E

D
M

O
N

D
S

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1.

2
3

1
2

3
1

2
3

1
2 

3
E

V
E

R
E

T
T

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
F

O
R

T
 S

T
E

IL
A

C
O

O
M

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

G
R

A
Y

S
 H

A
R

B
O

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
G

R
E

E
N

 R
IV

E
R

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

H
IG

H
LI

N
E

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

LO
W

E
R

 C
O

LU
M

B
IA

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

O
LY

M
P

IC
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2 

3
P

E
N

IN
S

U
LA

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

S
E

A
T

T
LE

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

S
H

O
R

E
LI

N
E

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

r.
...

/
S

K
A

G
IT

 V
A

LL
E

Y
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

C
X

S
P

O
K

A
N

E
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
i

T
A

C
O

M
A

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

W
A

LL
A

 W
A

LL
A

 C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

W
E

N
A

T
C

H
E

E
 V

A
LL

E
Y

 C
O

LL
E

G
E

1
2

3
/

2
3

1
2

3
1

2
3

1
2 

3
Y

A
K

IM
A

 V
A

LL
E

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

W
E

S
T

 V
IR

G
IN

IA
B

E
C

K
LE

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2 

3
G

R
E

E
N

7R
IE

R
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

H
A

N
C

O
C

K
 C

O
U

N
T

Y
 B

R
A

N
C

H
 W

 L
IB

E
R

T
Y

 S
T

 C
O

LL
1

2
3

1
2

3
1

2
0

1
2

3
1

2 
3

O
H

IO
 V

A
LL

E
Y

 C
O

LL
E

G
E

1
0

0
1

2
3

W
E

S
T

 V
IR

G
IN

IA
 U

N
IV

E
R

S
IT

Y
P

A
R

K
E

R
S

B
U

R
G

 C
E

N
T

E
R

1
2

3
1

2
3

1
2

3
0

2
0

1
2

3
1

2 
3

P
O

T
O

M
A

C
 S

T
A

T
E

 C
O

LL
E

G
E

 O
F

 W
V

 U
N

IV
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

W
IS

C
O

N
S

IN
B

A
R

R
O

N
 C

O
U

N
T

Y
 C

A
M

P
U

S
S

T
O

U
T

 S
T

A
T

E
 U

N
IV

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

C
O

N
C

O
R

D
IA

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2 
3

H
O

LY
 C

R
O

S
S

 J
U

N
IO

R
 C

O
LL

E
G

E
(N

R
)

A m -1
3 A N
)

'.1 cn



IN
S

T
IT

U
T

IO
N

W
IS

C
O

N
S

IN
-C

O
N

T
IN

U
E

D

R
E

T
IR

E
-

M
E

N
T

1

LI
F

E
IN

S
U

R
A

N
C

E
2

B
A

S
IC

H
O

S
P

IT
A

L-
S

U
R

G
IC

A
L-

M
E

D
IC

A
L

3

M
A

JO
R

M
E

D
IC

A
L

4

S
H

O
R

T
-

LO
N

G
 -

T
E

R
M

T
E

R
M

D
IS

A
B

IL
IT

Y
 D

IS
A

B
IL

IT
Y

5
6

K
E

N
O

S
H

A
 T

E
C

H
N

IC
A

L 
IN

S
T

IT
U

T
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

LA
K

E
S

H
O

R
E

 V
O

C
A

T
IO

N
A

L 
T

E
C

H
N

IC
A

L 
S

C
H

O
O

L
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
M

A
D

IS
O

N
 A

R
E

A
 T

E
C

H
N

IC
A

L 
C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
M

IL
W

A
U

K
E

E
 S

C
H

O
O

L 
O

F
 E

N
G

IN
E

E
R

IN
G

1
2

0
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

M
IL

W
A

U
K

E
E

 T
E

C
H

N
IC

A
L 

C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

N
IC

O
LE

T
 C

O
LL

E
G

E
 &

 T
E

C
H

N
IC

A
L 

IN
S

T
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

N
O

R
T

H
 C

E
N

T
R

A
L 

T
E

C
H

N
IC

A
L 

IN
S

T
IT

U
T

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

R
IC

H
LA

N
D

 C
A

M
P

U
S

 W
IS

C
 S

T
A

T
E

 U
N

 IV
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3

T
H

E
 U

N
IV

E
R

S
IT

Y
 O

F
 W

IS
C

O
N

S
IN

 C
E

N
T

E
R

 S
Y

S
B

A
R

A
B

O
O

-S
A

U
K

 C
O

U
N

T
Y

 C
A

M
P

U
S

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

M
A

R
A

T
H

O
N

 C
O

U
N

T
Y

 C
A

M
P

U
S

1
2

3
1

2
3

1
2

3
3

2
3

1
2

3
1

2
3

M
A

R
S

H
F

IE
LD

 W
O

O
D

 C
O

U
N

T
Y

 C
A

M
P

U
S

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

R
O

C
K

 C
O

U
N

T
Y

 C
A

M
P

U
S

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

S
H

E
B

O
Y

G
A

N
 C

O
U

N
T

Y
 C

A
M

P
U

S
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
W

A
S

H
IN

G
T

O
N

 C
O

U
N

T
Y

 C
A

M
P

U
S

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

W
A

U
K

E
S

H
A

 C
O

U
N

T
Y

 C
A

M
P

U
S

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

U
N

 IV
 O

F
 W

IS
C

 A
T

 G
R

E
E

N
 B

A
Y

F
O

X
 V

A
LL

E
Y

 C
A

M
P

U
S

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

M
A

N
IT

O
W

O
C

 C
O

U
N

T
Y

 C
A

M
P

U
S

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

M
A

R
IN

E
T

T
E

 C
O

U
N

T
Y

 C
A

M
P

U
S

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

W
A

U
K

E
S

H
A

 C
O

U
N

T
Y

 T
E

C
H

N
IC

A
L 

IN
S

T
IT

U
T

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
W

E
S

T
E

R
N

 W
IS

C
O

N
S

IN
 T

E
C

H
N

 IC
A

L 
IN

S
T

IT
U

T
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

W
Y

O
M

IN
G

C
A

S
P

E
R

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

C
E

N
T

R
A

L 
W

Y
O

M
IN

G
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
E

A
S

T
E

R
N

 W
Y

O
M

IN
G

 C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3

LA
R

A
M

IE
 C

O
U

N
T

Y
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
0

0
3

1
2

3

N
O

R
T

H
W

E
S

T
 C

O
M

M
U

N
IT

Y
 C

O
LL

E
G

E
1

2
3

1
2

3
1

2
3

1
2

3
1

2
3



X

S
H

E
R

ID
A

N
 C

O
LL

E
G

E
W

E
S

T
E

R
N

 W
Y

O
M

IN
G

C
O

M
M

U
N

IT
Y

 C
O

LL
E

G
E

P
U

E
R

T
O

 R
IC

O
C

A
T

H
O

LI
C

 U
N

IV
E

R
S

IT
Y

O
F

 P
U

E
R

T
O

 R
IC

O

A
G

U
A

D
IL

LA
 C

E
N

T
E

R
(N

R
)

A
R

E
C

IB
O

 C
E

N
T

E
R

(N
R

)

B
A

Y
A

M
O

N
(N

R
)

M
A

Y
A

G
U

E
Z

 C
E

N
T

E
R

(N
R

)

IN
T

E
R

A
M

E
R

IC
A

N
 U

N
IV

E
R

S
IT

Y
O

F
 P

U
E

R
T

O
 R

IC
O

A
G

U
A

D
IL

LA
(N

R
)

A
R

E
C

IB
O

(N
R

)

B
A

R
R

A
N

 Q
U

 IT
A

S
(N

R
)

B
A

Y
A

M
O

N
(N

R
)

P
O

N
C

E
(N

R
)

1 
2 

3
1 

2 
3

1 
2 

3
1 

2 
3

1 
2 

3
1 

2 
3

1 
2 

3
1 

2 
3

1 
2 

3
1 

2 
3

P
U

E
R

T
O

 R
IC

O
 J

U
N

IO
R

C
O

LL
E

G
E

1
2

3
1

2
3

1
2

3
1

2
3

U
N

IV
 O

F
 P

U
E

R
T

O
R

IC
O

 R
E

G
IO

N
A

L
C

O
LL

E
G

E
S

A
R

E
C

IB
O

1
2

3
1

2
3

C
A

Y
E

Y
 R

E
G

IO
N

A
L

C
O

LL
E

G
E

1
2

3
1

2
3

1
2 

3

H
U

M
A

C
A

O
 R

E
G

IO
N

A
L

C
O

LL
E

G
E

1
2

3



APPENDIX B
TABLES

The tables in this appendix present information 1--ased on the survey
questionnaire. The data are tabulated by institutional control, public or
private, and responses are given according to numbers of institutions
reporting and the numbers of full-time employees in the responding
institutions.

The percentages in the tables are rounded to the nearest tenth; an
asterisk indicates a percentage of less than one-tenth of one per cent.

The survey questionnaire is reprinted in Appendix H.

TABLE 1-1: SUMMARY OF STUDY RESPONSE
TOTAL INSTITUTIONS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 1007 123717 774 107883 233 15834
100% 100% 100% 100% 100% 100%

RESPONDED 893 115372 712 102002 181 13370
89% 93% 92% 95% 78% 84%

DID NOT RESPOND 114 8345 6E 'i881 52 2464
11% 7% 8% 5% 22% 16%

279
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TABLE 1-2A: SOCIAL SECURITY COVERAGE
FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

IN STS EES IN STS EES IN STS EES

TOTAL 893 59383 712 53948 181 5435
100.0 100.0 100.0 100.0 100.0 100.2

NO RESPONSE 9 538 4 519 5 19
1.0 .9 .6 1.0 2.8 .3

ALL COVERED 605 33344 448 28273 157 5071
67.8 56.1 62.9 52.3 86.7 93.3

SOME COVERED 78 7300 62 6987 16 313
8.7 12.3 8.7 13.0 8.8 5.8

NONE COVERED 201 18201 198 18169 3 32
22.5 30.7 27.8 33.7 1.7 .6

TABLE 1-2B: SOCIAL SECURITY COVERAGE
ADM IN ISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 893 13103 712 11061 181 2042
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 8 68 3 60 5 8
.9 .5 .4 .5 2.8 .4

ALL COVERED 612 8758 455 6863 157 1895
68.6 66.9 63.9 62.1 86.7 92.8

SOME COVERED 78 1454 61 1325 17 129
8.7 11.1 8.6 12.0 9.4 6.3

NONE COVERED 195 2823 193 2813 2 10
21.8 21.5 27.1 25.4 1.1 .5

TABLE 1-2C: SOCIAL SECURITY COVERAGE
CLERICALSERVICE EMPLOYEES

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 893 42886 712 36993 181 5893
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 5 92 2 71 3 21
.6 .2 .3 .2 1.7 .4

ALL COVERED 693 29229 324 23471 169 5758
77.6 68.2 73.6 63.4 93.3 97.7

SOME COVERED 70 8550 64 8455 6 95
7.8 19.9 9.0 22.9 3.3 1.6

NONE COVERED 125 5015 122 4996 3 19
14.0 11.7 17.1 13.5 1.7 .3
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TABLE 1-3A: RETIREMENT PLAN COVERAGE
FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES IN STS EES IN STS EES

TOTAL 893 59383 712 53948 181 5435
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

RETIREMENT PLAN(S) IN 842 58427 707 53585 135 4842
EFFECT 94.3 98.4 99.3 99.3 74.6 89.1

NO RETIREMENT PLAN 51 956 5 363 46 593
5.7 1.6 .7 .7 25.4 10.9

TABLE 1-3B: RETIREMENT PLAN COVERAGE
ADM IN ISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES IN STS EES IN STS EES

TOTAL 893 13103 712 11061 181 2042
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

RETIREMENT PLAN(S) IN 840 12790 707 10996 133 1794
EFFECT 94.1 97.6 99.3 99.4 73.5 87.9

NO RETIREMENT PLAN 53 313 5 65 48 248
5.9 2.4 .7 .6 26.5 12.1

TABLE 1-3C: RETIREMENT PLAN COVERAGE
CLERICAL-SERVICE EMPLOYEES

ALL
INSTITUTIONS PUBLIC PRIVATE

IN STS EES INSTS EES INSTS EES

TOTAL 893 42886 712 36993 181 5893
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

RETIREMENT PLAN(S) IN 787 40583 689 36441 98 4142
EFFECT 88.1 94.6 96.8 98.5 54.1 70.3

NO RETIREMENT PLAN 106 2303 23 552 83 1751
11.9 5.4 3.2 1.5 45.9 29.7
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TABLE 1-4A: TYPES OF RETIREMENT PLANS IN EFFECT
FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 842 58427 707 53585 135 4842
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

SINGLE STATE RETIREMENT 206 11484 206 11484
SYSTEM FOR TEACHERS AND 24.5 19.7 29.1 21.4
OTHER STATE EMPLOYEES

STATE TEACHER RETIREMENT 419 36528 418 36517 1 11
SYSTEM 49.8 62.5 59.1 68.1 .7 .2

STATE PUBLIC EMPLOYEE 139 10652 139 10652
RETIREMENT SYSTEM 16.5 18.2 19.7 19.9

CITY, COUNTY OR DISTRICT 20 4387 20 4387
RETIREMENT SYSTEM 2.4 7.5 2.8 8.2

TIAA-CREF 216 16237 139 13222 77 3015
25.7 27.8 19.7 24.7 57.0 62.3

SELF-ADMINISTERED OR 21 865 8 471 13 394
TRUSTEED PLAN 2.5 1.5 1.1 .9 9.6 8.1

CHURCH PENSION PLAN 29 762 29 762
3.4 1.3 - - 21.5 15.7

INSURANCE CO 52 3146 23 2123 29 1023
6.2 5.4 3.3 4.0 21.5 21.1

OTHER 2 117 - - 2 117
.2 .2 - - 1.5 2.4
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TABLE 1-4B: TYPES OF RETIREMENT PLANS IN EFFECT
ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 840 12790 707 10996 133 1794
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

SINGLE STATE RETIREMENT 206 2555 206 2555
SYSTEM FOR TEACHERS AND 24.5 20.0 29.1 23.2
OTHER STATE EMPLOYEES

STATE TEACHER RETIREMENT 389 6640 388 6638 1 2
SYSTEM 46.3 51.9 54.9 60.4 .8 .1

STATE PUBLIC EMPLOYEE 182 3447 182 3447
RETIREMENT SYSTEM 21.7 27.0 25.7 31.3

CITY, COUNTY OR DISTRICT 18 513 18 513
RETIREMENT SYSTEM 2.1 4.0 2.5 4.7

TIAA-CREF 204 4248 129 3066 75 1182
24.3 33.2 18.2 27.9 56.4 65.9

SELF-ADMINISTERED OR 37 363 23 189 14 174
TRUSTEED PLAN 4.4 2.8 3.3 1.7 10.5 9.7

CHURCH PENSION PLAN 31 286 31 286
3.7 2.2 23.3 15.9

INSURANCE CO 50 713 21 337 29 376
6.0 5.6 3.0 3.1 21.8 21.0

OTHER 2 47 - 2 47
.2 .4 1.5 2.6

234
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TABLE 1-4C: TYPES OF RETIREMENT PLANS IN EFFECT
CLERICAL-SERVICE

INSTITUTIONS
ALL

PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 787 40583 689 36441 98 4142
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

SINGLE STATE RETIREMENT 207 6194 207 6194
SYSTEM FOR TEACHERS AND 26.3 15.3 30.0 17.0
OTHER STATE EMPLOYEES

STATE TEACHER RETIREMENT 153 7150 152 7146 1 4
SYSTEM 19.4 17.6 22.1 19.6 1.0 .1

STATE PUBLIC EMPLOYEE 336 22867 336 22867
RETIREMENT SYSTEM 42.7 56.3 48.8 62.8

CITY, COUNTY OR DISTRICT 11 1571 11 1571
RETIREMENT SYSTEM 1.4 3.9 1.6 4.3

TIAA-CREF 80 3526 40 1441 40 2085
10.2 8.7 5.8 4.0 40.8 50.3

SELF-ADMINISTERED OR 41 1631 24 796 17 835
TRUSTEED PLAN 5.2 4.0 3.5 2.2 17.3 20.2

CHURCH PENSION PLAN 24 515 - - 24 515
3.0 1.3 - - 24.5 12.4

INSURANCE CO 32 1363 8 370 24 993
4.1 3.4 1.2 1.0 24.5 24.0

OTHER 2 115 1 100 1 15
.3 .3 .1 .3 1.0 .4

TABLE 1-4.1A: JUNIOR COLLEGES REPORTING TIAA-CREF
RETIREMENT PLAN ONLY

FACULTY

TOTAL

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

89 3657 24 1004 65 2653
41.2 22.5 17.3 7.6 84.4 88.0

4
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TABLE 1-4.1B: JUNIOR COLLEGES REPORTING TIAA-CREF
RETIREMENT PLAN ONLY

ADMINISTRATORS

TOTAL

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

67 1177 6 206 61 971
32.8 27.7 4.7 6.7 81.3 82.1

TABLE 1-4.1C: JUNIOR COLLEGES REPORTING TIAA-CREF
RETIREMENT PLAN ONLY

CLERICAL-SERVICE

TOTAL

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

36 2020 1 110 35 1910
45.0 57.3 2.5 7.6 87.5 91.6

TABLE 1-5A: EMPLOYER-EMPLOYEE CONTRIBUTION TOWARD
COST OF RETIREMENT PLAN

FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 842 58427 707 53585 135 4842
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 1 69 - - 1 69
.1 .1 - - .7 1.4

EMPLOYER PAYS FULL COST 65 4710 34 3756 31 954
7.7 8.1 4.8 7.0 23.0 19.7

EMPLOYER AND EMPLOYEE 775 53641 673 49829 102 3812
SHARE COST 92.1 91.8 95.2 93.0 75.6 78.8

EMPLOYEE PAYS FULL COST 1 7 - - 1 7
.1 * - - .7 .1

2 L4
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TABLE 1-5B: EMPLOYER-EMPLOYEE CONTRIBUTION TOWARD
COST OF RETIREMENT PLAN

ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 840 12790 707 10996 133 1794
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 1 18 - - 1 18
.1 .1 - - .8 1.0

EMPLOYER PAYS FULL COST 65 1573 34 1203 31 370
7.7 12.3 4.8 10.9 23.3 20.6

EMPLOYER AND EMPLOYEE 772 11189 673 9793 99 1396
SHARE COST 92.0 87.5 95.2 89.1 74.4 77.8

EMPLOYEE PAYS FULL COST 2 10 - - 2 10
.2 .1 - - 1.5 .6

TABLE 1-5C: EMPLOYEREMPLOYEE CONTRIBUTION TOWARD
COST OF RETIREMENT PLAN

CLERICAL-SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 787 40583 689 36441 98 4142
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 2 58 - 2 58
.3 .1 - - 2.0 1.4

EMPLOYER PAYS FULL COST 63 4315 32 3139 31 1176
8.0 10.6 4.6 8.6 31.6 28.4

EMPLOYER AND EMPLOYEE 721 36201 657 33302 64 2899
SHARE COST 91.6 89.3 95.4 91.4 65.4 70.0

EMPLOYEE PAYS FULL COST 1 9 - - 1 9
.1 a - - 1.0 .2
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TABLE 1-6A: EXTRA ANNUITY CONTRIBUTIONS BY SALARY
REDUCTION FOR TAX-DEFERRED ANNUITY

FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 842 58427 707 53585 135 4842
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 16 1425 14 1389 2 36
L9 2.4 2.0 2.6 1.5 .7

PERMITTED BY INSTITUTION 621 44798 541 41910 80 2888
73.8 76.7 76.5 78.2 59.2 59.7

NOT PERMITTED BY 205 12204 152 10286 53 1918
INSTITUTION 24.3 20.9 21.5 19.2 39.3 39.6

TABLE 1-6B: EXTRA ANNUITY CONTRIBUTIONS BY SALARY
REDUCTION FOR TAX-DEFERRED ANNUITY

ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 840 12790 707 10996 133 1794
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 19 276 16 248 3 28
2.3 2.2 2.3 2.3 2.3 1.6

PERMITTED BY INSTITUTION 617 9602 537 8541; 80 1053
73.4 75.0 75.9 77.7 60.1 58.7

NOT PERMITTED BY 204 2912 154 2199 50 713
INSTITUTION 24.3 22.8 21.8 20.0 37.6 39.7

TABLE 1-5C: EXTRA ANNUITY CONTRIBUTIONS BY SALARY
REDUCTION FOR TAX-DEFERRED ANNUITY

CLERICAL-SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 787 40583 689 36441 98 4142
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 20 1168 19 1116 1 52
2.5 2.9 2.8 3.1 1.0 1.3

PERMITTED BY INSTITUTION 521 28581 466 26432 55 2149
66.2 70.4 67.6 72.5 56.1 51.8

NOT PERMITTED BY 246 10834 204 8893 42 1941
INSTITUTION 31.3 26.7 29.6 24.4 42.9 46.9



288 APP. B

TABLE 1-7A: NORMAL RETIREMENT AGE
FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 842 58427 707 53585 135 4842
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

UNDER 60 10 744 10 744
1.2 1.3 1.4 1.4

60 34 4145 34 4145 - -
4.0 7.1 4.8 7.7 - -

61 - - - - - -
62 14 1444 14 1444

1.7 2.5 2.0 2.7

63 3 216 3 216
.4 .4 .4 .4

64

65 582 39233 477 35056 105 4177
69.0 67.0 67.6 65.4 77.8 86.2

66

67 9 495 8 443 1 52
1.1 .8 1.1 .8 .7 1.1

68 35 1277 32 1163 3 114
4.2 2.2 4.5 2.2 2.2 2.4

69

70 53 5054 49 4971 4 83
6.3 8.7 6.9 9.3 3.0 1.7

71

72 1 52 1 52
.1 .1 .1 .1

OVER 72

NO RETIREMENT AGE
STATED 101 5767 79 5351 22 416

12.0 9.9 11.2 10.0 16.3 8.6
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TABLE 1-7B: NORMAL RETIREMENT AGE
ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

IN STS EES IN STS EES INSTS EES

TOTAL 840 12790 707 10996 133 1794
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

UNDER SO 10 257 10 257
1.2 2.0 1.4 2.3

60 34 586 34 586
4.0 4.6 4.8 5.3

61

62 14 353 14 353
1.7 2.8 2.0 3.2

63 3 44 3 44
.4 .3 .4 .4

64

65 585 8467 485 6983 100 1484
69.6 66.3 68.7 63.5 75.1 82.8

66

67 7 108 6 86 1 22
.8 .8 .8 .8 .8 1.2

68 26 230 23 204 3 26
3.1 1.8 3.3 1.9 2.3 1.4

69

70 50 990 47 969 3 21
6.0 7.7 6.6 8.8 2.3 1.2

71

72

OVER 72

NO RETIREMENT AGE
STATED 111 1755 85 1514 26 241

13.2 13.7 12.0 13.8 19.5 13.4

J
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TABLE 1-7C: NORMAL RETIREMENT AGE
CLERICAL-SERVICE

ALL
INSTITU !IONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 787 40583 689 36441 98 4142
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE -
UNDER 60 17 1077 17 1077 - -

2.2 2.7 2.5 3.0 -
60 35 3810 35 3810 - -

4.4 9.4 5.1 10.5 - -
61 - - - -
62 9 693 9 693 - -

1.1 1.7 1.3 1.9 - -
63 3 231 3 231 -

.4 .6 .4 .6 - -
64 - - - - - -- -- - - _
65 516 23198 442 19649 74 3549

65.6 57.1 64.1 53.9 75.6 85.6

66

67 7 509 6 410 1 99
.9 1.3 .9 1.1 1.0 2.4

68 9 262 7 214 2 48
1.1 .6 1.0 .6 2.0 1.2

69 - - - - - -
70 93 7226 92 7210 1 16

11.8 17.8 13.4 19.8 1.0 .4

71 - - - - - -
72

OVER 72

NO RETIREMENT AGE
STATED 98 3577 78 3147 20 430

12.5 8.8 11.3 8.6 20.4 10.4

301
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TABLE 1-8A: DISTRIBUTION OF STATED NORMAL RETIREMENT
AGES UNDER PLANS PROVIDING FOR EXTENSIONS OF SERVICE

BEYOND STATED NORMAL RETIREMENT AGE
FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

IN STS EES IN STS EES IN STS EES

TOTAL 661 44440 549 40048 112 4392
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

UN DER 60 10 744 10 744
1.5 1.7 1.8 1.9

60 34 4145 34 4145
5.1 9.3 6.2 10.4

61 -
62 14 1444 14 1444

2.1 3.2 2.6 3.6

63 3 216 3 216
.5 .5 .5 .5

64 - - -
65 539 34536 434 30359 105 4177

81.5 77.8 79.1 75.8 93.7 95.1

66 - - - - -
67 4 271 3 219 1 52

.6 .6 .5 s... .9 1.2

68 33 1204 31 1124 2 80
5.0 2.7 5.6 2.8 1.8 1.8

69

70 23 1828 19 1745 4 83
3.5 4.1 3.5 4.4 3.6 1.9

OVER 70 1 52 1 52
.2 .1 .2 .1 4_
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TABLE 1-8B: DISTRIBUTION OF STATED NORMAL RETIREMENT
AGES UNDER PLANS PROVIDING FOR EXTENSIONS OF SERVICE

BEYOND STATED NORMAL RETIREMENT AGE
ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 634 9398 529 7866 105 1532
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

UNDER 60 10 257 10 257
1.6 2.7 1.9 3.3

60 34 586 34 586
5.4 6.2 6.4 7.4

61

62 14 353 14 353
2.2 3.8 2.6 4.5

63 3 44 3 44
.5 .5 .6 .6

64

65 524 7487 426 6024 98 1463
82.6 79.6 80.5 76.5 93.2 95.5

66 - - -
67 2 39 1 17 1 22

.3 .4 .2 .2 1.0 1.4

68 25 221 22 195 3 26
3.9 2.4 4.2 2.5 2.9 1.7

69 - - __. .......

70 22 411 19 390 3 21
3.5 4.4 3.6 5.0 2.9 1.4

OVER 70

3 (. .! 3
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TABLE 1-8C: DISTRIBUTION OF STATED NORMAL RETIREMENT
AGES UNDER PLANS PROVIDING FOR EXTENSIONS OF SERVICE

BEYOND STATED NORMAL RETIREMENT AGE
CLERICALSERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 553 29303 478 25724 75 3579
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

UNDER 60 17 1077 17 1077
3.1 3.7 3.6 4.2 - -

60 35 3810 35 3810
6.3 13.0 7.3 14.8

61

62 9 693 9 693
1.6 2.4 1.9 2.7

63 3 231 3 231
.5 .8 .6 .9

64

65 453 20887 381 17433 72 3454
81.9 71.2 79.8 67.8 96.1 96.5

66 - - - -
67 2 237 1 138 1 99

.4 .8 .2 .5 1.3 2.8

68 6 176 5 166 1 10
1.1 .6 1.0 .6 1.3 .3

69

70 28 2192 27 2176 1 16
5.1 7.5 5.6 8.5 1.3 .4

OVER 70
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TABLE 1-9A: DISTRIB., 'ION OF STATED RETIREMENT AGES
UNDER PLANS NOT PERMITTING EXTENSIONS OF SERVICE

BEYOND STATED NORMAL RETIREMENT AGE
FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL

NO RESPONSE

UNDER 60

79
100.0

8186
100.0

79
100.0

8186
100.0

60

61

62

63

64

65 43 4697 43 4697
54.4 57.4 54.4 57.4

66

67 5 224 5 224
6.3 2.7 6.3 2.7

68 1 39 1 39
1.3 .5 1.3 .5

69

70 30 3226 30 3226
38.0 39.4 38.0 39.4

OVER 70
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TABLE 1-9B: DISTRIBUTION OF STATED RETIREMENT AGES
UNDER PLANS NOT PERMITTING EXTENSIONS OF SERVICE

BEYOND STATED NORMAL RETIREMENT AGE
ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL

NO RESPONSE

UNDER 60

95
100.0

1637
100.0

93
100.0

1616
100.0

2
100.0

21
100.0

60

61

62

63

64

65 61 980 59 959 2 21
64.1 59.9 63.4 59.3 100.0 100.0

66

67 5 69 5 69
5.3 4.2 5.4 4.3

68 1 9 1 9
1.1 .5 1.1 .6

69

70 28 579 28 579
29.5 35.4 30.1 35.8

OVER 70

3 c-;
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TABLE 1-9C: DISTRIBUTION OF STATED RETIREMENT AGES
UNDER PLANS NOT PERMITTING EXTENSIONS OF SERVICE

BEYOND STATED NORMAL RETIREMENT AGE
CLERICAL-SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL

NO RESPONSE

UNDER 60

136
100.0

7703
100.0

133
100.0

7570
100.0

3
100.0

133
100.0

60

61

62 - - - -- _ -
63 _ - -
64

65 63 2311 61 2216 2 95
46.3 30.0 45.9 29.3 66.7 71.4

66

67 5 272 5 272 - -
3.7 3.5 3.8 3.6 _

68 3 86 2 48 1 38
2.2 1.1 1.5 .6 33.3 28.6

69

70 65 5034 65 5034
47.8 65.4 48.8 66.5

OVER 70
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TABLE 1-10A: FIXED-AGE AND FLEXIBLE -AGE
RETIREMENT PROVISIONS

FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES IN STS EES

TOTAL 842 58427 707 53585 135 4842
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 1 34 - - 1 34
.1 .1 - - .7 .7

NO STATED RETIREMENT 101 5767 79 5351 22 416
AGE 12.0 9.9 11.2 10.0 16.3 8.6

RETIREMENT AGE FIXED 79 8186 79 8186
AT STATED AGE 9.4 14.0 11.2 15.3

SERVICE MAY BE EXTENDED 661 44440 549 40048 112 4392
BEYOND STATED NORMAL 78.5 76.0 77.6 74.7 83.0 90.7
RETIREMENT AGE

TABLE 1-10B: FIXED -AGE AND FLEXIBLE-AGE
RETIREMENT PROVISIONS

ADM IN ISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

IN STS EES INSTS EES IN STS EES

TOTAL 840 12790 707 10996 133 1794
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

NO STATED RETIREMENT 111 1755 85 1514 26 241
AGE 13.2 13.7 12.0 13.8 19.5 13.4

RETIREMENT AGE FIXED 95 1637 93 1616 2 21
AT STATED AGE 11.3 12.8 13.2 14.7 1.5 1.2

SERVICE MAY BE EXTENDED 634 9398 529 7866 105 1532
BEYOND STATED NORMAL 75.5 73.5 74.8 71.5 79.0 85.4
RETIREMENT AGE
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TABLE 1-10C: FIXEDAGE AND FLEXIBLE-AGE
RETIREMENT PROVISIONS

CLERICAL- SERVICE

ALL
INSTITUTIONS 'UBLIC PRIVATE

INSTS EES li\STS EES INSTS EES

TOTAL 787 40583 689 36441 98 4142
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

NO STATED RETIREMENT 98 3577 78 3147 20 430
AGE 12.5 8.8 11.3 8.6 20.4 10.4

RETIREMENT AGE FIXED 136 7703 133 7570 3 133
AT STATED AGE 17.3 19.0 19.3 20.8 3.1 3.2

SERVICE MAY BE EXTENDED 553 29303 478 25724 75 3579
BEYOND STATED NORMAL 70.2 72.2 69.4 70.6 76.5 86.4
RETIREMENT AGE

TABLE 1-11A: FLEXIBLE-AGE PLANS: AGE BEYOND WHICH
EXTENSIONS OF SERVICE ARE NO LONGER PERMITTED

(NORMAL RETIREMENT AGE OF 65)
FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 539 34536 434 30359 105 4177
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 4 345 4 345 - -
.7 1.0 .9 1.1 -

EXTENSIONS TO 66 2 51 2 51 -
.4 .1 .5 .2 - -

EXTENSIONS TO 67 2 76 1 36 1 40
.4 .2 .2 .1 1.0 1.0

EXTENSIONS TO 68 23 2349 18 2054 5 295
4.3 6.8 4.1 6.8 4.8 7.1

EXTENSIONS TO 69

EXTENSIONS TO 70 284 18675 240 16915 44 1760
52.6 54.1 55.3 55.7 41.9 42.1

EXTENSIONS TO 71

EXTENSIONS TO 72 9 432 9 432 - -
1.7 1.3 2.1 1.4 - -

EXTENSIONS TO 73 2 92 2 92 - -
.4 .3 .5 .3 - -

EXTENSIONS TO 74 1 35 - - 1 35
.2 .1 - 1.0 .8

EXTENSIONS TO 75 1 13 - - 1 13
OR HIGHER .2 * - - 1.0 .3

NO STATED LIMIT 211 12468 158 10434 53 2034
39.1 36.1 36.4 34.4 50.3 48.7

31,Kl



APP. B 299

TABLE 1-11B: FLEXIBLE-AGE PLANS: AGE BEYOND WHICH
EXTENSIONS OF SERVICE ARE NO LONGER PERMITTED

(NORMAL RETIREMENT AGE OF 65)
ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

IN STS EES INSTS EES IN STS EES

TOTAL 524 7487 426 6024 98 1463
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 4 69 4 69 - -
.8 .9 .9 1.1 -

EXTENSIONS TO 66 2 10 2 10 -
.4 .1 .5 .2 -

EXTENSIONS TO 67 2 31 1 11 1 20
.4 .4 .2 .2 1.0 1.4

EXTENSIONS TO 68 12 286 8 170 4 116
2.3 3.8 1.9 2.8 4.1 7.9

EXTENSIONS TO 69

EXTENSIONS TO 70 283 4049 242 3402 41 647
53.9 54.2 56.8 56.5 41.8 44.2

EXTENSIONS TO 71

EXTENSIONS TO 72 7 100 7 100
1.3 1.3 1.6 1.7

EXTENSIONS TO 73 2 38 2 38 - -
.4 .5 .5 .6 - -

EXTENSIONS TO 74 1 5 - - 1 5
.2 .1 - 1.0 .3

EXTENSIONS TO 75
OR HIGHER

NO STATED LIMIT 211 2899 160 2224 51 675
40.3 38.7 37.6 36.9 52.1 46.2

31J
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TABLE 1-11C: FLEXIBLE-AGE PLANS: AGE BEYOND WHICH
EXTENSIONS OF SERVICE ARE NO LONGER PERMITTED

(NORMAL RETIREMENT AGE OF 65)
CLERICAL-SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 453 20887 381 17433 72 3454
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 6 206 6 206 -
1.3 1.0 1.6 1.2 -

EXTENSIONS TO 66 2 75 2 75
.4 .4 .5 .4

EXTENSIONS TO 67 1 32 1 32 - -
.2 .2 .3 .2 - -

EXTENSIONS TO 68 12 802 8 531 4 271
2.6 3.8 2.1 3.0 5.6 7.8

EXTENSIONS TO 69

EXTENSIONS TO 70 250 12995 223 11741 27 1254
55.4 62.1 58.5 67.3 37.5 36.3

EXTENSIONS TO 71 - -
EXTENSIONS TO 72 6 208 6 208 - -

1.3 1.0 1.6 1.2 - -
EXTENSIONS TO 73 2 80 2 80 - -

.4 .4 .5 .5 - -
EXTENSIONS TO 74 1 42 - - 1 42

.2 .2 - - 1.4 1.2
EXTENSIONS TO 75

OR HIGHER

NO STATED LIMIT 173 6447 133 4560 40 1887
38.2 30.9 34.9 26.2 55.5 54.7
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TABLE 1-12A: AGE BEYOND WHICH EXTENSIONS OF SERVICE
ARE NO LONGER PERMITTED

(NORMAL RETIREMENT AGE 66-69)
FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 37 1475 34 1343 3 132
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

EXTENSIONS TO 67

EXTENSIONS TO 68

EXTENSIONS TO 69

EXTENSIONS TO 70 1 48 1 48
2.7 3.3 2.9 3.6

EXTENSIONS TO 71

EXTENSIONS TO 72 9 186 9 186
24.3 12.6 26.5 13.8

EXTENSIONS TO 73

EXTENSIONS TO 74

EXTENSIONS TO 75
OR HIGHER

NO STATED LIMIT 27 1241 24 1109 3 132
73.0 84.1 70.6 82.6 100.0 100.0

3 r-
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TABLE 1-12B: AGE BEYOND WHICH EXTENSIONS OF
SERVICE ARE NO LONGER PERMITTED

(NORMAL RETIREMENT AGE 66-69)
ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 27 260 23 212 4 48
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE - - - - - -
EXTENSIONS TO 67 - - - - - -
EXTENSIONS TO 68

EXTENSIONS TO 69 - - - - - -
EXTENSIONS TO 70 1 12 - - 1 12

3.7 4.6 - - 25.0 25.0
EXTENSIONS TO 71

EXTENSIONS TO 72

EXTENSIONS TO 73 -
EXTENSIONS TO 74

EXTENSIONS TO 75
OR HIGHER - -- - - - -

NO STATED LIMIT 26 248 23 212 3 36
96.3 95.4 100.0 100.0 75.0 75.0

3.1 3
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TABLE 1--12C: AGE BEYOND WHICH EXTENSIONS OF
SERVICE ARE NO LONGER PERMITTED

(NORMAL RETIREMENT AGE 66-69)
CLERICALSERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

!NSTS EES INSTS EES INSTS EES

TOTAL 8 413 6 304 2 109
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

EXTENSIONS TO 67

EXTENSIONS TO 68

EXTENSIONS TO 69

EXTENSIONS TO 70

EXTENSIONS TO 71

EXTENSIONS TO 72

EXTENSIONS TO 73

EXTENSIONS TO 74

EXTENSIONS TO 75
OR HIGHER

NO STATED LIMIT 8 413 6 304 2 109
100.0 100.0 100.0 100.0 100.0 100.0
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TABLE 1-13A: AGE BEYOND WHICH EXTENSIONS OF
SERVICE ARE NO LONGER PERMITTED

(NORMAL RETIREMENT AGE OF 70 OR HIGHER)
FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 24 1880 20 1797 4 83
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE - - - - - -
EXTENSIONS TO 71 1 26 1 26 - -

4.2 1.4 5.0 1.4 - -
EXTENSIONS TO 72 3 245 2 196 1 49

12.5 13.0 10.0 10.9 25.0 59.0

EXTENSIONS TO 73 1 29 1 29
4.2 1.5 5.0 1.6

EXTENSIONS TO 74 - - - - -
EXTENSIONS TO 75 1 38 1 38 - -

OR HIGHER 4.2 2.0 5.0 2,1 - -
NO STATED LIMIT 18 1542 15 1508 3 34

74.9 82.1 75.0 84.0 75.0 41.0

TABLE 1-13B: AGE BEYOND WHICH EXTENSIONS OF
SERVICE ARE NO LONGER PERMITTED

(NORMAL RETIREMENT AGE OF 70 OR HIGHER)
ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 22 411 19 390 3 21
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE ., - -, _ -
EXTENSIONS TO 71 1 12 1 12

4.5 2.9 5.3 3.1

EXTENSIONS TO 72 4 88 4 88
18.2 21.4 21.1 22.6

EXTENSIONS TO 73 1 13 1 13 - -
4.5 3.2 5.3 3.3 - -

EXTENSIONS TO 74

EXTENSIONS TO 75 1 5 1 5 - -
OR HIGHER 4.5 1.2 5.3 1.3 - -

NO STATED LIMIT 15 293 12 272 3 21
68.3 71.3 63.0 69.7 100.0 100.0
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TABLE 1-13C: AGE BEYOND WHICH EXTENSIONS OF
SERVICE ARE NO LONGER PERMITTED

(NORMAL RETIREMENT AGE OF 70 OR HIGHER)
CLERICAL-SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 28 2192 27 2176 1 16
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 1 44 1 44
3.6 2.0 3.7 2.0

EXTENSIONS TO 71 3 177 3 177
10.7 8.1 11.1 8.1

EXTENSIONS TO 72 6 268 6 268
21.4 12.2 22.2 12.3

EXTENSIONS TO 73 1 10 1 10 - -
3.6 .5 3.7 .5 - -

EXTENSIONS TO 74

EXTENSIONS TO 75 1 25 1 25
OR HIGHER 3.6 1.1 3.7 1.1 - -

NO STATED LIMIT 16 1668 15 1652 1 16
57.1 76.1 55.6 76.0 100.0 100.0

TABLE 1-14A: FLEXIBLE-AGE RETIREMENT PLANS: REQUIREMENT
OF SPECIFIC ADMINISTRATIVE ACTION OR OTHER

APPROVAL FOR EXTENSIONS OF SERVICE
FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 661 44440 549 40048 112 4392
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 22 1294 20 1075 2 219
3.3 2.9 3.6 2.7 1.8 5.0

SPECIFIC ACTION REQUIRED 531 33800 430 29837 101 3963
80.4 76.1 78.4 74.5 90.2 90.2

NO SPECIFIC ACTION 108 9346 99 9136 9 210
REQUIRED 16.3 21.0 18.0 22.8 8.0 4.8

3
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TABLE 1-14B: FLEXIBLE-AGE RETIREMENT PLANS: REQUIREMENT
OF SPECIFIC ADMINISTRATIVE ACTION OR OTHER

APPROVAL FOR EXTENSIONS OF SERVICE
ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 634 9398 529 7866 105 1532
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 25 377 23 327 2 50
3.9 4.0 4.3 4.2 1.9 3.3

SPECIFIC ACTION REQUIRED 515 7532 419 6100 96 1432
81.3 80.2 79.3 77.5 91.4 93.4

NO SPECIFIC ACTION 94 1489 87 1439 7 50
REQUIRED 14.8 15.8 16.4 18.3 6.7 3.3

TABLE 1-14C: FLEXIBLEAGE RETIREMENT PLANS: REQUIREMENT
OF SPECIFIC ADMINISTRATIVE ACTION OR OTHER

APPROVAL FOR EXTENSIONS OF SERVICE
CLERICALSERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 553 29303 478 25724 75 3579
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 25 1312 23 1070 2 242
4.5 4.5 4.0 4.2 2.7 6.8

SPECIFIC ACTION REQUIRED 426 21107 363 18103 63 3004
77.1 72.0 76.0 70.3 84.0 83.9

NO SPECIFIC ACTION 102 6884 92 6551 10 333
REQUIRED 18.4 23.5 19.2 25.5 13.3 9.3
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TABLE 1-15A: VESTING OF RETIREMENT PLAN BENEFITS
(BEST AVAILABLE VESTING IF MORE THAN ONE PLAN IN EFFECT)

FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 842 58427 707 53585 135 4842
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 26 942 5 339 21 603
3.1 1.6 .7 .6 15.6 12.5

IMMEDIATE 241 17718 156 14523 85 3195
28.6 30.3 22.1 27.1 62.9 66.0

SERVICE 516 36465 502 35819 14 646
61.3 62.4 71.0 66.8 10.4 13.3

SERVICE PLUS AGE 5 153 - - 5 153
.6 .3 - - 3.7 3.2

SERVICE OR AGE 15 902 15 902 - -
1.8 1.5 2.1 1.7 - -

SERVICE OR EMPLOYEE - - - - -
ACCUMULATION - - - - - -

SERVICE PLUS ALTERNATE 28 1990 28 1990 - -
SERVICE AND AGE 3.3 3.4 4.0 3.7 - -

AGE 8 189 1 27 7 162
1.0 .3 .1 .1 5.2 3.3

ACCUMULATION LEVEL 1 44 - - 1 44
.1 .1 - - .7 .9

OTHER

NO VESTING UNTIL 6 245 4 206 2 39
RETIREMENT .7 .4 .6 .4 1.5 .8

3
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TABLE 1-15B: VESTING OF RETIREMENT PLAN BENEFITS
(BEST AVAILABLE VESTING IF MORE THAN ONE PLAN IN EFFECT)

ADM IN ISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 840 12790 707 10996 133 1794
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 27 278 5 85 22 193
3.2 2.2 .7 .8 16.5 10.8

IMMEDIATE 229 4604 146 3370 83 1234
27.3 36.0 20.7 30.6 62.3 68.9

SERVICE 523 6976 509 6751 14 225
62.3 54.5 72.0 61.4 10.5 12.5

SERVICE PLUS AGE 5 83 - - 5 83
.6 .6 - - 3.8 4.6

SERVICE OR AGE 15 184 15 184 - -
1.8 1.4 2.1 1.7 - -

SERVICE OR EMPLOYEE 1 8 1 8 - -
ACCUMULATION .1 .1 .1 .1 - -

SERVICE PLUS ALTERNATE 29 545 29 545 - -
SERVICE AND AGE 3.5 4.3 4.1 5.0 -

AGE 8 47 1 7 7 40
1.0 .4 .1 .1 5.3 2.2

ACCUMULATION LEVEL 1 11 - - 1 11
.1 .1 - - .8 .6

OTHER - - - -
NO VESTING UNTIL 5 74 4 66 1 8

RETIREMENT .6 .6 .6 .6 .8 .4

31(j
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TABLE 1-15C: VESTING OF RETIREMENT PLAN BENEFITS
(BEST AVAILABLE VESTING IF MORE THAN ONE PLAN IN EFFECT)

CLERICAL- SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 787 40583 689 36441 98 4142
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 25 881 4 125 21 756
3.2 2.2 .6 .3 21.4 18.3

IMMEDIATE 109 4683 61 2448 48 2235
13.9 11.5 8.9 6.7 49.1 53.9

SERVICE 502 23143 487 22471 15 672
63.8 57.1 70.6 61.8 15.3 16.2

SERVICE PLUS AGE 8 372 2 73 6 299
1.0 .9 .3 .2 6.1 7.2

SERVICE OR AGE 15 330 15 330 - -
1.9 .8 2.2 .9 - -

SERVICE OR EMPLOYEE 82 8416 82 8416 - -
ACCUMULATION 10.4 20.7 11.9 23.1 - -

SERVICE PLUS ALTERNATE 31 1783 31 1783 - -
SERVICE AND AGE 3.9 4.4 4.5 4.9 - -

AGE 7 173 1 12 6 161
.9 .4 .1 * 6.1 3.9

ACCUMULATION LEVEL

OTHER

NO VESTING UNTIL 8 802 6 783 2 19
RETIREMENT 1.0 2.0 .9 2.1 2.0 .5

32')
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TABLE 1-16A: DISTRIBUTION OF SERVICE REQUIREMENTS
FOR VESTING BASED ON YEARS OF SERVICE,

BEST AVAILABLE PLAN
FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 516 36465 502 35819 14 646
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 4 127 3 109 1 18
L .3 .6 .3 7.1 2.8

1-4 YEARS 11 474 11 474 - -
2.1 1.3 2.2 1.3 - -

5 YEARS 165 16076 163 16036 2 40
32.0 44.1 32.5 44.7 14.3 6.2

6-9 YEARS

10 YEARS 185 12203 179 11921 6 282
35.9 33.5 35.6 33.3 43.0 43.5

11-14 YEARS 42 1555 41 1461 1 94
8.1 4.3 8.2 4.1 7.1 14.6

15 YEARS 32 1364 31 1248 1 116
6.2 3.7 6.2 3.5 7.1 18.0

16-19 YEARS

20 YEARS 77 4666 74 4570 3 96
14.9 12.8 14.7 12.8 21.4 14.9

21-24 YEARS

25 YEARS

26 AND HIGHER YEARS

3
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TABLE 1-16B: DISTRIBUTION OF SERVICE REQUIREMENTS
FOR VESTING BASED ON YEARS OF SERVICE,

BEST AVAILABLE PLAN
ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES IN STS EES INSTS EES

TOTAL 523 6976 509 6751 14 225
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 4 26 3 20 1 6
.8 .4 .6 .3 7.1 2.7

1-4 YEARS 11 119 11 119 - -
2.1 1.7 2.2 1.8 - -

5 YEARS 165 2415 163 2398 2 17
31.5 34.6 32.0 35.5 14.3 7.6

6-9 YEARS - - - - -
10 YEARS 189 2649 183 2538 6 111

36.2 38.0 35.9 37.6 43.0 49.2
11-14 YEARS 42 524 41 507 1 17

8.0 7.5 8.1 7.5 7.1 7.6
15 YEARS 35 372 34 323 1 49

6.7 5.3 6.7 4.8 7.1 21.8
16-19 YEARS - - - -
20 YEARS 77 871 74 846 3 25

14.7 12.5 14.5 12.5 21.4 11.1

21-24 YEARS - - - - - -
25 YEARS - - - -
26 AND HIGHER YEARS - -

3 );)



312 APP. B

TABLE 1-16C: DISTRIBUTION OF SERVICE REQUIREMENTS
FOR VESTING BASED ON YEARS OF SERVICE,

BEST AVAILABLE PLAN
CLERICAL-SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES IN STS EES INSTS EES

TOTAL 503 23144 488 22472 15 672
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 1 24 1 24
.2 .1 6.7 3.6

1-4 YEARS 7 136 7 136 -
1.4 .6 1.4 .6

5 YEARS 95 3880 92 3828 3 52
18.9 16.8 18.9 17.0 20.0 7.7

6-9 YEARS

10 YEARS 244 13301 239 13063 5 238
48.6 57.4 49.0 58.1 33.2 35.4

11-14 YEARS 42 702 41 677 1 25
8.3 3.0 8.4 3.0 6.7 3.7

15 YEARS 48 2331 47 2236 1 95
9.5 10.1 9.6 10.0 6.7 14.1

16-19 YEARS

20 YEARS 65 2661 61 2423 4 238
12.9 11.5 12.5 10.8 26.7 35.5

21-24 YEARS

25 YEARS 1 109 1 109
.2 .5 .2 .5

TABLE 2-17A: GROUP LIFE INSURANCE PLANS IN
JUNIOR AND COMMUNITY COLLEGES

FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

IN STS EES iNSTS EES INSTS EES

TOTAL 893 59383 712 53948 181 5435
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

GROUP PLAN IN EFFECT 627 46512 523 42494 104 4018
70.2 78.3 73.5 78.8 57.5 73.9

NO GROUP LIFE PLAN 266 12871 189 11454 77 1417
29.8 21.7 26.5 21.2 42.5 26.1
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TABLE 2-17B: GROUP LIFE INSURANCE PLANS IN
JUNIOR AND COMMUNITY COLLEGES

ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 893 13103 712 11061 181 2042
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

GROUP PLAN IN EFFECT 627 10046 523 8567 104 1479
70.2 76.7 73.5 77.5 57.5 72.4

NO GROUP LIFE PLAN 266 3057 189 2494 77 563
29.8 23.3 26.5 22.5 42.5 27.6

TABLE 2-17C: GROUP LIFE INSURANCE PLANS IN
JUNIOR AND COMMUNITY COLLEGES

CLERICAL-SERVICE EMPLOYEES

ALL
INSTITUTIONS PUBLIC PRIVATE

IN STS EES INSTS EES INSTS EES

TOTAL 893 42886 712 36993 181 5893
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

GROUP PLAN IN EFFECT 594 31868 502 27924 92 3944
66.5 74.3 70.5 75.5 50.8 66.9

NO GROUP LIFE PLAN 299 11018 210 9069 89 1949
33.5 25.7 29.5 24.5 49.2 33.1

TABLE 2-18A: PROVISION FOR DEATH OR SURVIVOR BENEFITS
OF A RETIREMENT PLAN IN INSTITUTIONS REPORTING

NO GROUP LIFE INSURANCE PLAN
FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

IN STS EES INSTS EES INSTS EES

TOTAL 266 12871 189 11454 77 1417
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 2 17 - 2 17
.8 .1 - - 2.6 1.2

RETIREMENT PLAN 159 9911 146 9630 13 281
SURVIVOR BENEFIT 59.7 77.1 77.2 84.1 16.9 19.8

NO RETIREMENT PLAN 93 2500 41 1664 52 836
SURVIVOR BENEFIT 35.0 19.4 21.7 14.5 67.5 59.0

NO INFORMATION 12 443 2 160 10 283
4.5 3.4 1.1 1.4 13.0 20.0

3* 4
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TABLE 2-18B: PROVISION FOR DEATH OR SURVIVOR BENEFITS
OF A RETIREMENT PLAN IN INSTITUTIONS REPORTING

NO GROUP LIFE INSURANCE PLAN
ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 266 30E' 189 2494 77 563
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 2 4 - - 2 4
.8 .1 - - 2.6 .7

RETIREMENT PLAN 158 2239 147 2148 11 91
SURVIVOR BENEFIT 59.4 73.3 77.7 86.1 14.3 16.2

NO RETIREMENT PLAN 94 679 40 312 54 367
SURVIVOR BENEFIT 35.3 22.2 21.2 12.5 70.1 65.2

NO INFORMATION 12 135 2 34 10 101
4.5 4.4 1.1 1.4 13.0 17.9

TABLE 2-18C: PROVISION FOR DEATH OR SURVIVOR BENEFITS
OF A RETIREMENT PLAN IN INSTITUTIONS REPORTING

NO GROUP LIFE INSURANCE PLAN
CLERICAL-SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 299 11018 210 9069 89 1949
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 3 20 - - 3 20
1.0 .2 - - 3.4 1.0

RETIREMENT PLAN 174 8390 163 8116 12 274
SURVIVOR BENEFIT 58.2 76.2 77.1 89.5 13.5 14.1

NO RETIREMENT PLAN 111 2219 46 861 65 1358
SURVIVOR BENEFIT 37.1 20.1 21.9 9.5 73.0 69.7

NO INFORMATION 11 389 2 92 9 297
3.7 3.5 1.0 1.0 10.1 15.2

3
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TABLE 2-19A: EMPLOYER-EMPLOYEE CONTRIBUTIONS TO
COST OF GROUP LIFE INSURANCE COVERAGE

FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 627 46512 523 42494 104 4018
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 8 472 5 367 3 105
1.3 1.0 1.0 .9 2.9 2.6

EMPLOYER PAYS ALL 250 21612 209 19611 49 2001
41.2 46.5 39.9 46.1 47.1 49.8

EMPLOYER-EMPLOYEE 231 13680 181 11804 50 1876
SHARE COST 36.8 29.4 34.6 27.8 48.1 46.7

EMPLOYEE PAYS ALL 130 10748 128 10712 2 36
20.7 23.1 24.5 25.2 1.9 .9

TABLE 2-19B: EMPLOYER-EMPLOYEE CONTRIBUTIONS TO
COST OF GROUP LIFE INSURANCE COVERAGE

ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EFS INSTS EES

TOTAL 627 10046 523 8567 104 1479
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 8 86 5 58 3 28
1.3 .9 1.0 .7 2.9 1.9

EMPLOYER PAYS ALL 255 4759 207 4038 48 721
40.6 47.3 39.5 47.2 46.2 48.7

EMPLOYER-EMPLOYEE 232 3265 181 2548 51 717
SHARE COST 37.0 32.5 34.6 29.7 49.0 48.5

EMPLOYEE PAYS ALL 132 1936 130 1923 2 13
21.1 19.3 24.9 22.4 1.9 .9
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TABLE 2-190: EMPLOYER-EMPLOYEE CONTRIBUTIONS TO
COST OF GROUP LIFE INSURANCE COVERAGE

CLERICAL-SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 594 31868 502 27924 92 3944
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 9 251 5 151 4 100
1.5 .8 1.0 .5 4.3 2.5

EMPLOYER PAYS ALL 241 13215 198 11330 43 1885
40.6 41.5 39.4 40.6 46.7 47.8

EMPLOYER-EMPLOYEE 220 10022 178 8196 42 1826
SHARE COS.' 37.0 31.4 35.5 29.4 45.7 46.3

EMPLOYEE PAYS ALL 124 8380 121 8247 3 133
20.9 26.3 24.1 29.5 3.3 3.4

TABLE 2-20A: PROVISIONS FOR ADDITIONAL OPTIONAL
INSURANCE COVERAGE UNDER GROUP

INSURANCE PLAN
FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 627 46512 523 42494 104 4018
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 3 40 2 32 1 8
.5 .1 .4 .1 1.0 .2

OPTIONAL INSURANCE 241 18688 219 18122 22 566
AVAILABLE 38.4 40.2 41.9 42.6 21.2 14.1

OPTIONAL INSURANCE 383 27784 302 24340 81 3444
NOT AVAILABLE 61.1 593 57.7 57.3 77.8 85.7

TABLE 2-20B: PROVISIONS FOR ADDITIONAL OPTIONAL
INSURANCE COVERAGE UNDER GROUP

INSURANCE PLAN
ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 627 10046 523 8567 104 1479
300.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 3 17 2 11 1 6
.5 .2 .4 .1 1.0 .4

OPTIONAL INSURANCE 240 3621 218 3406 22 215
AVAILABLE 38.3 36.0 41.7 39.8 21.2 14.5

OPTIONAL INSURANCE 384 6408 303 5150 81 1258
NOT AVAILABLE 61.2 63.8 57.9 60.1 77.8 85.1

3
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TABLE 2-20C: PROVISIONS FOR ADDITIONAL OPTIONAL
INSURANCE COVERAGE UNDER GROUP

INSURANCE PLAN
CLERICAL-SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 594 31868 502 27924 92 3944
100.0 100.0 100.0 100.0 loao 100.0

NO RESPONSE 3 26 3 26
.5 .1 .6 .1

OPTIONAL INSURANCE 222 11644 200 10935 22 709
AVAILABLE 37.4 36.5 39.8 39.2 23.9 18.0

OPTIONAL INSURANCE 369 20198 299 16963 70 3235
NOT AVAILABLE 62.1 63.4 59.6 60.7 76.1 82.0

TABLE 2-20.1A: EMPLOYEREMPLOYEE CONTRIBUTIONS TO
BASIC GROUP LIFE INSURANCE PLAN UNDER PLANS

PROVIDING ADDITIONAL OPTIONAL INSURANCE
FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 241 18688 219 18122 22 566
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 5 345 4 323 1 22
2.1 1.8 1.8 1.8 4.5 3.9

EMPLOYER P NS ALL 94 7795 82 7461 12 334
39.0 41.7 37.5 41.1 54.6 59.0

EMPLOYER-EMPLOYEE 72 4927 64 4728 8 199
SHARE COST 29.9 26.4 29.2 26.1 36.4 35.2

EMPLOYEE PAYS ALL 70 5621 69 5610 1 11
29.0 30.1 31.5 31.0 4.5 1.9

3 'c
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TABLE 2- 23.1B: EMPLOYER-EMPLOYEE CONTRIBUTIONS TO
BASIC GROUP LIFE INSURANCE PLAN UNDER PLANS

PROVIDING ADDITIONAL OPTIONAL INSURANCE
ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 240 3621 218 3406 22 215
100.0 130.0 100.0 100.0 100.0 100.0

NO RESPONSE o 52 4 47 1 5
2.1 1.4 1.8 1.4 4.5 2.3

EMPLOYER PAYS ALL 92 1426 81 1299 11 127
38.3 39.4 37.2 38.2 50.1 59.1

EMPLOYER-EMPLOYEE 72 1104 63 1023 9 81
SHARE COST 30.0 30.5 28.9 30.0 40.9 37.7

EMPLOYEE PAYS ALL 71 1039 70 1037 1 2
29.6 28.7 32.1 30.4 4.5 .9

TABLE 2-20.1C: EMPLOYER-EMPLOYEE CONTRIBUTIONS TO
BASIC GROUP LIFE INSURANCE PLAN UNDER PLANS

PROVIDING ADDITIONAL OPTIONAL INSURANCE
CLERICAL-SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 222 11644 200 10935 22 709
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 4 150 3 134 1 16
1.8 1.3 1.5 1.2 4.5 2.3

EMPLOYER PAYS ALL 88 4876 77 4521 11 355
39.6 41.8 38.5 41.4 50.1 50.0

EMPLOYER-EMPLOYEE 71 3384 62 3116 9 268
SHARE COST 31..0 29.1 31.0 28.5 40.9 37.8

EMPLOYEE ?AYS ALL 59 3234 58 3164 1 70
26.6 27.8 29.0 28.9 4.5 9.9
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TABLE 2-21A: EMPLOYER CONTRIBUTION TO COST OF
ADDITIONAL OPTIONAL LIFE INSURANCE

FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 241 18688 219 18122 22 566
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 4 590 4 590
1.7 3.2 1.8 3.3

EMPLOYER CONTRIBUTES 33 2958 30 2874 3 84
13.7 15.8 13.7 15.9 13.6 14.8

EMPLOYER DOES NOT 204 15140 185 14658 19 482
CONTRIBUTE 84.6 81.0 84.5 80.8 86.4 85.2

TABLE 2-21B: EMPLOYER CONTRIBUTION TO COST OF
ADDITIONAL OPTIONAL LIFE INSURANCE

ADM1N ISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 240 3621 218 3406 22 215
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 4 99 4 99
1.7 2.7 1.8 2.9

EMPLOYER CONTRIBUTES 33 601 30 557 3 44
13.8 16.6 13.8 16.4 13.6 20.5

EMPLOYER DOES NOT 203 2921 184 2750 19 171
CONTRIBUTE 84.5 80.7 84.4 80.7 86.4 79.5

TABLE 2-21C: EMPLOYER CONTRIBUTION TO COST OF
ADDITIONAL OPTIONAL LIFE INSURANCE

CLERICAL- SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 222 11644 200 10935 22 709
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 6 451 5 357 1 94
2.7 3.9 2.5 3.3 4.5 13.3

EMPLOYER CONTRIBUTES 29 1346 26 1208 3 138
13.1 11.6 13.0 11.0 13.6 19.5

EMPLOYER DOES NOT .,.87 9847 169 9370 18 477
CONTRIBUTE 84.2 84.5 84.5 85.7 81.9 67.2

33')
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TABLE 2-22A: PROVISION OF GROUP INSURANCE PLAN THROUGH
A STATE EMPLOYEE OR TEACHERS ASSOCIATION, OR

LABOR UNION MEMBERSHIP
FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES IN STS EES

TOTAL 627 46512 523 42494 104 4018
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 6 245 5 231 1 14
1.0 .5 1.0 .5 1.0 .3

PROVIDED THROUGH 140 13798 134 13684 6 114
ASSOCIATION OR UN ION 22.3 29.7 25.6 32.2 5.8 2.8

PROVIDED TH ROUGH 481 32469 384 28579 97 3890
EMPLOYER 76.7 69.8 73.4 67.3 93.2 96.9

TABLE 2-22B: PROVISION OF GROUP INSURANCE PLAN THROUGH
A STATE EMPLOYEE OR TEACHERS ASSOCIATION, OR

LABOR UNION MEMBERSHIP
ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 627 10046 523 8567 104 1479
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 6 58 5 53 1 5
1.0 .6 1.0 .6 1.0 .3

PROVIDED THROUGH 141 2638 135 2566 6 72
ASSOCIATION OR UN ION 22.5 26.3 25.8 30.0 5.8 4.9

PROVIDED THROUGH 480 7350 383 5948 97 1402
EMPLOYER 76.5 73.1 73.2 69.4 93.2 94.8

TABLE 2-22C: PROVISION OF GROUP INSURANCE PLAN THROUGH
A STATE EMPLOYEE OR TEACHERS ASSOCIATION, OR

LABOR UNION MEMBERSHIP
CLERICALSERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 594 31868 502 27924 92 3944
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 7 185 6 163 1 22
1.2 .6 1.2 .6 1.1 .6

PROVIDED TH ROUGH 128 9076 122 8898 6 178
ASSOCIATION OR UN ION 21.5 28.5 24.3 31.9 6.-; 4.5

PROVIDED TH ROUGH 459 22607 374 18863 85 3744
EMPLOYER 77.3 70.9 74.5 67.5 92.4 94.9
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TABLE 2-22.1A: EMPLOYER-EMPLOYEE CONTRIBUTIONS TO GROUP
LIFE INSURANCE PLANS PROVIDED THROUGH A STATE EMPLOYEE

OR TEACHERS ASSOCIATION, OR LABOR UNION MEMBERSHIP
FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 140 13798 134 13684 6 114
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 96 2 96 - -
1.4 .7 1.5 .7 - -

EMPLOYER PAYS ALL 38 4363 34 4273 4 90
27.1 31.6 25.4 31.2 66.7 78.9

EMPLOYER-EMPLOYEE 43 2391 41 2367 2 24
SHARE COST 30.7 17.3 30.6 17.3 33.3 21.1

EMPLOYEE PAYS ALL 57 6948 57 6948
40.8 50.4 42.5 50.8

TABLE 2-22.1B: EMPLOYER-EMPLOYEE CONTRIBUTIONS TO GROUP
LIFE INSURANCE PLANS PROVIDED THROUGH A STATE EMPLOYEE

OR TEACHERS ASSOCIATION, OR LABOR UNION MEMBERSHIP
ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 141 2638 135 2566 6 72
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 2 20 2 20 - -
1.4 .8 1.5 .8 - -

EMPLOYER PAYS ALL 38 964 34 902 4 62
27.0 36.5 25.2 35.2 66.7 86.1

EMPLOYER-EMPLOYEE 43 491 41 481 2 10
SHARE COST 30.5 18.6 30.4 18.7 33.3 13.9

EMPLOYEE PAYS ALL 58 1163 58 1163
41.1 44.1 42.9 45.3

'4.
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TABLE 2-22.1C: EMPLOYEREMPLOYEE CONTRIBUTIONS TO GROUP
LIFE INSURANCE PLANS PROVIDED THROUGH A STATE EMPLOYEE

OR TEACHERS ASSOCIATION, OR LABOR UNION MEMBERSHIP
CLERICALSERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 128 9076 122 8898 6 178
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 1 15 1 15 - -
.8 .2 .8 .2 - -

EMPLOYER PAYS ALL 33 2394 2') 2226 4 168
25.8 26.4 23.8 25.0 66.7 94.4

EMPLOYEREMPLOYEE 43 1377 41 1367 2 10
SHARE COST 33.6 15.2 33.6 15.4 33.3 5.6

EMPLOYEE PAYS ALL 51 5290 51 5290 - -
39.8 58.2 41.8 59.4

TABLE 2-23A: GROUP LiFE INSURANCE PLAN, WAITING PERIOD
BEFORE EMPLOYEE IS ELIGIBLE TO PARTICIPATE

FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 627 46512 523 42494 104 4018
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 7 270 5 223 2 47
1.1 .6 1.0 .5 1.9 1.2

NO WAITING PERIOD 393 31222 345 29562 48 1660
62.6 67.1 66.0 69.6 46.2 41.4

ONE MONTH OR LESS 102 6802 76 5599 26 1203
16.3 14.6 14.5 13.2 250 29.9

UNTIL THE FIRST DAY OF 50 4243 45 4058 5 185
THE MONTH FOLLOWING 8.0 9.1 8.6 9.5 4.8 4.6
ONE FULL MONTH OF
EMPLOYMENT

A STATED NUMBER OF 65 3559 45 2706 20 853
MONTHS 10.4 7.7 8.6 6.4 19.2 21.2

OTHER 10 416 7 346 3 70
1.6 .9 1.3 .8 2.9 1.7

3
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TABLE 2-23B: GROUP LIFE INSURANCE PLAN, WAITING PERIOD
BEFORE EMPLOYEE IS ELIGIBLE TO PARTICIPATE

ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 627 10046 523 8567 104 1479
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 7 62 5 47 2 15
1.1 .6 1.0 .5 1.9 1.0

NO WAITING PERIOD 391 6481 344 5905 47 576
62.4 64.4 65.8 69.0 45.2 38.9

ONE MONTH OR LESS 103 1825 77 1377 26 448
16.4 18.2 14.7 16.1 25.0 30.3

UNTIL THE FIRST DAY OF 50 629 45 565 5 64
THE MONTH FOLLOWING 8.0 6.3 8.6 6.6 4.8 4.3
ONE FULL MONTH OF
EMPLOYMENT

A STATED NUMER OF 66 923 45 585 21 338
MONTHS 10.5 9.2 8.6 6.8 20.2 22.9

OTHER 10 126 '7 88 3 38
1.6 1.3 1.3 1.0 2.9 2.6

TABLE 2-23C: GROUP LIFE INSURANCE PLAN, WAITING PERIOD
BEFORE EMPLOYEE IS ELIGIBLE TO PARTICIPATE

CLERICAL-SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 594 31868 502 27924 92 3944
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 8 209 7 179 1 30
1.3 .7 1.4 .6 1.1 .8

NO WAITING PERIOD 342 19052 311 18075 31 976
57.6 59.8 61.9 64.8 33.7 24.7

ONE MONTH OR LESS 102 4599 78 3486 24 1113
17.2 14.4 15.5 12.5 26.1 28.2

UNTIL THE FIRST DAY OF 52 3824 48 3643 4 181
THE MONTH FOLLOWING 8.8 12.0 9.6 13.0 4.3 4.6
ONE FULL MONTH OF
EMPLOYMENT

A STATED NUMBER OF 81 3977 51 2398 30 1579
MONTHS 13.6 12.5 10.2 n.6 32.6 40.1

OTHER 9 207 7 142 2 65
1.5 .6 1.4 .5 2.2 1.6
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TABLE 2-24A: GROUP LIFE INSURANCE PLAN, STATING WAITING
PERIOD IN MONTHS-DISTRIBUTION OF MONTH STATED

FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 65 3559 45 2706 20 853
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

1 MONTH

2 MONTHS 17 904 12 723 5 181
26.2 25.4 26.7 26.7 25.0 21.2

3 MONTHS 5 159 - 5 159
7.7 4.5 - - 25.0 18.6

4 MONTHS 2 224 2 224 -
3.1 6.3 4.4 8.3 -

5 MONTHS

6 MONTHS 30 1769 28 1693 2 76
46.1 49.7 6" 2 62.6 10.0 8.9

7 MONTHS

8 MONTHS

S MLATHS

10 MONTHS

11 MONTHS

12 MONTHS 11 503 3 66 8 437
16.9 14.1 6.7 2.4 40.0 51.3

OVER 12 MONTHS

335
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TABLE 2-24B: GROUP LIFE INSURANCE PLAN, STATING WAITING
PERIOD IN MONTW-DISTRIBUTION OF MONTH STATED

ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

IN STS EES IN STS EES IN STS EES

TOTAL 66 923 45 585 21 338
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE -
1 MONTH - - - -
2 MON IS 17 208 12 114 5 94

25.8 22.5 26.7 19.5 23.8 27.8
3 MONTHS 5 76 - - 5 76

7.6 8.2 - - 23.8 22.5
4 MONTHS 2 26 2 26 - -

3.0 2.8 4.4 4.4
5 MONTHS

6 MONTHS 30 450 28 411 2 39
45.4 48.8 62.2 70.3 9.5 11.5

7 MONTHS

8 MONTE'S

9 MONTHS

10 MONTHS

11 MONTHS - - - -
12 MONTHS 12 163 3 34 9 129

18.2 17.7 6.7 5.8 42.9 38.2
OVER :2 MONTHS -

3"/C,
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TABLE 2-24C: GROUP LIFE INSURANCE PLAN, STATING WAITING
PERIOD IN MONTHS - DISTRIBUTION OF MONTH STATED

CLERICAL-SERVICE

ALL
'STITUTIO NS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 81 3977 51 2398 30 1579
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 3 191 1 79 2 112
3.7 4.8 2.0 3.3 6.7 7.1

1 MONTH - - - - -
2 MONTHS 17 415 12 198 5 217

21.0 10.4 23.5 8.3 16.7 13.7

3 MONTHS 14 1477 4 850 10 627
17.3 37.2 7.8 35.4 33.2 39.7

4 MONTHS 2 68 2 68
2.5 1.7 3.9 2.8

5 MONTHS - - - - - -- - - - - -
6 MONTHS 34 1351 29 1168 5 183

41.9 34.0 56.9 48.7 16.7 11.6

7 MONTHS

8 MONTHS

9 MONTHS - - -- - -
10 MONTHS - - -- - -
11 MONTHS - - - - -- - - - - -
12 MONTHS 11 475 3 35 8 440

13.6 11.9 5.9 1.5 26.7 27.9

OVER 12 MONTHS
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TABLE 2-25A: GROUP LIFE INSURANCE PLANS, TYPE OF
INSURANCE SCHEDULE

FACULTY

ALL
INSTITUTIONS

INSTS EES

dUBLIC

INSTS EES

PRIVATE

INSTS EES

TOTAL 627 46512 523 42494 104 4018
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 4 316 4 316
.6 .7 .8 .7

MULTIPLE OF SALARY 155 12944 135 11926 20 1018
24.7 27.8 25.8 28.1 19.2 25.4

DE TERM INED BY SALARY 166 9451 146 8580 20 871
BRACKET 26.5 20.3 28.0 20.2 19.2 21.7

DETERMINED BY EMPLOYEE 35 2172 19 1717 16 455
CATEGORY 5.6 4.7 3.6 4.0 15.4 11.3

BASED ON UNITS OF 92 10128 76 9363 16 765
INSURANCE 14.7 21.8 14.5 22.0 15.4 19.0

FLAT AMOUNT FOR ALL 165 10283 133 9374 32 909
26.3 22.1 25.4 22.1 30.8 22.6

OTHER 10 1218 10 1218
1.6 2.6 1.9 2.9

TABLE 2-25B: GROUP LIFE INSURANCE PLANS, TYPE OF
INSURANCE SCHEDULE

ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 627 10046 523 8567 104 1479
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 4 59 4 59 - -
.6 .6 .8 .7 - -

MULTIPLE OF SALARY 156 2775 136 2359 20 416
24.9 27.6 26.0 27.5 19.2 28.1

DETERMINED BY SALARY 167 2548 147 2166 20 382
BRACKET 26.7 25.4 28.1 25.3 19.2 25.8

DETERMINED BY EMPLOYEE 36 639 19 443 17 196
CATEGORY 5.7 6.4 3.6 5.2 16.3 13.3

BASED ON UNITS OF 93 1580 77 1366 16 214
INSURANCE 14.8 15.7 14.7 15.9 15.4 14.5

FLAT AMOUNT FOR ALL 161 2140 130 1869 31 271
25.7 21.3 24.9 21.8 29.9 18.3

OTHER 10 305 10 305 - -
1.6 3.0 1.9 3.6 -

3 -?
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TABLE 2-25C: GROUP LIFE INSURANCE PLANS, TYPE OF
INSURANCE SCHEDULE

CLERICALSERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EESINSTS EES INSTS EES

TOTAL 594 31868 502 27924 92 3944
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 6 284 6 284
1.0 .9 1.2 1.0

MULTIPLE OF SALARY 144 8148 128 7360 16 788
24.2 25.6 25.5 26.3 17.4 20.0

DETERMINED BY SALARY 157 7135 138 6270 19 865
BRACKET 26.4 22.4 27.5 22.5 20.7 21.9

DETERMINED BY EMPLOYEE 37 2553 22 1791 15 762
CATEGORY 6.2 8.0 4.4 6.4 16.3 19.3

BASED ON UNITS OF 78 7299 66 6633 12 666
INSURANCE 13.1 22.9 13.1 23.8 13.0 16.9

FLAT AMOUNT FOR ALL 162 5447 132 4584 30 863
27.4 17.1 26.3 16.4 32.6 21.9

OTHER 10 1002 10 1002
1.7 3.1 2.0 3.6

TABLE 2-26A: GROUP LIFE INSURANCE PLANS WITH SALARY
SCHEDULE-MULTIPLE DECREASES AFTER A STATED AGE

FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES EES

TOTAL 155 12944 135 11926 20 1013
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 24 1667 22 1557 2 110
15.5 12.9 16.3 13.1 10.0 10.8

DECREASES AFTER STATED 64 4795 57 4591 7 204
AGE 41.3 37.0 42.2 38.5 35.0 20.0

NO DECREASES 67 6482 56 5778 11 704
43.2 50.1 41.5 48.4 55.0 69.2
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TABLE 2-26B: GROUP LIFE INSURANCE PLANS WITH SALARY
SCHEDULE-MULTIPLE DECREASES AFTER A STATED AGE

ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 156 2775 136 2359 20 415
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 25 423 23 363 2 60
16.0 15.2 16.9 15.4 10.0 14.4

DECREASES AFTER STATED 64 1042 57 965 7 77
AGE 41.0 37.5 41.9 40.9 35.0 18.5

NO DECREASES 67 1310 56 1031 11 279
43.0 47.3 41.2 43.7 55.0 67.1

TABLE 2-26C: GROUP LIFE INSURANCE PLANS WITH SALARY
SCHEDULE-MULTIPLE DECREASES AFTER A STATED AGE

CLERICAL-SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

IN STS EES INSTS EES IN STS EES

TOTAL 144 8148 128 7360 16 788
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 21 1031 20 981 1 50
14.6 12.7 15.6 13.3 6.2 6.3

DECREASES AFTER STATED 59 3004 54 2839 5 165
AGE 41.0 36.9 42.2 38.6 31.3 20.9

NO DECRCA'ES 64 4113 54 3540 10 573
44.4 50.4 42.2 48.1 62.5 72.8

TABLE 2-27A: GROUP LIFE INSURANCE PLANS, AD&D BENEFITS
FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 627 46512 523 42494 104 4018
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 21 1104 12 881 9 223
3.3 2.4 2.3 2.1 8.7 5.6

AD&D PROVIDED 423 31423 355 28775 68 2648
67.5 67.5 67.9 67.7 65.3 65.9

AD&D NOT PROVIDED 183 13985 156 12838 27 1147
29.2 30.1 29.8 30.2 26.0 28.5
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TABLE 2-27B: GROUP LIFE INSURANCE PLANS, AD&D BENEFITS
ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 627 10046 523 8567 104 1479
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 21 248 12 183 9 65
3.3 2.5 2.3 2.1 8.7 4.4

AD&D PROVIDED 423 6657 355 5594 68 1063
67.5 66.2 67.9 65.3 65.3 71.9

AD&D NOT PROVIDED 183 3141 156 2790 27 351
29.2 31.3 29.8 32.6 26.0 23.7

TABLE 2-27C: GROUP LIFE INSURANCE PLANS, AD&D BENEFITS
CLERICAL - SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 594 31868 502 27924 92 3944
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 19 632 13 523 6 109
3.2 2.0 2.6 1.9 6.5 2.8

AD&D PROViDED 398 22339 336 19792 62 2547
67.0 70.1 66.9 70.9 67.4 64.5

AD&D NOT PROVIDED 177 8897 153 7609 24 1288
29.8 27.9 30.5 27.2 26.1 32.7

TABLE 2-28A: GROUP LIFE INSURANCE PLANS, CONTINUATION OF
LIFE INSURANCE FOR RETIRED EMPLOYEES (PAID-UP OR GROUP)

FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 627 46512 523 42494 104 4018
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 4 299 3 129 1 170
.6 .6 .6 .3 1.0 4.2

COVERAGE CONTINUES 150 9689 135 9021 15 668
23.9 20.8 25.8 21.2 14.4 16.6

COVERAGE DOES NOT 473 36524 385 33344 88 3180
CONTINUE 75.5 78.6 73.6 78.5 84.6 79.2
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TABLE 2-288: GROUP LIFE INSURANCE PLANS, CONTINUATION OF
LIFE INSURANCE FOR RETIRED EMPLOYEES (PAID-UP OR GROUP)

ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 627 10046 523 8567 104 1479
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 3 47 2 9 1 38
.5 .5 .4 .1 1.0 2.6

COVERAGE CONTINUES 150 2241 135 1997 15 244
23.9 22.3 25.8 23.3 14.4 16.5

COVERAGE DOES NOT 474 7758 386 6561 88 1197
CONTINUE 75.6 77.2 73.8 76.6 84.6 80.9

TABLE 2-28C: GROUP LIFE INSURANCE PLANS, CONTINUATION OF
LIFE INSURANCE FOR RETIRED EMPLOYEES (PAID-UP OR GROUP)

CLERICAL-SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 594 31868 502 27924 92 3944
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 4 193 3 28 1 165
.7 .6 .6 .1 1.1 4.2

COVERAGE CONTINUES 139 6440 125 5792 14 648
23.4 20.2 24.9 20.7 15.2 16.4

COVERAGE DOES NOT 451 25235 374 22104 77 3131
CONTINUE 75.9 79.2 74.5 79.2 83.7 79.4

TABLE 2-29A: GROUP LIFE INSURANCE PLANS,
TYPE OF RETIRED COVERAGE

FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 150 9689 135 9021 15 668
100.0 100.0 100.0 100.0 100,0 100.0

NO RESPONSE 2 130 2 130 - -
1.3 1.3 1.5 1.4 - -

PAID -UP INSURANCE 21 1272 19 1225 2 47
WITH CASH VALUE 14.0 13.1 14.1 13.6 13.3 7.0

TERM INSURANCE 127 8287 114 7666 13 621
84.7 85.6 84.4 85.0 86.7 93.0
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TABLE 2-29B: GROUP LIFE INSURANCE PLANS,
TYPE OF RETIRED COVERAGE

ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 150 2241 135 1997 15 244
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 2 32 2 32
1.3 1.4 1.5 1.6 - -

PAID -UP INSURANCE 21 370 19 344 2 26
WITH CASH VALUE 14.0 16.5 14.1 17.2 13.3 10.7

TERM INSURANCE 127 1839 114 1621 13 218
84.7 82.1 84.4 81.2 86.7 89.3

TABLE 2-29C: GROUP LIFE INSURANCE PLANS,
TYPE OF RETIRED COVERAGE

CLERICAL-SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

IN STS EES INSTS EES INSTS EES

TOTAL 139 6440 125 5792 14 648
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 2 131 2 131 - -
1.4 2.0 1.6 2.3 - -

PAID -UP INSURANCE 21 1114 19 1064 2 50
WITH CASH VALUE 15.1 17.3 15.2 18.4 14.3 7.7

TERM INSURANCE 116 5195 104 4597 12 598
83.5 80.7 83.2 79:3 85.7 92.3

TABLE 2-30A: GROUP LIFE INSURANCE PLANS, EMPLOYER-
EMPLOYEE CONTRIBUTIONS TO COST OF RETIRED

TERM INSURANCE COVERAGE
FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES IN STS EES IN STS EES

TOTAL 127 8287 114 7666 13 621
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 2 126 2 126 -- -
1.6 1.5 1.8 1.6 - -

EM PLOYER PAYS ALL 44 3245 38 3003 6 242
34.6 39.1 33.3 39.2 46.1 39.0

EMPLOYER AND RETIRED 50 2491 45 2223 5 .,68
EMPLOYEE SHARE 39.4 30.1 39.5 29.0 38.5 43.1

RETIRED EMPLOYEE 31 2425 29 2314 2 111
PAYS ALL 24.4 29.3 25.4 30.2 15.4 17.9
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TABLE 2-30B: GROUP LIFE INSURANCE PLANS, EMPLOYER-
EMPLOYEE CONTRIBUTIONS TO COST OF RETIRED

TERM INSURANCE COVERAGE
ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS E: INSTS EES INSTS EES

TOTAL 127 1839 114 1621 13 218
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 2 28 2 28
1.6 1.5 1.8 1.7

EMPLOYER PAYS ALL 44 789 38 696 6 93
34.6 43.0 33.3 43.0 46.1 42.7

EMPLOYER AND RETIRED 50 615 45 500 5 115
EMPLOYEE SHARE 39.4 33.4 39.5 30.8 38.5 52.7

RETIRED EMPLOYEE 31 407 29 397 2 10
PAYS ALL 24.4 22.1 25.4 24.5 15.4 4.6

TABLE 2-30C: GROUP LIFE INSURANCE PLANS, EMPLOYER-
EMPLOYEE CONTRIBUTIONS TO COST OF RETIRED

TERM INSURANCE COVERAGE
CLERICAL-SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 116 5195 104 4597 12 598
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 2 78 2 78
1.7 1.5 3.9 1.7 -

EMPLOYER PAYS ALL 40 -,151 36 1975 4 176
34.5 41.4 34.6 43.0 33.3 29.4

EMPLOYER AND RETIRED 51 1982 45 1660 6 322
EMPLOYEE SHARE 44.0 38.2 43.3 36.1 50.0 53.9

RETIRED EMPLOYEE 23 984 21 884 2 100
PAYS ALL 19.8 18.9 20.2 19.2 16.7 16.7

36.4
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T kBLE 2-31A: GROUP LIFE INSURANCE PLANS, TERM
INSURANCE RETIRED COVERAGE, REDUCTION OF

INSURANCE AMOUNT AT RETIREMENT
FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 127 8287 114 7666 13 621
100.0 1C0.0 100.0 100.0 100.0 100.0

NO RESPONSE 2 57 1 24 1 33
1.6 .7 .9 .3 7.7 5.3

INSURANCE AMOUNT 104 6952 97 6575 7 377
REDUCED 81.9 83.9 85.1 85.8 53.8 60.7

INSIIANT- AMOUNT 21 1278 16 1067 5 211
UNREDUCED 16.5 15.4 14.0 13.9 38.5 34.0

TABLE 2-31B: GROUP LIFE INSURANCE PLANS, TERM
INSURANCE RETIRED COVERAGE, REDUCTION OF

INSURANCE AMOUNT AT RETIREMENT
ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 127 1839 114 1621 13 218
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 2 11 1 7 1 4
1.6 .6 .9 .4 7.7 1.8

INSURANCE AMOUNT 104 1548 97 1419 7 129
REDUCED 81.9 84.2 85.1 87.6 53.8 59.2

INSURANCE AMOUNT 21 280 1C 195 5 85
UNREDUCED 16.5 15.2 14.0 12.0 38.5 39.0

TABLE 2-31C: GROUP LIFE INSURANCE PLANS, TERM
INSURANCE RETIRED COVERAGE, REDUCTION OF

INSURANCE AMOUNT AT RETIREMENT
CLERICAL-SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 116 5195 104 4597 12 598
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 2 25 1 10 1 15
1.7 .5 1.0 .2 8.3 2.5

INSURANCE AMOUNT 93 4315 87 3927 6 388
REDUCED 80.2 83.0 83.6 85.4 50.0 64.9

INSURANCE AMOUNT 21 855 16 660 5 195
UNREDUCED 18.1 16.5 15.4 14.4 41.7 32.6

845
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TABLE 3-32A: HEALTH INSURANCE PLANS
FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

IN STS EES IN STS EES INSTS EES

TOTAL 893 59383 712 53948 181 5435
100.0 100.0 130.0 100.0 100.0 100.0

NO RESPONSE

PLAN IN EFFECT 853 58548 696 53288 157 5260
95.5 98.6 97.8 98.8 86.7 96.8

NO PLAN 40 835 16 660 24 175
4.5 1.4 2.2 1.2 13.3 3.2

TABLE 3-32B: HEALTH INSURANCE PLANS
ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 893 13103 712 11061 181 2042
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

PLAN IN EFFECT 853 12854 695 10889 158 1965
95.5 98.1 97.6 98.4 87. ; 96.2

NO PLAN 40 249 17 172 23 77
4.5 1.9 2.4 1.6 12.7 3.8

TABLE 3-32C: HEALTH INSURANCE PLANS
CLERICALSERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 893 42886 712 36993 181 5893
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

PLAN IN EFFECT 850 42291 695 36688 155 5603
95.2 98.6 97.6 99.2 85.6 95.1

NO PLAN 43 595 17 305 26 290
4.8 1.4 2.4 .8 14.4 4.9



336 APP. B

TABLE 3-33A: TYPES OF HEALTH INSURANCE PLANS

FACULTY

ALL
iNGTITLITI:NS PUBLIC PRIVATE

INSTS EES IN STS EES INSTS EES

TOTAL 853 58548 696 53288 157 5260
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

BASIC HOSPITAL-SURGICAL- 795 55195 648 50254 3.47 4941
MEDICAL 93.2 94.3 93.1 94.3 93.6 93.9

SUPPLEMENTARY MAJOR 650 47699 547 43827 103 3872
MEDICAL EXPENSE 76.2 81.5 78.6 82.2 65.6 73.6
INSURANCE

SINGLE COMPREHENSIVE 141 9096 118 8347 23 749
MAJOR MEDICAL 16.5 15.5 17.0 15.7 14.6 14.2
INSURANCE

OTHER 94 13138 93 13106 1 32
11.0 22.4 13.4 24.6 .6 .6

DENTAL Pt 1N FOR 78 ..074 73 10512 5 162
REGULAR CARE 9.1 18.2 10.5 19.7 3.2 3.1

TABLE 3-33B: TYPES OF HEALTH INSURANCE PLANS
ADMINISTRATORS

ALL
INSTITUTIONS PU BLIC PRIVATE

IN STS EES INSTS EES INSTS EES

TOTAL 853 12854 695 10889 158 1965
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

BASIC HOSPITAL-SURGICAL- 795 12164 647 10301 148 1863
MEDICAL 93.2 94.6 93.1 94.6 93.7 94.8

SUPPLEMENTARY MAJOR 652 10326 548 8951 104 1375
MEDICAL EXPENSE 76.4 80.3 78.8 82.2 65.8 70.0
INSURANCE

SINGLE COMPREHENSIVE 141 1984 118 1657 23 327
MAJOR MEDICAL 16.5 15.4 17.0 15.2 14.6 16.6
INSU RANCE

OTHER 94 2398 93 2387 1 11
11.0 18.7 13.4 21.9 .6 .6

DENTAL PLAN FOR 78 1751 73 1649 5 102
REGULAR CARE 9.1 13.6 10.5 15.1 3.2 5.2
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TABLE 3-33C: TYPES OF HEALTH INSURANCE PLANS
CLERICAL-SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 850 42291 695 36688 155 5603
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

BASIC HOSPITAL-SURGICAL- 92 40074 647 34753 145 5321
MEDIrAL 93.2 94.8 93.1 94.7 93.5 95.0

SUPPLEMENTARY MAJOR 639 34857 542 30787 97 4070
MEDICAL EXPENSE 75.2 82.4 78.0 83.9 62.6 72.6
INSURANCE

SINGLE COMPREHENSIVE 139 5956 116 5196 23 760
MAJOR MEDICAL 16.4 14.1 16.7 14.2 14.8 13.6
INSURANCE

OTHER 93 9537 92 9477 1 60
10.9 22.6 13.2 25.8 .6 1.1

DENTAL PLAN FOR 71 6094 66 5833 5 261
REGULAR CARE 8.4 14.4 9.5 15.9 3.2 4.7

TABLE 3-34A: TYPE OF INSURER PROVIDING BASIC
HOSPITAL-SURGICAL-MEDICAL-COVERAGE

FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 795 55195 648 50254 147 4941
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 2 31 2 31 -
.3 .1 .3 .1

BLUE CROSS 542 38239 439 34706 ]03 3533
68.2 69.3 67.7 69.1 70.1 71.5

BLUE SHIELD 469 32891 378 29621 91 3270
59.0 59.6 58.3 58.9 61.9 66.2

INSURANCE COMPANY 263 19369 222 18007 41 1362
33.1 35.1 34.3 35.8 27.9 27.6

OTHER 68 5099 61 4910 7 189
8.6 9.2 9 .A 9.8 4.8 3.8
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TABLE 3-340: TYPE OF INSURER PROVIDING BASIC
HOSPITA: -SURGICAL-MEDICAL-COVERAGE

ADMINISTRATORS

.LL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 795 12164 647 10301 148 1863
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 2 10 2 10 -
.3 .1 .3 .1 - -

BLUE CROSS 542 8557 438 7261 104 1296
68.2 70.3 67.7 70.5 70.3 69.6

BLUE SHIELD 469 7623 377 6423 92 1200
59.0 62.7 58.3 62.4 62.2 64.4

INSURANCE COMPANY 265 3948 223 3372 42 576
33.'7. 32.5 34.5 32.7 28.4 30.9

OTHER 67 964 60 914 7 50
8.4 7.9 9.3 8.9 4.7 2.7

TABLE 3-34C: TYPE OF INSURER PROVIDING BASIC
HOSPITAL-SURGICAL-MEDICAL-COVERAGE

CLERICAL-SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 792 40074 647 34753 145 5321
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 2 13 2 13 -
.3 . .3 z. -

BLUE CROSS 544 29024 442 25341 102 3683
68.7 72.4 68.3 72.9 70.3 69.2

BLUE SHIELD 470 24879 380 21464 90 3415
59.3 62.1 58.7 61.8 62.1 64.2

INSURANCE COMPANY 260 13544 219 11918 41 1626
32.8 33.8 33.8 34.3 28.3 30.6

OTHER 67 2951 60 2823 7 123
8.5 7.4 9.3 8.1 4.8 2.4
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TABLE 3-35A: TYPE OF DENTAL PLAN FOR REGULAR
DENTAL CARE

FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 78 10674 73 10512 5 162
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 3 260 3 260
3.8 2.4 4.1 2.5 - -

PART OF BASIC OR MAJOR 28 3666 23 3504 5 162
MEDICAL PLAN 35.9 34.3 31.5 33.3 100.0 100.0

SEPARATE PLAN 47 6748 47 6748
60.3 63.3 64.4 64.2

TABLE 3-35B: TYPE OF DENTAL PLAN FOR REGULAR
DENTAL CARE

ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 78 1751 73 1649 5 102
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 3 81 3 81
3.8 4.6 4.1 4.9 - -

PART OF BASIC OR MAJOR 28 501 23 399 5 102
MEDICAL PLAN 35.9 28.6 31.5 24.2 100.0 100.0

SEPARATE PLAN 47 1169 47 1169
60.3 66.8 64.4 70.9

TABLE 3-35C: TYPE OF DENTAL PLAN FOR REGULAR
DENTAL CARE

CLERICAL-SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 71 6094 66 5833 5 261
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 2 21 2 21
2.8 .3 3.0 .4

PART OF BASIC OR MAJOR 25 2693 20 2432 5 261
MEDICAL PLAN 35.2 44.2 30.3 41.7 100.0 100.0

SEPARATE PLAN 44 3380 44 3380
62.0 55.5 66.7 57.9
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TABLE 3-35.1A: TYPE OF MAJOR MEDICAL PLAN REPORTED BY
INSTITUTIONS REPORTING BASIC HOSPITAL-

SURGICAL-MEDICAL COVERAGE
FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

IN STS EES INSTS EES INSTS EES

TOTAL 795 55195 648 50254 147 4941
100.0 100.0 100.0 100.0 100.0 100.0

SUPPLEMENTARY MAJOR 646 47307 544 43456 102 3851
MEDICAL 81.3 85.7 84.0 86.5 69.4 77.9

COMPREHENSIVE MAJOR 87 6135 73 5684 14 451
MEDICAL 10.9 11.1 11.3 11.3 9.5 9.1

OTHER 91 12916 90 12884 1 32
11.4 23.4 13.9 25.6 .7 .6

DENTAL PLAN 77 10629 72 10467 5 162
9.7 19.3 11.1 20.8 3.4 3.3

TABLE 3-35.1B: TYPE OF MAJOR MEDICAL PLAN REPORTED BY
INSTITUTIONS REPORTING BASIC HOSPITAL-

SURGICAL-MEDICAL COVERAGE
ADM IN ISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

IN STS EES IN STS EES INSTS EES

TOTAL 795 12164 647 10301 148 1863
100.0 100.0 100.0 100.0 100.0 100.0

SUPPLEMENTARY MAJOR 648 10260 545 8890 103 1370
MEDICAL 81.5 84.3 84.2 86.3 69.6 73.5

COMPREHENSIVE MAJOR 87 1360 73 1130 14 230
MEDICAL 10.9 11.2 11.3 11.0 9.5 12.3

OTHER 91 2350 90 2339 1 11
11.4 19.3 13.9 22.7 .7 .6

DENTAL PLAN 77 1745 72 1643 5 102
9.7 14.3 11.1 15.9 3.4 5.5

351
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TABLE 3-35.1C: TYPE OF MAJOR MEDICAL PLAN REPORTED BY
INSTITUTIONS REPORTING BASIC HOSPITAL.

SURGICAL MEDICAL COVERAGE
CLERICALSERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 792 40074 647 34753 145 5321
100.0 100.0 100.0 100.0 100.0 100.0

SUPPLEMENTARY MAJOR 635 34559 539 30493 96 4066
MEDICAL 80.2 86.2 83.3 87.7 66.2 76.4

COMPREHENSIVE MAJOR 85 4037 71 3555 14 482
MEDICAL 10.7 10.1 11.0 10.2 9.7 9.1

OTHER 90 9422 89 9362 1 60
11.4 23.5 13.8 26.9 .7 1.1

DENTAL PLAN 70 6065 65 5804 5 261
8.8 15.1 10.0 16.7 3.4 4.9

TABLE 3-35.2A: REPORTING OF BASIC HOSPITAL-SURGICAL-
MEDICAL INSURANCE PLANS BY INSTITUTIONS REPORTING

COMPREHENSIVE MAJOR MEDICAL PLAN
FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 141 9096 118 8347 23 749
100.0 100.0 100.0 100.0 100.0 100.0

REPORT A BASIC PLAN 87 6135 73 5684 14 451
61.7 67.4 61.9 68.1 60.9 60.2

DO NOT REPORT A 54 2961 45 2663 9 298
BASIC PLAN 38.3 32.6 38.1 31.9 39.1 39.8

TABLE 3-35.213: REPORTING OF BASIC HOSPITALSURGICAL-
MEDICAL INSURANCE PLANS BY INSTITUTIONS REPORTING

COMPREHENSIVE MAJOR MEDICAL PLAN
ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 141 1984 118 1657 23 327
100.0 100.0 100.0 100.0 100.0 100.0

REPORT A BASIC PLAN 87 1360 73 1130 14 230
61.7 68.5 61.9 68.2 60.9 70.3

DO NOT REPORT A 54 624 45 527 9 97
BASIC PLAN 38.3 31.5 38.1 31.8 39.1 29.7
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TABLE 3-35.2C: REPORTING OF BASIC HOSPITAL-SURGICAL-
MEDICAL INSURANCE PLANS BY INSTITUTIONS REPORTING

COMPREHENSIVE MAJOR MEDICAL PLAN
CLERICAL-SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 139 5956 116 5196 23 760
100.0 100.0 100.0 100.0 100.0 100.0

REPORT A BASIC PLAN 85 4037 71 3555 14 482
61.2 67.8 61.2 68.4 60.9 63.4

DO NOT REPORT A 54 1919 45 1641 9 278
BASIC PLAN 38.8 32.2 38.8 31.6 39.1 36.6

TABLE 3-35.3A: INSTITUTIONS REPORTING ONLY BASIC HOSPITAL-
SURGICAL-MEDICAL PLANS (NO MAJOR MEDICAL, OTHER PLAN,

OR DENTAL PLAN), ONLY MAJOR MEDICAL PLAN,
AND BOTH TYPES

FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 853 58548 696 53288 157 52C0
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

BASIC HOSPITAL-SURGICAL- 63 2214 32 1575 31 639
MEDICAL PLAN ONLY 7.4 3.8 4.6 3.0 19.7 12.1

MAJOR MEDICAL (INCL. 58 3353 48 3034 10 319
OTHER AND DENTAL) 6.8 5.7 6.9 5.7 6.4 6.1
PLAN ONLY

BOTH TYPES REPORTED 732 52981 616 48679 116 4302
85.8 90.5 88.5 91.3 73.9 81.8
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TABLE 3-35.3B: INSTITUTIONS REPORTING ONLY BASIC HOSPITAL-
SURGICAL-MEDICAL PLANS (NO MAJOR MEDICAL, OTHER PLAN,

OR DENTAL PLAN), ONLY MAJOR MEDICAL PLAN,
AND BOTH TYPES

ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 853 12854 695 10889 158 1965
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

BASIC HOSPITAL-SURGICAL- 61 607 30 344 31 263
MEDICAL PLAN ONLY 7.2 4.7 4.3 3.2 19.6 13.4

MAJOR MEDICAL (INCL. 58 690 48 588 10 102
OTHER AND DENTAL) 6.8 5.4 6.9 5.4 6.3 5.2
PLAN ONLY

BOTH TYPES REPORTED 734 11557 617 9957 117 1600
86.0 89.9 88.8 91.4 74.1 81.4

TABLE 3-35.3C: INSTITUTIONS REPORTING ONLY BASIC HOSPITAL-
SURGICAL-MEDICAL PLANS (NO MAJOR MEDICAL, OTHER PLAN,

OR DENTAL PLAN), ONLY MAJOR MEDICAL PLAN,
AND BOTH TYPES

CLERICAL-SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 850 42291 695 36688 155 5603
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

BASIC HOSPITAL-SURGICAL- 2 21 2 21 - -
MEDICAL PLAN ONLY .2 * .3 .1 - -

MAJOR MEDICAL (INCL. 58 2217 48 1935 10 282
OTHER AND DENTAL) 6.8 5.2 6.9 5.3 6.5 5.0
PLAN ONLY

BOTH TYPES REPORTED 790 40053 645 34732 145 5321
93.0 94.8 92.8 94.6 93.5 95.0

3 :j-i
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TABLE 3-36A: TYPE OF INSURER PROVIDING SUPPLEMENTARY
MAJOR MEDICAL INSURANCE

FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

IN STS EES INSTS EES INSTS EES

TOTAL 650 47699 547 43827 103 3872
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

BLUE CROSS/BLUE SHIELD 352 28009 302 26410 50 1599
54.2 58.7 55.2 60.3 48.5 41.4

TIAA 53 3359 39 2595 14 764
8.2 7.0 7.1 5.9 13.6 19.7

INSURANCE CO. 265 20947 231 19559 34 1388
40.8 43.9 42.2 44.6 33.0 35.8

OTHER 38 3593 33 3472 5 121
5.8 7.5 6.0 7.9 4.9 3.1

TABLE 3-36B: TYPE OF INSURER PROVIDING SUPPLEMENTARY
MAJOR MEDICAL INSURANCE

ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 652 10326 548 8951 104 1375
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

BLUE CROSS/BLUE SHIELD 352 5762 302 5071 50 691
54.0 55.8 55.1 56.7 48.0 50.3

TIAA 54 799 40 573 14 226
8.3 7.7 7.3 6.4 13.5 16.4

INSURANCE CO. 266 4324 231 3895 35 429
40.8 41.9 42.2 43.5 33.7 31.2

OTHER 38 586 33 557 5 29
5.8 5.7 6.0 6.2 4.8 2.1

3 55
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TABLE 3-36C: TYPE OF INSURER PROVIDING SUPPLEMENTARY
MAJOR MEDICAL INSURANCE

CLERICAL-SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 639 34857 542 30787 97 4070
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 1 183 1 183
.2 .5 .2 .6 _

BLUE CROSS/BLUE SHIELD 353 20523 304 18723 49 1800
55.2 58.9 56.1 60.8 50.5 44.2

TIAA 42 1433 31 779 11 654
6.6 4.1 5.7 2.5 11.3 16.1

INSURANCE CO. 260 15360 228 13846 32 1514
40.7 44.1 42.1 45.0 33.0 37.2

OTHER 36 2208 31 2106 5 102
5.6 6.3 5.7 6.8 5.2 2.5

TABLE 3-36.1A: TYPE OF INSURER PROVIDING COMPREHENSIVE
MAJOR MEDICAL EXPENSE INSURANCE

FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 141 9096 118 8347 23 749
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE - - -
BLUE CROSS/BLUE SHIELD 47 3701 41 3507 6 194

33.3 40.7 34.7 42.0 26.1 25.9

TIM 1 5 1 5 - -
.7 .1 .8 .1 - -

INSURANCE CO. 83 5215 70 4772 13 443
58.9 57.3 59.3 57.2 56.5 59.1

OTHER 18 1397 14 1285 4 112
12.8 15.4 11.9 15.4 17.4 15.0
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TABLE 3-36.1B: TYPE OF INSURER PROVIDING COMPREHENSIVE
MAJOR MEDICAL EXPENSE INSURANCE

ADM IN ISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES IN STS EES

TOTAL 141 1984 118 1657 23 327
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

BLUE CROSS/ BLUE SHIELD 48 709 42 626 6 83
34.0 35.7 35.6 37.8 26.1 25.4

TIM 1 3 1 3 - -
.7 .2 .8 .2 - -

INSURANCE CO. 84 1210 70 984 14 226
59.6 61.0 59.3 59.4 60.9 69.1

OTHER 17 209 13 181 4 28
12.1 10.5 11.0 10.9 17.4 8.6

TABLE 3-36.1C: TYPE OF INSURER PROVIDING COMPREHENSIVE
MAJOR MEDICAL EXPENSE INSURANCE

CLERICAL-SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES IN STS EES

TOTAL 139 5956 116 5196 23 760
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

BLUE CROSS/BLUE SHIELD 47 2545 41 2349 6 196
33.8 42.7 35.3 45.2 26.1 25.8

TIM 1 2 1 2 -
.7 .9 * _

!NSU RANCE CO. 82 3448 69 3007 13 441
59.0 57.9 59.5 57.9 56.5 58.0

OTHER 17 964 13 841 4 123
12.2 16.2 11.2 16.2 17.4 16.2
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TABLE 3-37A: HEALTH INSURANCE PLANS, WAITING PERIOD
BEFORE EMPLOYEE IS ELIGIBLE TO PARTICIPATE (IF

WAITING PERIOD IS DIFFERENT FOR BASIC AND
MAJOR MEDICAL COVERAGE, SHORTEST

PERIOD IS GIVEN)
FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 853 58548 696 53288 157 5260
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 13 376 7 309 6 67
1.5 .6 1.0 .6 3.8 1.3

NO WAITING PERIOD 510 33778 427 31410 83 2368
59.9 57.8 61.3 58.8 52.9 45.0

ONE MONTH OR LESS 181 14255 148 12710 33 1545
21.2 24.3 21.3 23.9 21.0 29.4

UNTIL THE FIRST DAY OF 88 6818 71 6058 17 760
THE MONTH FOLLOWING 10.3 11.6 10.2 11.4 10.8 14.4
ONE FULL MONTH OF
EMPLOYMENT

A STATED NUMBER OF 43 2466 30 2079 13 387
MONTHS 5.0 4.2 4.3 3.9 8.3 7.4

OTHER 18 855 13 722 5 133
2.1 1.5 1.9 1.4 3.2 2.5

TABLE 3-37B: HEALTH INSURANCE PLANS, WAITING PERIOD
BEFORE EMPLOYEE IS ELIGIBLE TO PARTICIPATE (IF

WAITING PERIOD IS DIFFERENT FOR BASIC AND
MAJOR MEDICAL COVERAGE, SHORTEST

PERIOD IS GIVEN)
ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 853 12854 695 10889 158 1965
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 13 105 7 75 6 30
1.5 .8 1.0 .7 3.8 1.5

NO WAITING PERIOD 510 7184 426 6230 84 954
59.9 56.0 61.3 57.2 53.1 48.5

ONE MONTH OR LESS 180 3134 148 2619 32 515
21.1 24.4 21.3 24.1 20.3 26.2

UNTIL THE FIRST DAY OF 88 1496 71 1257 17 239
THE MONTH FOLLOWING 10.3 11.6 10.2 11.5 10.8 12.2
ONE FULL MONTH OF
EMPLOYMENT

A STATED NUMBER OF 43 699 30 529 13 170
MONTHS 5.0 5.4 4.3 4.9 8.2 8.7

OTHER 19 236 13 179 6 57
2.2 1.8 1.9 1.6 3.3 2.9
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TABLE 3-37C: HEALTH INSURANCE PLANS, WAITING PERIOD
BEFORE EMPLOYEE IS ELIGIBLE TO PARTICIPATE (IF

WAITING PERIOD IS DIFFERENT FOR BASIC AND
MAJOR MEDICAL COVERAGE, SHORTEST

PERIOD IS GIVEN)
CLERICAL-SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 850 42291 695 36688 155 5603
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 14 951 8 895 6 56
1.6 2.2 1.2 2.4 3.9 1.0

NO WAITING PERIOD 478 21235 407 19168 71 2067
56.4 50.3 58.5 52.3 45.7 36.9

ONE MONTH OR LESS 183 11148 152 9690 31 1458
21.5 26.4 21.9 26.4 20.0 26.0

UNTIL THE FIRST DAY OF 91 5338 76 4485 15 853
THE MONTH FOLLOWING 10.7 12.6 10.9 12.2 9.7 15.2
ONE FULL MONTH OF
EMPLOYMENT

A STATED NUMBER OF 65 3102 39 2112 26 990
MONTHS 7.6 7.3 5,6 5.8 16.8 17.7

OTHER 19 517 13 338 6 179
2.2 1.2 1.9 .9 3.9 3.2
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TABLE 3-38A: HEALTH INSURANCE PLANS, LENGTH OF WAITING
PERIOD WHEN STATED IN MONTHS

FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 43 2466 30 2079 13 387
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 1 24 1 24
2.3 1.0 3.3 1.2 -

1 MONTH 1 62 1 62 -
2.3 2.5 3.3 3.0 -

2 MONTHS 19 9)3 15 896 4 97
44.2 40.3 50.0 43.1 30.7 25.1

3 MONTHS 14 1068 11 1017 3 51
32.6 43.3 36.7 48.9 23.1 13.2

4 MONTHS - - -
5 MONTHS

6 MONTHS 5 153 2 80 3 73
11.6 6.2 6.7 3.8 23.1 18.9

7 MONTHS - - - - - -
8 MONTHS - - - -
9 MONTHS

10 MONTHS

11 MONTHS - -
12 MONTHS 3 166 3 166

7.0 6.7 23.1 42.8
OVER 12 MONTHS
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TABLE 3-38B: HEALTH INSURANCE PLANS, LENGTH OF WAITING
PERIOD WHEN STATED IN MONTHS

ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

IN STS EES I NSTS EES MISTS EES

TOTAL 43 699 30 529 13 170
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 1 5 1 5
2.3 .7 3.3 .9

1 MONTH 1 30 1 30
2.3 4.3 3.3 5.7

2 MONTHS 19 204 15 161 4 43
44.2 29.2 50.0 30.4 30.7 25.3

3 MONTHS 14 337 11 319 3 18
32.6 48.2 36.7 60.4 23.1 10.6

4 MONTHS - - -
5 MONTHS - - - - - -
6 MONTHS 5 58 2 14 3 44

11.6 8.3 5.7 2.6 23.1 25.9

7 MONTHS - - - - - -
8 MONTHS - - -
9 MONTHS

10 MONTHS

11 MONTHS

12 MONTHS 3 65 3 65
7.0 9.3 - - 23.1 38.2

OVER 12 MONTHS - - - -
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TABLE 3-38C: HEALTH INSURANCE PLANS, LENGTH OF WAITING
PERIOD WHEN STATED IN MONTHS

CLERICAL-SERVICE

ALL
INSTITUTIONS

EES

PUBLIC PRIVATE

EESINSTS INSTS EES INSTS

TOTAL 65 3102 39 2112 26 990
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 1 14 1 14
1.5 .5 2.6 .7

1 MONTH 1 36 1 36
1.5 1.2 2.6 1.7

2 MONTHS 22 570 16 313 6 257
33.8 18.4 41.0 14.8 23.1 26.0

3 MONTHS 24 1928 16 1606 8 322
37.0 62.0 40.9 76.0 30.8 32.5

4 MONTHS 1 27 1 27
1.5 .9 3.8 2.7

5 MONTHS

6 MONTHS 12 378 4 129 8 249
18.5 12.2 10.3 6.1 30.8 25.2

7 MONTHS

8 MONTHS

9 MONTHS

10 MONTHS

11 MONTHS

12 MONTHS 4 149 1 14 3 135
6.2 4.8 2.6 .7 11.5 13.6

OVER 12 MONTHS

s-,
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TABLE 3-39A: EMPLOYER-EMPLOYEE CONTRIBUTIONS TO COST OF
BASIC HOSPITAL-SURGICAL-MEDICAL INSURANCE

FACULTY

INSTITUTIONS
ALL

PUBLIC PRIVATE

EMPLOYEE COVERAGE

INSTS EES INSTS EES INSTS EES

TOTAL 795 55195 648 50254 147 4941
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 4 111 1 15 3 96
.5 .2 .2 * 2.0 1.9

EMPLOYER PAYS FULL COST 372 32143 319 30387 53 1756
46.8 58.2 49.2 60.5 36.1 35.5

EMPLOYER-EMPLOYEE 226 13988 169 12055 57 1933
SHARE COST 28.4 25.3 26.1 24.0 38.8 39.1

EMPLOYEE PAYS ALL 193 8953 159 7797 34 1156
24.3 16.2 24.5 15.5 23.1 23.4

DEPENDENT COVERAGE

TOTAL 795 55195 648 50254 147 4941
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 4 158 1 62 3 96
.5 .3 .2 .1 2.0 1.9

EMPLOYER PAYS FULL COST 109 12303 94 11853 15 450
13.7 22.3 14.5 23.6 10.2 9.1

EMPLOYER-EMPLOYEE 214 14600 171 13113 43 1487
SHARE COST 26.9 26.5 26.4 26.1 29.3 30.1

EMPLOYEE PAYS ALL 468 28134 382 25226 86 2908
58.9 51.0 59.0 50.2 58.5 58.9

3
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TABLE 3-39B: EMPLOYER-EMPLOYEE CONTRIBUTIONS TO COST OF
BASIC HOSPITAL-SURGICAL-MEDICAL INSURANCE

ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS

EMPLOYEE COVERAGE

EES INSTS EES INSTS EES

TOTAL 795 12164 647 10301 148 1863
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 4 53 1 6 3 47
.5 .4 .2 .1 2.0 2.5

EMPLOYER PAYS FULL COST 373 6534 319 5842 54 692
46.9 53.7 49.3 56.7 36.5 37.1

EMPLOYER-EMPLOYEE 227 3566 167 2734 60 832
SHARE COST 28.6 29.3 25.8 26.5 40.5 44.7

EMPLOYEE PAYS ALL 191 2011 160 1719 31 292
24.0 16.5 24.7 16.7 20.9 15.7

DEPENDENT COVERAGE

TOTAL 795 12164 647 10301 148 1863
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 4 61 1 14 3 47
.5 .5 .2 .1 2.0 2.5

EMPLOYER PAYS FULL COST 110 2301 94 2087 16 214
13.8 18.9 14.5 20.3 10.8 11.5

EMPLOYEREMPLOYEE 216 3697 170 3063 46 634
SHARE COST 27.2 30.4 26.3 29.7 31.1 34.0

EMPLOYEE PAYS ALL 465 6105 382 5137 83 968
58.5 50.2 59.0 49.9 56.1 52.0

r,-; ,
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TABLE 3-39C: EMPLOYER-EMPLOYEE CONTRIBUTIONS TO COST OF
BASIC HOSPITAL-SURGICAL-MEDICAL INSURANCE

CLERICAL-SERVICE

INSTITUTIONS
ALL

PUBLIC PRIVATE

EMPLOYEE COVERAGE

INSTS EES INSTS EES INSTS EES

TOTAL 792 40074 647 34753 145 5321
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 4 99 1 4 3 95
.5 .2 .2 4 2.1 1.8

EMPLOYER PAYS FULL COST 373 22813 321 21119 52 1694
47.1 56.9 49.6 60.8 35.9 31.8

EMPLOYER-EMPLOYEE 232 10995 174 8529 58 2466
SHARE COST 29.3 27.4 26.9 24.5 40.0 46.3

EMPLOYEE PAYS ALL 183 6167 151 5101 32 1066
23.1 15.4 23.3 14.7 22.1 20.0

DEPENDENT COVERAGE

TOTAL 792 40074 647 34753 145 5321
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 4 130 1 35 3 95
.5 .3 .2 .1 2.1 1.8

EMPLOYER PAYS FULL COST 109 9949 95 9448 14 501
13.8 24.8 14.7 27.2 9.7 9.4

EMPLOYER-EMPLOYEE 214 10787 171 8993 43 1794
SHARE COST 27.0 26.9 26.4 25.9 29.7 33.7

EMPLOYEE PAYS ALL 465 19208 380 16277 85 2931
58.7 47.9 58.7 46.8 58.6 55.1
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TABLE 3-40A: EMPLOYER-EMPLOYEE CONTRIBUTIONS TO COST OF
SUPPLEMENTARY OR COMPREHENSIVE MAJOR

MEDICAL EXPENSE INSURANCE
FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS

EMPLOYEE COVERAGE

EES INSTS EES INSTS EES

TOTAL 787 56193 661 51572 126 4621
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 2 54 - - 2 54
.3 .1 - - 1.6 1.2

EMPLOYER PAYS FULL COST 384 32407 330 30384 54 2023
48.8 57.7 49.9 58.9 42.9 43.8

EMPLOYER-EMPLOYEE 229 14118 181 12503 48 1615
SHARE COST 29.1 25.1 27.4 24.2 38.1 34.9

EMPLOYEE PAYS ALL 172 .9614 150 8685 22 929
21.9 17.1 22.7 16.8 17.5 20.1

DEPENDENT COVERAGE

TOTAL 787 56193 661 51572 126 4621
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 3 70 - - 3 70
.4 .1 - - 2.4 1.5

EMPLOYER PAYS FULL COST 122 13460 103 12654 19 806
15.5 24.0 15.6 24.5 15.1 17.4

EMPLOYER-EMPLOYEE 215 14907 176 13684 39 1223
SHARE COST 27.3 26.5 26.6 26.5 31.0 26.5

EMPLOYEE PAYS ALL 447 27756 382 25234 65 2522
56.8 49.4 57.8 48.9 51.6 54.6
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TABLE 3 -405: EMPLOYER-EMPLOYEE CONTRIBUTIONS TO COST OF
SUPPLEMENTARY OR COMPREHENSIVE MAJOR

MEDICAL EXPENSE INSURANCE
ADMINISTRATORS

INSTITUTIONS
ALL

PUBLIC PRIVATE

EMPLOYEE COVERAGE

INSTS EES INSTS EES INSTS EES

TOTAL 789 12233 662 10531 127 1702
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 2 21 - - 2 21
.3 .2 - - 1.6 1.2

EMPLOYER PAYS FULL COST 386 6836 331 6044 55 792
48.9 55.9 50.0 57.4 43.3 46.5

EMPLOYER-EMPLOYEE 230 3434 180 2746 50 688
SHARE COST 29.2 28.1 27.2 25.1 39.4 40.4

EMPLOYEE PAYS ALL 171 1942 151 1741 20 201
21.7 15.9 22.8 16.5 15.7 11.8

DEPENDENT COVERAGE

TOTAL 789 12233 662 10531 127 1702
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 3 30 - - 3 30
.4 .2 - - 2.4 1.8

EMPLOYER PAYS FULL COST 123 2629 104 2313 19 316
15.6 21.5 15.7 22.0 15.0 18.6

EMPLOYER-EMPLOYEE 217 3648 176 3084 41 564
SHARE COST 27.5 29.8 26.6 29.3 32.3 33.1

EMPLOYEE PAYS ALL 446 5926 382 5134 64 792
56.5 48.4 57.7 48.8 50.4 46.5

3"
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TABLE 3-40C: EMPLOYER-EMPLOYEE CONTRIBUTIONS TO COST OF
SUPPLEMENTARY OR COMPREHENSIVE MAJOR

MEDICAL EXPENSE INSURANCE
CLERICAL-SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS

EMPLOYEE COVERAGE

EES INSTS EES INSTS EES

TOTAL 774 40378 654 35548 120 4830
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 2 20 - 2 20
.3 * - - 1.7 .4

EMPLOYER PAYS FULL COST 380 23075 332 21194 48 1881
49.1 57.1 50.8 59.6 40.0 38.9

EMPLOYER-EMPLOYEE 226 10419 176 8250 50 2169
SHARE COST 29.2 25.8 26.9 23.2 41.7 44.9

EMPLOYEE PAYS ALL 166 6864 146 6104 20 760
21.4 17.0 22.3 17.2 16.7 15.7

DEPENDENT COVERAGE

TOTAL 774 40378 654 35548 120 4830
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 4 213 1 183 3 30
.5 .5 .2 .5 2.5 .6

EMPLOYER PAYS FULL COST 116 10083 101 9341 15 742
15.0 25.0 15.4 26.3 12.5 15.4

EMPLOYER-EMPLOYEE 211 10560 172 8894 39 1666
SHARE COST 27.3 26.2 26.3 25.0 32.5 34.5

EMPLOYEE PAYS ALL 443 19522 380 17130 63 2392
57.2 48.3 58.1 48.2 52.5 49.5
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TABLE 3-41A: EMPLOYER-EMPLOYEE CONTRIBUTIONS TO COST OF
OTHER PLANS, INCLUDING PREPAID COMMUNITY

GROUP PRACTICE PLANS
FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS

EMPLOYEE COVERAGE

EES INSTS EES INSTS EES

TOTAL 94 13138 93 13106 1 32
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 2 91 2 91
2.1 .7 2.2 .7

EMPLOYER PAYS FULL COST 64 9623 63 9591 1 32
68.1 73.2 67.7 73.2 100.0 100.0

EMPLOYER-EMPLOYEE 27 3345 27 3345 -
SHARE COST 28.7 25.5 29.0 25.5

EMPLOYEE PAYS ALL 1 79 1 79
1.1 .6 1.1 .6

DEPENDENT COVERAGE

TOTAL 94 13138 93 13106 1 32
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 2 91 2 91 - -
2.1 .7 2.2 .7

EMPLOYER PAYS FULL COST 37 6486 37 6486
39.4 49.4 39.8 49.5

EMPLOYER-EMPLOYEE 36 4008 36 4008
SHARE COST 38.3 30.5 38.7 30.6

EMPLOYEE PAYS ALL 19 2553 18 2521 1 32
20.2 19.4 19.4 19.2 100.0 100.0
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TABLE 3-41B: EMPLOYER-EMPLOYEE CONTRIBUTIONS TO COST OF
OTHER PLANS, INCLUDING PREPAID COMMUNITY

GROUP PRACTICE PLANS
ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS

EMPLOYEE COVERAGE

EES INSTS EES INSTS EES

TOTAL 94 2398 93 2387 1 11
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 2 18 2 18
2.1 .8 2.2 .8

EMPLOYER PAYS FULL COST 63 1408 62 1397 1 11
67.0 58.7 66.7 58.5 100.0 100.0

EMPLOYER-EMPLOYEE 28 960 28 960 - -
SHARE COST 29.8 40.0 30.1 40.2

EMPLOYEE PAYS ALL 1 12 1 12
1.1 .5 1.1 .5

DEPENDENT COVERAGE

TOTAL 94 2398 93 2387 1 11
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 2 18 2 18
2.1 .8 2.2 .8

EMPLOYER PAYS FULL COST 36 869 36 869
38.3 36.2 38.7 36.4

EMPLOYER-EMPLOYEE 37 1133 37 1133
SHARE COST 39.4 47.2 39.8 47.5

EMPLOYEE PAYS ALL 19 378 18 367 1 11
20.2 15.8 19.4 15.4 100.0 100.0

3 1
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TABLE 3-41C: EMPLOYER-EMPLOYEE CONTRIBUTIONS TO COST OF
OTHER PLANS, INCLUDING PREPAID COMMUNITY

GROUP PRACTICE PLANS
CLERICAL-SERVICE

INSTITUTIONS
ALL

PUBLIC PRIVATE

EMPLOYEE COVERAGE

INSTS EES INSTS EES INSTS EES

TOTAL 93 9537 92 9477 1 60
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 2 32 2 32 - -
2.2 .3 2.2 .3 - -

EMPLOYER PAYS FULL COST 63 7192 62 7132 1 60
67.7 75.4 67.4 75.3 100.0 100.0

EMPLOYER-EMPLOYEE 27 2257 27 2257 -
SHARE COST 29.0 23.7 29.3 23.8

EMPLOYEE PAYS ALL 1 56 1 56
1.1 .6 1.1 .6

DEPENDENT COVERAGE

TOTAL 93 9537 92 P477 1 60
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 2 32 2 32 - -
2.2 .3 2.2 .3

EMPLOYER PAYS FULL COST 35 5211 35 5211
37.6 54.6 38.0 55.0

EMPLOYER-EMPLOYEE 37 3041 37 3041
SHARE COST 39.8 31.9 40.2 32.1 - -

EMPLOYEE PAYS ALL 19 1253 18 1193 1 60
20.4 13.1 19.6 12.6 100.0 100.0

TABLE 3-41.1A: SHARING OF COST OF DEPENDENTS' BASIC
HOSPITAL-SURGICAL-MEDICAL COVERAGE WHERE EMPLOYER

PAYS FULL COST OF EMPLOYEE COVERAGE
FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 372 32143 319 30387 53 1756
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 1 62 1 62 - -
.3 .2 .3 .2 - -

EMPLOYER PAYS ALL 105 12104 90 11654 15 450
28.2 37.7 28.2 38.4 28.3 25.6

EMPLOYER-EMPLOYEE 66 5362 65 5193 1 169
SHARE COST 17.7 16.7 20.4 17.1 1.9 9.6

EMPLOYEE PAYS ALL 200 14615 163 13478 37 1137
53.8 45.4 51.1 44.3 69.8 64.8

3
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TABLE 3-41.18: SHARING OF COST OF DEPENDENTS' BASIC
HOSPITAL-SURGICAL-MEDICAL COVERAGE WHERE EMPLOYER

PAYS FULL COST OF EMPLOYEE COVERAGE
ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 373 6534 319 5842 54 692
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 1 14 1 14 - -
.3 .2 .3 .2 - -

EMPLOYER PAYS ALL 106 2253 90 2039 16 214
28.4 34.5 28.2 34.9 29.6 30.9

EMPLOYER-EMPLOYEE 66 1200 65 1173 1 27
SHARE COST 17.7 18.4 20.4 20.1 1.9 3.9

EMPLOYEE PAYS ALL 200 3067 163 2616 37 451
53.6 46.9 51.1 44.8 68.5 65.2

TABLE 3-41.1C: SHARING OF COST OF DEPENDENTS' BASIC
HOSPITAL-SURGICAL-MEDICAL COVERAGE WHERE EMPLOYER

PAYS FULL COST OF EMPLOYEE COVERAGE
CLERICAL- SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 373 22813 321 21119 52 1694
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 1 35 1 35 - -
.3 .2 .3 .2 - -

EMPLOYER PAYS ALL 104 9752 90 9251 14 501
27.9 42.7 28.0 43.8 26.9 29.6

EMPLOYER-EMPLOYEE 68 3464 67 3405 1 59
SHARE COST 18.2 15.2 20.9 16.1 1.9 3.5

EMPLOYEE PAYS ALL 200 9562 163 8428 37 1134
53.6 41.9 50.8 39.9 71.2 66.9
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TABLE 3-41.2A: SHARING OF COST OF DEPENDENTS' BASIC
HOSPITAL-SURGICAL-MEDICAL COVERAGE WHERE EMPLOYER

AND EMPLOYEE SHARE THE COST OF
EMPLOYEE COVERAGE

FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

IN STS EES INSTS EES IN STS EES

TOTAL 226 13988 169 12055 57 1933
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

EMPLOYER PAYS ALL 3 175 3 175
1.3 1.3 1.8 1.5

EMPLOYER-EMPLOYEE 148 9238 106 7920 42 1318
SHARE COST 65.5 66.0 62.7 65.7 73.7 68.2

EMPLOYEE PAYS ALL 75 4575 60 3960 15 615
33.2 32.7 35.5 32.8 26.3 31.8

TABLE 3-41.2B: SHARING OF COST OF DEPENDENTS' BASIC
HOSPITAL-SURGICAL-MEDICAL COVERAGE WHERE EMPLOYER

AND EMPLOYEE SHARE THE COST OF
EMPLOYEE COVERAGE

ADMIN ISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 227 3566 167 2734 60 832
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

EMPLOYER PAYS ALL 3 37 3 37
1.3 1.0 1.8 1.4

EMPLOYER-EMPLOYEE 150 2497 105 1890 45 607
SHARE COST 66.1 70.1 62.9 69.1 75.0 73.0

EMPLOYEE PAYS ALL 74 1032 59 807 15 225
32.6 28.9 35.3 29.5 25.0 27.0

3
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TABLE 3- 41.2C: SHARING OF COST OF DEPENDENTS' BASIC
HOSPITAL-SURGICAL-MEDICAL COVERAGE WHERE EMPLOYER

AND EMPLOYEE SHARE THE COST OF
EMPLOYEE COVERAGE

CLERICAL-SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 232 10995 174 8529 58 2466
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

EMPLOYER PAYS ALL 4 170 4 170 - -
1.7 1.5 2.3 2.0 -

EMPLOYER-EMPLOYEE 146 7323 104 5588 42 1735
SHARE COST 63.0 66.6 59.8 65.5 72.4 70.4

EMPLOYEE PAYS ALL 82 3502 66 2771 16 731
35.3 31.9 37.9 32.5 27.6 29.6

TABLE 3-41.3A: SHARING OF COST OF DEPENDENTS' BASIC
HOSPITAL-SURGICAL-MEDICAL COVERAGE WHERE EMPLOYEE

PAYS THE FULL COST OF EMPLOYEE COVERAGE
FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 193 8953 159 7797 34 1156
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

EMPLOYER PAYS ALL 1 24 1 24
.5 .3 .6 .3

EMPLOYEREMPLOYEE
SHARE COST - ..... - - - -

EMPLOYEE PAYS ALL 192 8929 158 7773 34 1156
99.5 99.7 99.4 99.7 100.0 100.0
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TABLE 3-41.3B: SHARING OF COST OF DEPENDENTS' BASIC
HOSPITAL-SURGICAL-MEDICAL COVERAGE WHERE EMPLOYEE

PAYS THE FULL COST OF EMPLOYEE COVERAGE
ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

IN STS EES IN STS EES IN STS EES

TOTAL 191 2011 160 1719 31 292
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

EMPLOYER PAYS ALL 1 11 1 11
.5 .5 .6 .6

EMPLOYER - EMPLOYEE
SHARE COST

EMPLOYEE PAYS ALL 190 2000 159 1708 31 292
99.5 99.5 99.4 994 100.0 100.0

TABLE 3-41.3C: SHARING OF COST OF DEPENDENTS' BASIC
HOSPITAL-SURGICAL-MEDICAL COVERAGE WHERE EMPLOYEE

PAYS THE FULL COST OF EMPLOYEE COVERAGE
CLER ICAL-SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES IN STS EES

TOTAL 183 6167 151 5101 32 1066
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE - -
EMPLOYER PAYS ALL 1 27 1 17

.5 .4 .7 .5

EMPLOYER - EMPLOYEE
SHARE COST

EMPLOYEE PAYS ALL 182 6140 150 5074 32 1066
99.5 99.6 99.3 99.5 100.0 100.0
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TABLE 3-41.4A: SHARING OF COST OF DEPENDENTS' MAJOR
MEDICAL OR COMPREHENSIVE COVERAGE WHERE EMPLOYER

PAYS FULL COST OF EMPLOYEE COVERAGE
FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 384 32407 330 30384 54 2023
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

EMPLOYER PAYS ALL 116 13166 97 12360 19 806
30.2 40.6 29.4 40.7 35.2 39.8

EMPLOYER-EMPLOYEE 66 5425 65 5402 1 23
SHARE COST 17.2 16.7 19.7 17.8 1.9 1.1

EMPLOYEE PAYS ALL 202 13816 168 12622 34 1194
52.6 42.7 50.9 41.5 62.9 59.1

TABLE 3-41.4B: SHARING OF COST OF DEPENDENTS' MAJOR
MEDICAL OR COMPREHENSIVE COVERAGE WHERE EMPLOYER

PAYS FULL COST OF EMPLOYEE COVERAGE
ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 386 6836 331 6044 55 792
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

EMPLOYER PAYS ALL 118 2572 99 2256 19 316
30.6 37.6 29.9 37.3 34.5 39.9

EMPLOYER-EMPLOYEE 66 1225 65 1212 1 13
SHARE COST 17.1 17.9 19.6 20.1 1.8 1.6

EMPLOYEE PAYS ALL 202 3039 167 2576 35 463
52.3 44.5 50.5 42.6 63.7 58.5
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TABLE 3-41.4C: SHARING OF COST OF DEPENDENTS' MAJOR
MEDICAL OR COMPREHENSIVE COVERAGE WHERE EMPLOYER

PAYS FULL COST OF EMPLOYEE COVERAGE
CLERICAL-SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 380 23075 332 21194 48 1881
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 1 183 1 183 - -
.3 .8 .3 .9 - -

EMPLOYER PAYS ALL 110 9926 95 9184 15 742
28.9 43.0 28.6 43.3 31.3 39.4

EMPLOYER-EMPLOYEE 67 3768 66 3713 1 55
SHARE COST 17.6 16.3 19.9 17.5 2.1 2.9

EMPLOYEE PAYS ALL 202 9198 170 8114 32 1084
53.2 39.9 51.2 38.3 66.6 57.7

TABLE 3-41.5A: SHARING OF COST OF DEPENDENTS' MAJOR
MEDICAL OR COMPREHENSIVE COVERAGE WHERE EMPLOYER

AND EMPLOYEE SHARE COST OF EMPLOYEE COVERAGE
FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 229 14118 181 12503 48 1615
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 1 16 - - 1 iS
.4 .1 - - 2.1 .1.0

EMPLOYER PAYS ALL 3 161 3 161 -
1.3 1.1 1.7 1.3 -

EMPLOYER-EMPLOYEE 149 9482 111 8282 38 1200
SHARE COST 65.1 67.2 61.3 66.2 79.1 74.3

EMPLOYEE PAYS ALL 76 4459 67 4060 9 399
33.2 31.6 37.0 32.5 18.8 24.7
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TABLE 3-41.5B: SHARING OF COST OF DEPENDENTS' MAJOR
MEDICAL OR COMPREHENSIVE COVERAGE WHERE EMPLOYER

AND EMPLOYEE SHARE COST OF EMPLOYEE COVERAGE
ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 230 3434 180 2746 50 688
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 1 9 1 9
.4 .3 2.0 1.3

EMPLOYER PAYS ALL 2 32 2 32 - -
.9 .9 1.1 1.2 - -

EMPLOYER-EMPLOYEE 151 2423 111 1872 40 551
SHARE COST 65.7 70.6 61.7 68.1 80.0 80.1

EMPLOYEE PAYS ALL 76 970 67 842 9 128
33.0 28.2 37.2 30.7 18.0 18.6

TABLE 3-41.5C: SHARING OF COST OF DEPENDENTS' MAJOR
MEDICAL OR COMPREHENSIVE COVERAGE WHERE EMPLOYER

AND EMPLOYEE SHARE COST OF EMPLOYEE COVERAGE
CLERICAL-SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES IN STS EES INSTS EES

TOTAL 226 10419 176 8250 50 2169
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 1 10 - - 1 10
.4 .1 - - 2.0 .5

EMPLOYER PAYS ALL 3 114 3 114 - -
1.3 1.1 1.7 1.4 - -

EMPLOYER - EMPLOYEE 144 6792 106 5181 38 1611
SHARE COST 63.8 65.2 60.2 62.8 76.0 74.2

EMPLOYEE PAYS ALL 78 3503 67 2955 11 548
34.5 33.6 38.1 35.8 22.0 25.3

3/
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TABLE 3-41.6A: SHARING OF COST OF DEPENDENTS' MAJOR
MEDICAL OR COMPREHENSIVE COVERAGE WHERE EMPLOYEE

PAYS THE FULL COST OF EMPLOYEE COVERAGE
FACULTY

ALL
INSTITUTIONS "LIBLIC PRIVATE

INSTS EES IN.STS EES INSTS EES

TOTAL 172 9614 150 8685 22 929
100.0 100.0 100.0 100 0 100.0 100.0

NO RESPONSE

EMPLOYER PAYS ALL 3 133 3 133
1.7 1.4 2.0 1.5

EMPLOYEREMPLOYEE
SHARE COST

EMPLOYEE PAYS ALL 169 9481 147 8552 22 929
98.3 98.6 98.0 98.5 100.0 100.0

TABLE 3-41.6B: SHARING OF COST OF DEPENDENTS' MAJOR
MEDICAL OR COMPREHENSIVE COVERAGE WHERE EMPLOYEE

PAYS THE FULL COST OF EMPLOYEE COVERAGE
ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 171 1942 151 1741 20 201
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE - - -
EMPLOYER PAYS ALL 3 25 3 25

1.8 1.3 2.0 1.4

EMPLOYER-EMPLOYEE
SHARE COST

EMPLOYEE PAYS ALL 168 1917 148 1716 20 201
98.2 98.7 98.0 98.6 100.0 100.0

J/J
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TABLE 3-41.6C: SHARING OF COST OF DEPENDENTS' MAJOR
MEDICAL OR COMPREHENSIVE COVERAGE WHERE EMPLOYEE

PAYS THE FULL COST OF EMPLOYEE COVERAGE
CLERICAL-SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 166 6864 146 6104 20 760
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

EMPLOYER PAYS ALL 3 43 3 43
1.8 .6 2.1 .7

EMPLOYER-EMPLOYEE
SHARE COST

EMPLOYEE PAYS ALL 163 6821 143 6061 20 760
98.2 99.4 97.9 99.3 100.0 100.0

TABLE 3-41.7A: SHARING OF COST OF DEPENDENTS' PREPAID
GROUP PRACTICE COVERAGE WHERE EMPLOYER PAYS

FULL COST OF EMPLOYEE COVERAGE
FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 64 9623 63 9591 1 32
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

EMPLOYER PAYS ALL 36 6448 36 6448
56.2 67.0 57.2 67.2

EMPLOYER-EMPLOYEE 14 1563 14 1563
SHARE COST 21.9 16.2 22.2 16.3

EMPLOYEE PAYS ALL 14 1612 13 1580 1 32
21.9 16.8 20.6 16.5 100.0 100.0
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TABLE 3-41.7B: SHARING OF COST OF DEPENDENTS' PREPAID
GROUP PRACTICE COVERAGE WHERE EMPLOYER PAYS

FULL COST OF EMPLOYEE COVERAGE
ADM IN ISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 63 1408 62 1397 1 11
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

EMPLOYER PAYS ALL 35 864 35 864
55.6 61.4 56.4 61.8

EMPLOYER- EMPLOYEE 14 289 14 289
SHARE COST 22.2 20.5 22.6 20.7

EMPLOYEE PAYS ALL 14 255 13 244 1 11
22.2 18.1 21.0 17.5 100.0 100.0

TABLE 3-41.7C: SHARING OF COST OF DEPENDENTS' PREPAID
GROUP PRACTICE COVERAGE WHERE EMPLOYER PAYS

FULL COST OF EMPLOYEE COVERAGE
CLERICAL SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 63 7192 62 7132 1 60
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

EMPLOYER PAYS ALL 34 5186 34 5186 - -
54.0 72.1 54.8 72.7

EMPLOYER-EMPLOYEE 15 1212 15 1212
SHARE COST 23.8 16.9 24.2 17.0

EMPLOYEE PAYS ALL 14 794 13 734 1 60
22.2 11.0 21.0 10.3 100.0 100.0

381
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TABLE 3-41.8A: SHARING OF COST OF DEPENDENTS' PREPAID
GROUP PRACTICE COVERAGE WHERE EMPLOYER AND

EMPLOYEE SHARE COST OF EMPLOYEE COVERAGE
FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 27 3345 27 3345 - -
100.0 100.0 100.0 100.0 - -

NO RESPONSE

EMPLOYER PAYS ALL 1 38 1 38 -
3.7 1.1 3.7 1.1 - -

EMPLOYER- EMPLOYEE 22 2445 22 2445
SHARE COST 81.5 73.1 81.5 73.1

EMPLOYEE PAYS ALL 4 862 4 862
14.8 25.8 14.8 25.8

TABLE 3-41.8B: SHARING OF COST OF DEPENDENTS' PREPAID
GROUP PRACTICE COVERAGE WHERE EMPLOYER AND

EMPLOYEE SHARE COST OF EMPLOYEE COVERAGE
ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 28 960 28 960
100.0 100.0 100.0 100.0

NO RESPONSE

EMPLOYER PAYS ALL 1 5 1 5
3.6 .5 3.6 .5

EMPLOYER-EMPLOYEE 23 844 23 844
SHARE COST 82.1 87.9 82.1 87.9

EMPLOYEE PAYS ALL 4 111 4 111
14.3 11.6 14.3 11.6

3
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TABLE 3-41.8C: SHARING OF COST OF DEPENDENTS' PREPAID
GROUP PRACTICE COVERAGE WHERE EMPLOYER AND

EMPLOYEE SHARE COST OF EMPLOYEE COVERAGE
CLERICAL-SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES IN STS EEF INSTS EES

TOTAL 27 2257 27 2257
100.0 100.0 100.0 100.0

NO RESPONSE

EMPLOYER PAYS ALL 1 25 1 25
3.7 1.1 3.7 1.1

EMPLOYER-EMPLOYEE 22 1829 22 1829
SHARE COST 81.5 81.0 81.5 81.0

EMPLOYEE PAYS ALL 4 403 4 403
14.8 17.9 14.8 17.9

TABLE 3-41.9A: SHARING OF COST OF DEPENDENTS' PREPAID
GROUP PRACTICE COVERAGE WHERE EMPLOYEE PAYS THE

FULL COST OF EMPLOYEE COVERAGE
FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 1 79 1 79
100.0 100.0 100.0 100.0

NO RESPONSE

EMPLOYER PAYS ALL

EMPLOYER-EMPLOYEE
SHARE COST

EMPLOYEE PAYS ALL 1 79 1 79
100.0 100.0 100.0 100.0
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TABLE 3-41.9B: SHARING OF COST OF
GROUP PRACTICE COVERAGE WHERE

FULL COST OF EMPLOYEE
ADMINISTRATORS

373

DEPENDENTS' PREPAID
EMPLOYEE PAYS THE
COVERAGE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 1 12 1 12
100.0 100.0 100.0 100.0

NO RESPONSE

EMPLOYER PAYS ALL

EMPLOYEREMPLOYEE
SHARE COST

EMPLOYEE PAYS ALL 1 12 1 12
100.0 100.0 100.0 100.0

TABLE 3-41.9C: SHARING OF COST OF DEPENDENTS' F:1EPAID
GROUP PRACTICE COVERAGE WHERE EMPLOYEE PAYS THE

FULL COST OF EMPLOYEE COVERAGE
CLERICALSERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 1 56 1 56
100.0 100.0 100.0 100.0

NO RESPONSE

EMPLOYER PAYS ALL

EMPLOYER-EMPLOYEE
SHARE COST

EMPLOYEE PAYS ALL 1 56 1 56
100.0 100.0 100.0 100.0

38
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TABLE 3-42A: MAJOR MEDICAL PLANS: PER CAUSE OR
ALL CAUSE DEDUCTIBLE

FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 787 56193 661 51572 126 4621
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 55 2375 37 1888 18 487
7.0 4.2 5.6 3.7 14.3 10.5

PER CAUSE 121 7908 107 7344 14 564
15.4 14.1 16.2 14.2 11.1 12.2

ALL CAUSE 587 43456 499 40095 88 3361
74.6 77.3 75.5 77.7 69.8 72.8

OTHER 24 2454 18 2245 6 209
3.0 4.4 2.7 4.4 4.8 4.5

TABLE 3-42B: MAJOR MEDICAL PLANS: PER CAUSE OR
ALL CAUSE DEDUCTIBLE

ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 789 12233 662 10531. 127 1702
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 54 607 36 414 18 193
6.8 5.0 5.4 3.9 14.2 11.3

PER CAUSE 122 1819 107 1633 15 186
15.5 14.9 16.2 15.5 11.8 10.9

ALL CAUSE 588 9505 500 8268 88 1237
74.5 77.6 75.5 78.5 69.3 72.7

OTHER 25 302 19 216 6 86
3.2 2.5 2.9 2.1 4.7 5.1
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TABLE 3-42C: MAJOR MEDICAL PLANS: PER CAUSE OR
ALL CAUSE DEDUCTIBLE

CLERICAL-SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 774 40378 654 35548 120 4830
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 52 1802 37 1324 15 478
6.7 4.5 5.7 3.7 12.5 9.9

PER CAUSE 122 5571 107 4919 15 652
15.8 13.8 16.4 13.8 12.5 13.5

ALL CAUSE 576 30707 492 27272 84 3435
74.4 76.0 75.1 76.8 70.0 71.1

OTHER 24 2298 18 2033 6 265
3.1 5.7 2.8 5.7 5.0 5.5

TABLE 3-43A: MAJOR MEDICAL PLANS: CASH DEDUCTIBLE
AMOUNT, UNIFORM OR DIFFERING AMONG PARTICIPANTS

FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 787 56193 661 51572 126 4621
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 69 3628 48 3080 21 548
8.8 6.5 7.3 6.0 16.7 11.9

SAME FOR ALL 652 48065 558 44473 94 3592
PARTICIPANTS 82.8 85.5 84.4 86.2 74.6 77.7

DIFFERS AMONG PARTICI- 34 2759 32 2608 2 151
PANTS ACCORDING TO 4.3 4.9 4.8 5.1 1.6 3.3
BASE PLAN COVERAGE

OTHER 32 1741 23 1411 9 330
4.1 3.1 3.5 2.7 7.1 7.1
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TABLE 3-43B: MAJOR MEDICAL PLANS: CASH DEDUCTIBLE
AMOUNT, UNIFORM OR DIFFERING AMONG PARTICIPANTS

ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 789 12233 662 10531 127 1702
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 68 858 47 629 21 229
8.6 7.0 7.1 6.0 16.5 13.5

SAME FOR ALL 655 10616 560 9325 95 1291
PARTICIPANTS 83.0 86.8 84.6 88.5 74.8 75.9

DIFFERS AMONG PARTICI- 34 299 32 254 2 45
PANTS ACCORDING TO 4.3 2.4 4.8 2.4 1.6 2.6
BASE PLAN COVERAGE

OTHER 32 460 23 323 9 137
4.1 3.8 3.5 3.1 7.1 8.0

TABLE 3-43C: MAJOR MEDICAL PLANS: CASH DEDUCTIBLE
AMOUNT, UNIFORM OR DIFFERING AMONG PARTICIPANTS

CLERICAL-SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 774 40378 654 35548 120 4830
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 66 2512 48 1953 18 559
8.5 6.2 7.3 5.5 15.0 11.6

SAME FOR ALL 642 34205 551 30467 91 3738
PARTICIPANTS 82.9 84.7 84.3 85.7 75.8 77.3

DIFFERS AMONG PARTICI- 33 2258 31 2134 2 124
PANTS ACCORDING TO 4.3 5.6 4.7 6.0 1.7 2.6
BASE PLAN COVERAGE

OTHER 33 1403 24 994 9 409
4.3 3.5 3.7 2.8 7.5 8.5
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TABLE 3-44A: MAJOR MEDICAL PLANS: CASH DEDUCTIBLE
AMOUNTS REPORTED AS SAME FOR ALL PARTICIPANTS

FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 652 48065 558 44473 94 3592
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 78 4978 66 4704 12 274
12.0 10.4 11.8 10.6 12.8 7.6

LESS THAN $50 22 867 15 561 7 306
3.4 1.8 2.7 1.3 7.4 8.5

$50 144 13484 136 13251 8 233
22.1 28.1 24.4 29.8 8.5 6.5

$51-99 4 811 4 811 - -
.6 1.7 .7 1.8 - -

$100 368 26495 309 23888 59 2607
56.2 55.1 55.3 53.8 62.8 72.6

$101 -149 1 64 1 64 - -
.2 .1 .2 .1 - -

$150 1 58 1 58 - -
.2 .1 .2 .1 - -

$151 -199

$200 24 954 19 836 5 118
3.7 2.0 3.4 1.9 5.3 3.3

$201-249

$250 2 43 - - 2 43
.3 .1 - - 2.1 1.2

$251-499 7 253 6 242 1 11
1.1 .5 1.1 .5 1.1 .3

$500 1 58 1 58 -
.2 .1 .2 .1

OVER $500
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TABLE 3-44B: MAJOR MEDICAL PLANS: CASH DEDUCTIBLE
AMOUNTS REPORTED AS SAME FOR ALL PARTICIPANTS

ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 655 10616 560 9325 95 1291
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 80 1104 67 998 13 106
12.2 10.4 12.0 10.7 13.7 8.2

LESS THAN $50 22 223 15 125 7 98
3.4 2.1 2.7 1.3 7.4 7.6

$50 144 2810 136 2708 8 102
22.0 26.5 24.3 29.0 8.4 7.9

$51-99 4 42 4 42 -- -
.6 .4 .7 .5 -- -

$100 368 6022 309 5109 59 913
56.0 56.6 55.0 54.8 62.0 70.8

$101-149 1 28 1 28 - -
.2 .3 .2 .3 -- -

$150 2 24 2 24 -- -
.3 .2 .4 .3 - -

$151-199 _
$200 24 262 19 215 5 47

3.7 2.5 3.4 2.3 5.3 3.6

$201-249

$250 2 18 - - 2 18
.3 .2 - - 2.1 1.4

$251-499 7 70 6 63 1 7
1.1 .7 1.1 .7 1.1 .5

$500 1 13 1 13 - -
.2 .1 .2 .1 - -

OVER $500
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TABLE 3-44C: MAJOR MEDICAL PLANS: CASH DEDUCTIBLE
AMOUNTS REPORTED AS SAME FOR ALL PARTICIPANTS

CLERICALSERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 642 34205 551 30467 91 3738
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 78 3391 67 3106 11 285
12.1 9.9 12.2 10.2 12.1 7.6

LESS THAN $50 21 521 14 301 7 220
3.3 1.5 2.5 1.0 7.7 5.9

$50 138 9102 130 8793 8 309
21.5 26.6 23.6 28.9 8.8 8.3

$51-99 4 323 4 323
.6 .9 .7 1.1 -

$100 362 19663 305 16989 57 2674
56.3 57.7 55.3 55.6 62.6 71.5

$101-149 1 25 1 25
.2 .1 .2 .1

$150 1 46 1 46
.2 .1 .2 .2

$151-199

$200 27 823 22 629 5 194
4.2 2.4 4.0 2.1 5.5 5.2

$201-249 - - - -- - - -
$250 2 49 - - 2 49

.3 .1 - 2.2 1.3

$251--499 7 218 6 211 1 7
1.1 .6 1.1 .7 1.1 .2

$500 1 44 1 44 - -
.2 .1 .2 .1

OVER $500
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TABLE 3-45A: MAJOR MEDICAL PLANS: PERIOD OF TIME
(DEDUCTIBLE ACCUMULATION PERIOD) WITHIN WHICH

COVERED MEDICAL EXPENSES MUST BE INCURRED
IN ORDER TO SATISFY DEDUCTIBLE AMOUNT

FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 787 56193 661 51572 126 4621
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 55 2456 37 1977 18 479
7.0 4.4 5.6 3.8 14.3 10.4

THE CALEN DAR YEAR 403 33370 347 31345 56 2025
51.3 59.4 52.5 60.8 44.4 43.8

ANY 12MONTH PERIOD 138 9540 122 9073 16 467
17.5 17.0 18.5 17.6 12.7 10.1

3 MONTHS 127 6146 106 4996 21 1150
16.1 10.9 16.0 9.7 16.7 24.9

6 MONTHS 18 10:' 13 919 5 103
2.3 1.8 2.0 1.8 4.0 2.2

OTHER 46 3659 36 3262 10 397
5.8 6.5 5.4 6.3 7.9 8.6

TABLE 3-45B: MAJOR MEDICAL PLANS: PERIOD OF TIME
(DEDUCTIBLE ACCUMULATION PERIOD) WITHIN WHICH

COVERED MEDICAL EXPENSES MUST BE INCURRED
IN ORDER TO SATISFY DEDUCTIBLE AMOUNT

ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

IN STS EES INSTS EES INSTS EES

TOTAL 789 12233 662 10531 127 1702
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 54 619 36 423 18 196
6.8 5.1 5.4 4.0 14.2 11.5

THE CALEN DAR YEAR 404 7076 348 6233 56 843
51.3 57.8 52.6 59.2 44.1 49.5

ANY 12-MONTH PERIOD 139 2093 122 1952 17 141
17.6 17.1 18.4 18.5 13.4 8.3

3 MONTHS 128 1519 107 1176 21 343
16.2 12.4 16.2 11.2 16.5 20.2

6 MONTHS 18 243 13 199 5 44
2.3 2.0 2.0 1.9 3.9 2.6

OTHER 46 683 36 548 10 135
5.8 5.6 5.4 5.2 7.9 7.9

3 3.1.



APP. B 381

TABLE 3-45C: MAJOR MEDICAL PLANS: PERIOD OF TIME
(DEDUCTIBLE ACCUMULATION PERIOD) WITHIN WHICH

COVERED MEDICAL EXPENSES MUST BE INCURRED
IN ORDER TO SATISFY DEDUCTIBLE AMOUNT

CLERICAL-SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 774 40378 654 35548 120 4830
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 52 1890 37 1411 15 479
6.7 4.7 5.7 4.0 12.5 9.9

THE CALENDAR YEAR 400 24007 346 22060 54 1947
51.7 59.4 52.9 62.1 45.0 40.4

ANY 12MONTH PERIOD 137 7217 121 6690 16 527
17.7 17.9 18.5 18.8 13.3 10.9

3 MONTHS 120 4273 100 2964 20 1309
15.5 10.6 15.3 8.3 16.7 27.1

6 MONTHS 19 690 14 563 5 127
2.5 1.7 2.1 1.6 4.2 2.6

OTHER 46 2301 36 1860 10 441
5.9 5.7 5.5 5.2 8.3 9.1

1
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TABLE 3-46A: MAJOR MEDICAL PLANS: DEDUCTIBLE ACCUMU-
LATION PERIOD BY PER CAUSE OR ALL CAUSE DEDUCTIBLE

FACULTY

PER CAUSE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 121 7908 107 7344 14 564
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 2 79 1 63 1 16
1.7 1.0 .9 .9 7.1 2.8

THE CALENDAR YEAR 27 2036 25 1949 2 87
22.3 25.7 23.4 26.5 14.3 15.4

ANY 12 MONTH PERIOD 29 2218 26 2077 3 141
24.0 28.0 24.3 28.3 21.4 25.0

3 MONTHS 53 2492 48 2311 5 181
43.8 31.5 44.9 31.5 35.7 32.1

6 MONTHS 6 383 4 338 2 45
5.0 4.8 3.7 4.6 14.3 8.0

OTHER 4 700, 3 606 1 94
3.3 8.9 2.8 8.3 7.1 16.7

ALL CAUSE

TOTAL 587 43456 499 40095 88 3361
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 3 146 3 146 - -
.5 .3 .6 .4 - -

THE CALENDAR YEAR 366 29524 313 27610 53 1914
62.4 67.9 62.7 68.9 60.2 56.9

ANY 12 MONTH PERIOD 105 7204 92 6878 13 326
17.9 16.6 18,4 17.2 14.8 9.7

3 MONTHS 73 3624 57 2655 16 969
12.4 8.3 11,4 6.6 18.2 28.8

6 MONTHS 12 639 9 581 3 58
2.0 1,5 1.8 1.4 3.4 1.7

OTHER 28 2319 25 2225 3 94
4.8 5,3 5.0 5.5 3.4 2.8

3 : 3
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TABLE 3-46B: MAJOR MEDICAL PLANS: DEDUCTIBLE ACCUMU-
LATION PERIOD BY PER CAUSE OR ALL CAUSE DEDUCTIBLE

ADMINISTRATORS

PER CAUSE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 122 1819 107 1633 15 186
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 2 21 1 12 1 9
1.6 1.2 .9 .7 6.7 4.8

THE CALENDAR YEAR 27 460 25 431 2 29
22.1 25.3 23.4 26.4 13.3 15.6

ANY 12 MONTH PERIOD 30 497 26 479 4 18
24.6 27.3 24.3 29.3 26.7 9.7

3 MONTHS 53 606 48 513 5 93
43.4 33.3 44.9 31.4 33.3 50.0

6 MONTHS 6 103 4 83 2 20
4.9 5.7 3.7 5.1 13.3 10.8

OTHER 4 132 3 115 1 17
3.3 7.3 2.8 7.0 6.7 9.1

ALL CAUSE

TOTAL 588 9505 500 8268 88 1237
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 3 26 3 26 - -
.5 .3 .6 .3 - -

THE CALEN DAR YEAR 366 6509 313 5701 53 808
62.2 68.5 62.6 69.0 60.2 65.3

ANY 12 MONTH PERIOD 105 1571 92 1448 13 123
17.9 16.5 18.4 17.5 14.8 9,9

3 MONTHS 74 902 58 652 16 250
12.6 9.5 11.6 7.9 18.2 20.2

6 MONTHS 12 140 9 116 3 24
2.0 1.5 1.8 1.4 3.4 1.9

OTHER 28 357 25 325 3 32
4.8 3.8 5.0 3.9 3.4 2.6
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TABLE 3-46C: MAJOR MEDICAL PLANS: DEDUCTIBLE ACCUMU-
LATION PERIOD BY PER CAUSE OR ALL CAUSE DEDUCTIBLE

CLERICALSERVICE

PER CAUSE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 122 5571 107 4919 15 652
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 2 50 1 40 1 10
1.6 .9 .9 .8 6.7 1.5

THE CALENDAR YEAR 27 1171 25 1125 2 46
22.1 21.0 23.4 22.9 13.3 7.1

ANY 12 MONTH PERIOD 29 1720 26 1593 3 127
23.8 30.9 24.3 32.4 20.0 19.5

3 MONTHS 53 1914 47 1538 6 376
43.4 34.4 43.9 31.3 40.0 57.7

6 MONTHS 7 315 5 247 2 68
5.7 5.7 4.7 5.0 13.3 10.4

OTHER 4 401 3 376 1 25
3.3 7.2 2.8 7.6 6.7 3.8

ALL CAUSE

TOTAL 576 30707 492 27272 84 3435
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 3 85 3 85 - -
.5 .3 .6 .3 - -

THE CALENDAR YEAR 363 21018 312 19126 51 1892
63.0 68.4 63.4 70.1 60.7 55.1

ANY 12 MONTH PERIOD 104 5464 91 5064 13 400
18.1 17.8 18.5 18.6 15.5 11.6

3 MONTHS 66 2344 52 1411 14 933
11.5 7.6 10.6 5.2 16.7 27.2

6 MONTHS 12 375 9 316 3 59
2.1 1.2 1.8 1.2 3.6 1.7

OTHER 28 1421 25 1270 3 151
4.9 4.6 5.1 4.7 3.6 4.4

,
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TABLE 3-47A: MAJOR MEDICAL PLANS: DEDUCTIBLE ACCUMU-
LATION PERIOD BY UNIFORM DEDUCTIBLE AMOUNT

FACULTY

THE CALENDAR YEAR

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 403 33370 347 31345 56 2025
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 59 5287 46 4931 13 356
14.6 15.8 13.3 15.7 23.2 17.6

UNDER $50 8 293 6 233 2 60
2.0 .9 1.7 .7 3.6 3.0

$50 123 11918 116 11730 7 188
30.5 35.7 33.4 .37.4 12.5 9.3

$100 203 15415 170 14006 33 1409
50.4 46.2 49.0 4.7 58.9 69.6

$150

$200 9 392 8 380 1 12
2.2 1.2 2.3 1.2 1.8 .6

OVER $200 10 457 9 445 1 12
2.5 1.4 2.6 1.4 1.8 .6

OTHER

ANY 12MONTH PERIOD

TOTAL 138 9540 122 9073 16 467
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 47 2697 44 2606 3 91
34.1 28.3 36.1 28.7 18.8 19.5

UNDER $50 2 33 1 25 1 8
1.4 .3 .8 .3 6.3 1.7

$50 14 659 14 659 - -
10.1 6.9 11.5 7.3 - -

$100 62 5596 53 5269 9 327
44.9 58.7 43.4 58.1 56.3 70.0

$150 1 58 1 58 - -
.7 .6 .8 .6 -

$200 7 304 5 274 2 30
5.1 3.2 4.1 3.0 12.5 G.4

OVER $200 11 433 8 392 3 41
8.0 4.5 6.6 4.3 18.8 8.8

OTHER 1 64 1 64 - -
.7 .7 .8 .7 - -

3
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TABLE 3-47A: MAJOR MEDICAL PLANS: DEDUCTIBLE ACCUMU-
LATION PERIOD BY UNIFORM DEDUCTIBLE AMOUNT

FACULTY

3 MONTHS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 127 6146 106 4996 21 1150
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 22 1002 19 837 3 165
17.3 16.3 17.9 16.8 14.3 14.3

UNDER $50 9 262 7 148 2 114
7.1 4.3 6.6 3.0 9.5 9.9

$50 3 250 2 205 1 45
2.4 4.1 1.9 4.1 4.8 3.9

$100 89 4493 74 3667 15 826
70.1 73.1 69.8 73.4 71.4 71.8

$150

$200 1 22 1 22 - -
.8 .4 .9 .4 - -

OVER $200 4 139 4 139 - -
3.1 2.3 3.8 2.8 - -

OTHER

6 MONTHS

TOTAL 18 1022 13 919 5 103
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 7 289 6 274 1 15
38.9 28.3 46.2 29.8 20.0 14.6

UNDER $50 - - -
$50

$100 9 690 7 645 2 45
50.0 67.5 53.8 70.2 40.0 43.7

$150

$200

OVER $200 2 43 - 2 43
11.1 4.2 40.0 41.7

OTHER

3s:4
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TABLE 3-47A: MAJOR MEDICAL PLANS: DEDUCTIBLE ACCUMU-
LATION PERIOD BY UNIFORM DEDUCTIBLE AMOUNT

FACULTY

OTHER

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 46 3659 36 3262 10 397
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 28 1614 21 1387 7 227
60.9 44.1 58.3 42.5 70.0 57.2

UNDER $50 2 249 1 155 1 94
4.3 6.8 2.8 4.8 10.0 23.7

$50 3 633 3 633 -
6.5 17.3 8.3 19.4

$100 2 116 2 116
4.3 3.2 5.6 3.6

$150

$200 7 236 5 160 2 76
15.2 6.4 13.9 4.9 20.0 19.1

OVER $200 7 236 5 160 2 76
15.2 6.4 13.9 4.9 20.0 19.1

OTHER 4 811 4 811 - -
8.7 22.2 11.1 24.9

3 .4'6



388 APP. B

TABLE 3-47B: MAJOR MEDICAL PLANS: DEDUCTIBLE ACCUMU-
LATION PERIOD BY UNIFORM DEDUCTIBLE AMOUNT

ADMINISTRATORS

THE CALENDAR YEAR

ALL
INSTITUTIONS PUBLIC PRIVATE

IN STS EES IN STS EES IN STS EES

TOTAL 404 7076 348 6233 56 843
100.v 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 59 873 46 729 13 144
14.6 12.3 13.2 11.7 23.2 17.1

UNDER $50 8 62 6 51 2 11
2.0 .9 1.7 .8 3.6 1.3

$50 123 2505 116 2426 7 79
30.4 35.4 33.3 38.9 12.5 9.4

$100 203 3513 170 2914 33 599
50.2 49.6 48.9 46.8 58.9 71.1

$150 1 3 1 3 - -
.2 * .3 * - -

$200 9 115 8 105 1 10
2.2 1.6 2.3 1.7 1.8 1.2

OVER $200 10 120 9 110 1 10
2.5 1.7 2.6 1.8 1.8 1.2

OTHER

ANY 12MONTH PERIOD

TOTAL 139 2093 122 1952 17 141
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 48 612 44 575 4 37
34.5 29.2 ;5.1 29.5 23.5 .26.2

UN DER $50 2 7 1 5 1 2
1.4 .3 .8 .3 5.9 1.4

$50 14 135 14 135
10.1 6.5 11.5 6.9

$100 62 1206 53 1124 9 82
44.6 57.6 43.4 57.6 52.9 58.2

$150 1 21 1 21 - -
.7 1.0 .8 1.1 - -

$200 7 54 5 41 2 13
5.0 2.6 4.1 2.1 11.8 9.2

OVER $200 11 84 8 64 3 20
7.9 4.0 6.6 3.3 17.6 14.2

OTH El 1 28 1 28
.7 1.3 .8 1.4

3 -3
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TABLE 3-47B: MAJOR MEDICAL PLANS: DEDUCTIBLE ACCUMU-
LATION PERIOD BY UNIFORM DEDUCTIBLE AMOUNT

ADMINISTRATORS

3 MONTHS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 128 1519 107 1176 21 343
100.0 100.0 100.0 100.0 130.0 100.0

NO RESPONSE 23 261 20 212 3 49
18.0 17.2 18.7 18.0 14.3 14.3

UNDER $50 9 98 7 40 2 58
7.0 6.5 6.5 3.4 9.5 16.9

$50 3 48 2 25 1 32
2.3 3.2 1.9 2.1 4.8 6.7

$100 89 1057 74 844 15 213
69.5 69.6 69.2 71.8 71.4 62.1

$150

$200 1 7 1 7
.8 .5 .9 .6

OVER $200 4 55 4 55
3.1 3.6 3.7 4.7

OTHER

6 MONTHS

TOTAL 18 243 13 199 5 44
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 7 37 6 30 1 7
38.9 15.2 46.2 15.1 20.0 15.9

UNDER $50

$50

$100 9 188 7 169 2 19
50.0 77.4 53.8 84.9 40.0 43.2

$150

$200

OVER $200 2 18 - - 2 18
11.1 7.4 40.0 40.9

OTHER

4U
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TABLE 3-47B: MAJOR MEDICAL PLANS: DEDUCTIBLE ACCUMU-
LATION PERIOD BY UNIFORM DEDUCTIBLE AMOUNT

ADM IN ISTRATORS

OTHER

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES IN STS EES

TOTAL 46 683 36 548 10 135
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 28 367 21 273 7 94
60.9 53.7 58.3 49.8 70.0 69.6

UN DER $50 2 46 1 29 1 17
4.3 6.7 2.8 5.3 10.0 12.6

$50 3 115 3 115 - -
6.5 16.8 8.3 21.0 -

$100 2 27 2 27 -
4.3 4.0 5.6 4.9 -

$150

$200 7 86 5 62 2 24
15.2 12.6 13.9 11.3 20.0 17.8

OVER $200 7 86 5 62 2 24
15.2 12.6 13.9 11.3 20.0 17.8

OTHER 4 42 4 42
8.7 6.1 11.1 7.7

11U k.
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TABLE 3-47C: MAJOR MEDICAL PLANS: DEDUCTIBLE ACCUMU-
LATION PERIOD BY UNIFORM DEDUCTIBLE AMOUNT

CLERICAL-SERVICE

THE CALENDAR YEAR

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 400 24007 346 22060 54 1947
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 60 4286 47 3917 13 369
15.0 17.9 13.6 17.8 24.1 19.0

UNDER $50 7 159 5 140 2 19
1.8 .7 1.4 .6 3.7 1.0

$50 120 7873 113 7643 7 230
:30.0 32.8 32.7 34.6 13.0 11.8

$100 203 11340 172 10019 31 1321
50.8 47.2 49.7 45.4 57.4 67.8

$150

$200 9 317 8 309 1 8
2.3 1.3 2.3 1.4 1.9 .4

OVER $200 10 349 9 341 1 8
2.5 1.5 2.6 1.5 1.9 .4

OTHER

ANY 12-MONTH PERIOD

TOTAL 137 7217 121 6690 16 527
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 46 1671 43 1570 3 10
33.6 23.2 35.5 23.5 18.8 19.2

UNDER $50 2 25 1 16 1 9
1.5 .3 .8 .2 6.3 1.7

$50 11 491 11 491 - -
8.0 6.8 9.1 7.3 - -

$100 61 4576 52 4223 9 353
44.5 63.4 43.0 63.1 56.3 67.0

$150 1 46 1 46 - -
.7 .6 .8 7 - -

$200 11 310 9 253 2 57
8.0 4.3 7.4 3.8 12.5 10.8

OVER $200 15 383 12 319 3 64
10.9 5.3 9.9 4.8 18.8 12.1

OTHER 1 25 1 25 - -
.7 .3 .8 .4 - -

4
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TABLE 3-47C: MAJOR MEDICAL PLANS: DEDUCTIBLE ACCUMU-
LATION PERIOD BY UNIFORM DEDUCTIBLE AMOUNT

CLERICAL-SERVICE

3 MONTHS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 120 4273 100 2964 20 1309
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 22 605 20 452 2 153
18.3 14.2 ..0.0 15.2 10.0 11.7

UNDER $50 9 210 7 68 2 142
7.5 4.9 7.0 2.3 10.0 10.8

$50 3 285 2 206 1 79
2.5 6.7 2.0 7.0 5.0 6.0

$100 83 3016 68 2081 15 935
69.2 70.6 68.0 70.2 75.0 71.4

$150

$200

OVER $200 3 157 3 157 - -
2.5 3.7 3.0 5.3

OTHER

6 MONTHS

TOTAL 19 690 14 563 5 127
100,0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 7 93 6 80 1 13
36.8 13.5 42.9 14.2 20.0 10.2

UNDER $50

$50

$100 10 548 8 483 2 65
52.6 79.4 57.1 85.8 40.0 51.2

$150

$200

OVER $200 2 49 - - 2 49
10.5 7.1 - - 40.0 38.6

OTHER

4 u 3
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TABLE 3-47C: MAJOR MEDICAL PLANS: DEDUCTIBLE ACCUMU-
LATION PERIOD BY UNIFORM DEDUCTIBLE AMOUNT

CLERICAL-SERVICE

OTHER

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 46 2301 36 1860 10 441
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 28 1169 21 882 7 287
60.9 50.8 58.3 47.4 70.0 65.1

UNDER $50 2 102 1 77 1 25
4.3 4.4 2.8 4.1 10.0 5.7

$50 3 443 3 443
6.5 19.3 8.3 23.8

$100 2 68 2 68
4.3 3.0 5.6 3.7

$150 - -
$200 7 196 5 67 2 129

15.2 8.5 13.9 3.6 20.0 29.3
OVER $200 7 196 5 67 2 129

15.2 8.5 13.9 3.6 20.0 29.3
OTHER 4 323 4 323 - -

8.7 14.0 11.1 17.4

TABLE 3-48A: MAJOR MEDICAL PLANS: MAXIMUM LENGTH
OF BENEFIT PERIOD

FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES IN STS EES INSTS EES

TOTAL 787 56193 661 51572 126 4621
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 60 2722 43 2292 17 430
7.6 4.8 6.5 4.4 13.5 9.3

BALANCE OF THE 333 29986 285 28149 48 1837
CALENDAR YEAR 424 53.4 431 54.5 38.1 39.8

1 YEAR 205 13283 185 12673 20 610
26,0 23.6 28.0 24.6 15.9 13.2

2 YEARS 71 3251 59 2871 12 380
9.0 5.8 8.9 5.6 9.5 8.2

3 YEARS 68 3380 49 2413 19 967
8.6 6.0 74 4.7 15.1 20.9

OTHER 50 3571 40 3174 10 397
6.4 6.4 6.1 6.2 7.9 8.6

u
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TABLE 3-48B: MAJOR MEDICAL PLANS: MAXIMUM LENGTH
OF BENEFIT PERIOD

ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 789 12233 662 10531 127 1702
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 59 700 42 516 17 184
7.5 5.7 6.3 4.9 13.4 10.8

BALANCE OF' THE 333 6237 285 5493 48 744
CALENDAR YEAR 42.3 51.0 43.1 52.1 37.8 43.8

1 YEAR 207 2961 186 2741 21 240
26.2 24.2 28.1 26.0 16.5 12.9

2 YEARS 71 883 59 753 12 130
9.0 7.2 8.9 7.2 9.4 7.6

3 YEARS 69 716 50 480 19 236
8.7 5.9 7.6 4.6 15.0 13.9

OTHER 50 736 40 548 10 188
6.3 6.0 6.0 5.2 7.9 11.0

TABLE 3-48C: MAJOR MEDICAL PLANS: MAXIMUM LENGTH
OF BENEFIT PERIOD

CLERICAL-SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 774 40378 654 35548 120 4830
100.0 100.0 100.0 100.0 100.0 100,0

NO RESPONSE 57 2001 43 1599 14 402
7.4 5.0 6.6 4.5 11.7 8.3

BALANCE OF THE 331 21781 284 20149 47 1632
CALENDAR YEAR 42.8 53 9 43.4 56.8 39.1 33.8

1 YEAR 204 98E3 184 9152 20 704
26.4 24.4 28.1 25.7 16.7 14.6

2 YEARS 70 2302 58 1759 12 543
9,0 5.7 8.9 4.9 10.0 11.2

3 YEARS 63 2455 46 1402 17 1053
8.1 6.1 7.0 3.9 14,2 21.8

OTHER 49 1983 39 1487 10 496
6.3 4.9 6.0 4.2 8.3 10.3

4 .!
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TABLE 3-49A: MAJOR MEDICAL PLANS: MAXIMUM LENGTH OF
BENEFIT PERIOD BY r :IR CAUSE OR ALL CAUSE DEDUCTIBLE

FACULTY

PER CAUSE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 121 79( . 107 7344 14 564
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 4 311 3 295 1 16
3.3 3.9 2.8 4.0 7.1 2.8

BALANCE O CALENDAR 17 1494 15 1364 2 130
YEAR 14.0 18.9 14.0 18.6 14.3 23.0

1 YEAR 38 2651 34 2441 4 210
31.4 33.5 31.8 33.2 28.6 37.2

2 YEARS 40 1738 36 1624 4 114
33.1 22.0 33.6 22.1 28.6 20.2

3 YEARS 11 1042 8 948 3 94
9.1 13.2 7.5 12.9 21.4 16.7

OTHER 11 672 11 672 - -
9.1 8.5 10.3 9.2

ALL CAUSE

TOTAL 587 43456 4B9 40095 88 3361
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 6 220 6 220 - -
1.0 .5 1.2 .5 - -

BALANCE OF CALENDAR 307 245778 262 25095 45 1683
YEAR 52.2 61.6 52.5 62.6 51.1 50.1

1 YEAR 163 10427 147 10027 16 400
27.8 21.0 29.5 25.0 18.2 11.9

2 YEARS 24 1218 18 1030 6 188
4.1 2.8 3.6 2.6 6.8 5.6

3 YEARS 57 2338 41 1465 16 873
9.7 5.4 8.2 3.7 18.2 26.0

OTHER 30 2475 25 2258 5 217
5.1 5.7 5.0 5.6 5.7 6.5

4
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TABLE 3-49B: MAJOR MEDICAL PLANS: MAXIMUM LENGTH OF
BENEFIT PERIOD BY PER CAUSE OR ALL CAUSE DEDUCTIBLE

ADMINISTRATORS

PER CAUSE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 122 1819 107 1633 15 186
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 4 91 3 82 1 9
3.3 5.0 2.8 5.0 6.7 4.8

BALANCE OF CALENDAR 17 322 15 294 2 28
YEAR 13.9 17.7 14.0 18.0 13.3 15.1

1 YEAR 39 632 34 566 5 66
32.0 34.7 31.8 34.7 33.3 35.5

2 YEARS 40 460 36 414 4 46
32.8 25.3 33.6 25.4 26.7 24.7

3 YEARS 11 192 8 155 3 37
9.0 las 7.5 9.5 20.0 19.9

OTHER 11 122 11 122
9.0 6.7 10.3 7.5

ALL CAUSE

TOTAL 588 9505 500 8268 88 1237
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 6 47 6 47 - -
1.0 .5 1.2 .6 -

BALANCE OF CALENDAR 307 5836 262 5126 45 710
YEAR 52.2 61.4 52.4 62.0 51.1 57A

1 YEAR 163 2278 147 2124 16 154
27.7 24.0 29.4 25.7 18.2 12.4

2 YEARS 24 336 18 270 6 66
4.1 3.5 3.6 3.3 6.8 5.3

3 YEARS 58 524 42 325 16 199
9.9 5.5 8.4 3.9 18.2 16.1

OTHER 30 484 25 376 5 108
5.1 5.1 5.0 4.5 5.7 8.7
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TABLE 3-49C: MAJOR MEDICAL PLANS: MAXIMUM LENGTH OF
BENEFIT PERIOD BY PER CAUSE OR ALL CAUSE DEDUCTIBLE

CLERICAL-SERVICE

F.ER CAUSE

ALL
INSTITUTIONS

INSTS EES

PUBLIC

INSTS EES

PRIVATE

INSTS EES

TOTAL 122 5571 107 4919 15 652
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 4 204 3 194 1 10
3.3 3.7 2.8 3.9 6.7 1.5

BALANCE OF CALENDAR 17 878 15 842 2 36
YEAR 13.9 15.8 14.0 17.1 13.3 5.5

1 YEAR 39 1918 34 1653 5 265
32.0 34.4 31.8 33.6 33.3 40.6

2 YEARS 39 1187 35 1030 4 157
32.0 21.3 32.7 20.9 26.7 24.1

3 YEARS 12 978 9 794 3 184
9,8 17.6 8.4 16.1 20.0 28.2

OTHER 11 406 11 406 - -
9.0 7.3 10.3 8.3

ALL CAUSE

TOTAL 576 30707 492 27272 84 3435
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 6 118 6 118 - -
1.0 .4 1.2 .4 - -

BALANCE OF CALENDAR 305 19131 261 17544 44 1587
YEAR 53.0 62.3 53.0 64.3 52.4 46.2

1 YEAR 161 7860 146 7421 15 439
28.0 25.6 29.7 27.2 17.9 12.8

2 YEARS 24 867 18 597 6 270
4.2 2.8 3.7 2.2 7.1 7.9

3 YEARS 51 1477 37 608 14 869
8.9 4.8 7.5 2.2 16.7 25.3

OTHER 29 1254 24 984 5 270
5.0 4.1 4.9 3.6 6.0 7.9
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TABLE 3-50A: MAJOR MEDICAL PLANS: MAXIMUM BENEFIT
AMOUNT PER INSURED PERSON

FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 787 56193 661 51572 126 4621
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 79 4019 60 3520 19 499
10.0 7.2 9.1 6.8 15.1 10.8

UNDER $5,000

$5,000 8 721 8 721 - -
1.0 1.3 1.2 1.4 - -

$10,000 205 12130 160 10888 45 1242
26.1 21.6 24.2 21.1 35.6 27.0

$15,000 134 7613 111 6433 23 1180
17.0 13.5 16.8 12.5 18.3 25.5

$20,000 169 14425 153 13887 16 538
21.5 25.6 23.1 27.1 12.7 11.6

$25,000 85 5327 66 4401 19 926
10.8 9.5 10.0 8.5 15.1 20.0

$30,000 16 2554 15 2498 1 56
2.0 4.5 2.3 4.8 .8 1.2

$35,000

$40,000 4 178 4 178
.5 .3 .6 .3

$45,000

$50,000 85 8967 82 8787 3 180
10.8 16.0 12.4 17.0 2.4 3.9

ABOVE $50,000 - - - -
OTHER 2 259 2 259

.3 .5 .3 .5
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TABLE 3-50B: MAJOR MEDICAL PLANS: MAXIMUM BENEFIT
AMOUNT PER INSURED PERSON

ADMIN ISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS-INSTS EES INSTS EES EES

TOTAL 789 12233 662 10531 127 1702
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 78 963 59 758 19 205
9.9 7.9 8.9 7.2 15.0 12.0

UNDER $5,C00 - - - - - -
$5,000 8 91 8 91

1.0 .7 1.2 .9

$10,000 205 2888 160 2422 45 466
25.9 23.6 24.2 23.0 35.3 27.4

$15,000 137 1908 112 1466 25 442
17.4 15.6 16.9 13.9 19.7 26.0

$20,000 169 3062 153 2859 16 203
21.4 25.0 23.1 27.2 12.6 11.9

$25,000 85 1148 67 873 18 275
10.8 9.4 10.1 8.3 14.2 16.2

$30,000 16 203 15 175 1 28
2.0 1.7 2.3 1.7 .8 1.6

$35,000

$40,000 4 46 4 46
.5 .4 .6 .4

$45,000 - _ -
$50,000 85 1898 82 1815 3 83

10.8 15.5 12.4 17.2 2.4 4.9

ABOVE $50,000

OTHER 2 26 2 26
.3 .2 .3 .2
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TABLE 3-50C: MAJOR MEDICAL PLANS: MAXIMUM BENEFIT
AMOUNT PER INSURED PERSON

CLERICAL-SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 774 40378 654 35548 120 4830
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 77 2691 61 2276 16 415
9.9 6.7 9.3 6.4 13.3 8.6

UN DER $5,000

$5,000 8 455 8 455
1.0 1.1 1.2 1.3

$10,000 206 9542 160 8041 46 1501
26.6 23.7 24.5 22.6 38.4 31.1

$15,000 136 5977 113 4730 23 1247
17.6 14.8 17.3 13.3 19.2 25.8

$20,000 165 9343 149 8757 16 586
21.3 23.1 22.8 24.6 13.3 12.1

$25,000 78 3433 62 2483 16 950
10.1 8.5 9.5 7.0 13.3 19.7

$30,000 16 2403 15 2346 1 57
2.1 6.0 2.3 6.6 .8 1.2

$35,000 - - - - - -
$40,000 4 92 4 92

.5 .2 .6 ,3

$45,000

$50,000 82 6273 80 6199 2 74
10.6 15.5 12.2 17.4 1.7 1.5

ABOVE $50,000 - - - - - -
OTHER 2 169 2 169

.3 .4 .3 .5

4 1 A
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TABLE 3-51A: MAJOR MEDICAL PLANS: MAXIMUM BENEFIT
AMOUNT PER INSURED PERSON BY TYPE OF

MAXIMUM, PER CAUSE AND ALL CAUSE
FACULTY

PER CAUSE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 121 7613 105 7087 16 526
100.0 100.0 100.0 100.0 100.0 100.0

UNDER $5,000

$5,000 5 515 5 515
4.1 6.8 4.8 7.3

$10,000 42 3059 36 2930 6 129
34.7 40.2 34.3 41.3 37.5 24.5

$15,000 48 2263 40 1916 8 347
39.7 29.7 38.1 27.0 50.0 66.0

$20,000 10 742 9 710 1 32
8.3 9.7 8.6 10.0 6.3 6.1

$25,000 12 648 11 630 1 18
9.9 8.5 10.5 8.9 6.3 3.4

$30,000 1 270 1 270 - -
.8 3.5 1.0 3.8

$35,000 - - - -
$40,000 - - -
$45,000

$50,000 3 116 3 116
2.5 1.5 2.9 1.6

ABOVE $50,000 - - -
OTHER - - - -

ALL CAUSE

TOTAL 583 44400 494 40877 89 3523
'00.0 100.0 100.0 100.0 100.0 100.0

UNDER $5,000

$5,000 3 206 3 206
.5 .5 .6 .5

$10,000 161 8998 124 7958 37 1040
27.6 20.3 25.1 19.5 41.6 29.5

4 i
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TABLE 3-51A: MAJOR MEDICAL PLANS: MAXIMUM BENEFIT
AMOUNT PER INSURED PERSON BY TYPE OF

MAXIMUM, PER CAUSE AND ALL CAUSE
FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

$15,000 85 5289 70 4456 15 833
14.6 11.9 14.2 10.9 16.9 23.6

$20,000 159 13683 144 13177 15 506
27.3 30.8 29.1 32.2 16.9 14.4

$25,000 72 4652 54 3744 18 908
12.3 10.5 10.9 9.2 20.2 25.8

$30,000 15 2284 14 2228 1 56
2.6 5.1 2.8 5.5 1.1 1.6

$35,000

$40,000 4 178 4 178
.7 .4 .8 .4

$45,000 - - --
$50,000 82 8851 79 8671 3 180

14.1 19.9 16.0 21.2 3.4 5.1

ABOVE $50,000 - - - -
OTHER 2 259 2 259

.3 .6 .4 .6
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TABLE 3-51B: MAJOR MEDICAL PLANS: MAXIMUM BENEFIT
AMOUNT PER INSURED PERSON BY TYPE OF

MAXIMUM, PER CAUSE AND ALL CAUSE
ADM IN I STRATORS

PER CAUSE

ALL
INSTITUTIONS PUBLIC PRIVATE

IN STS EES I N STS EES IN STS EES

TOTAL 121 1712 105 1522 16 190
100.0 100.0 100.0 100.0 100.0 100.0

UN DER $5,000

$5,000 5 12 5 42
4.1 2.5 4.8 2.8

$10,000 42 790 36 748 6 42
34.7 46.1 34.3 49.1 37.5 22.1

$15,000 49 558 40 421 9 137
40.5 32.6 38.1 27.7 56.3 72.1

$20,000 10 128 9 117 1 13
8.3 7.5 8.6 7.7 6.3 5.8

$25,000 11 106 11 106 - -
9,1 6.2 10.5 7.0 - -

$30,000 1 51 1 51 -
.8 3.0 1.0 3.4 --

$35,000

$40,000

$45,000

$50,000 3 37 3 37
2.5 2.2 2.9 2.4

ABOVE $50,000 - - -
OTHER

ALL CAUSE

TOTAL 586 9531 496 8242 90 1289
100.0 100.0 100.0 100.0 100.0 100.0

UN DER $5,000

$5,000 3 49 3 49
.5 .5 .6 .6

$10,000 161 2080 124 1674 37 406
27.5 21.8 25.0 2").3 41.1 31.5
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TABLE 3-51B: MAJOR MEDICAL PLANS: MAXIMUM BENEFIT
AMOUNT PER INSURED PERSON BY TYPE OF

MAXIMUM, PER CAUSE AND ALL CAUSE
ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

$15,000 87 1344 71 1039 16 305
14.8 14.1 14.3 12.6 17.8 23.7

$20,000 159 2934 144 2742 15 192
27.1 30.8 29.0 33.3 16.7 14.9

$25,000 73 1039 55 764 18 275
12.5 10.9 11.1 9.3 20.0 21.3

$30,000 15 152 14 124 1 28
2.6 i.6 2.8 1.5 1.1 2.2

$35,000 - - - -
$40,000 4 46 4 46

.7 .5 .8 .6 - -
$45,000 -- - - - - -
$50,000 82 1861 79 1778 3 83

14.0 19.5 15.9 21.6 3.3 E.4

ABOVE $50,000 - - - - -
OTHER 2 26 2 26

.3 .3 .4 .3
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TABLE 3-51C: MAJOR MEDICAL PLANS: MAXIMUM BENEFIT
AMOUNT PER INURED PERSON BY TYPE OF

MAXIMUM, PER CAUSE AND ALL CAUSE
CLERICAL-SERVICE

PER CAUSE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EEC INSTS EES INSTS EES

TOTAL 121 5139 105 4553 16 586
100.0 100.0 1C0.0 100.0 100.0 100.0

UNDER $5,000 - - - - - -
$5,000 5 294 5 294 - -

4.1 5.7 4.8 6.5 - -
$10,000 43 1396 36 1882 7 114

35.5 38.8 34.3 41.3 43.8 19.5

$15,000 48 1853 40 1441 8 412
39.7 36.1 38.1 31.6 50.0 70.3

$20,000 10 361 9 301 1 60
8.3 7.0 8.6 6.6 6.3 10.2

$25,000 11 293 11 293
9.1 5.7 10.5 6.4

$30,000 1 288 1 288
.8 5.6 1.0 6.3

$35,000

$40;000 - -
$45,000

$50,000 3 54 3 54
2.5 1.1 2.9 1.2

ABOVE $50,000

OTHER

ALL CAUSE

TOTAL 572 32438 486 28695 86 3743
100.0 100.0 100.0 100.0 100.0 100.0

UNDER $5,000

$5,000 ; 161 3 161
.5 .5 .6 .6 -

$10,000 161 7460 124 6159 37 1301
28.1 23.0 25.5 21.5 43.0 34.8
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TABLE 3-51C: MAJOR MEDICAL PLANS: MAXIMUM BENEFIT
AMOUNT PER INSURED PERSON BY TYPE OF

MAXIMUM, PER CAUSE AND ALL CAUSE
CLERICAL - SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

IN STS EES INSTS EES INSTS EES

$15,000 87 4114 72 3279 15 835
15.2 12.7 14.8 11.4 17.4 22.3

$20,000 155 8982 140 8456 15 526
27.1 27.7 28.8 29.5 17.4 14.1

$25,000 66 3126 50 2176 16 950
11.5 9.6 10.3 7.6 18.6 25.4

$30,000 15 2115 14 2058 1 57
2.6 6.5 2.9 7.2 1.2 1.5

$35,000 - - - - -
$40,000 4 92 4 92 - -

.7 .3 .8 .3

$45,000 - - - - - -
$50,000 79 6219 77 6145 2 74

13.8 19.2 15.8 21.4 2.3 2.0

ABOVE $50,000

OTHER 2 169 2 169
.3 .5 .4 .6

TABLE 3-52A: ELIGIBILITY OF RETIRED EMPLOYES TO CONTINUE
UNDER EMPLOYER-SPONSORED HEALTH INSURANCE COVERAGE

(SUPPLEMENTARY TO MEDICARE)
FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

IN STS EES IN STS EES INSTS EES

TOTAL 853 58548 696 53288 157 5260
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 8 525 7 518 1 7
.9 .9 1.0 1.0 .6 .1

ELIGIBLE TO CONTINUE 239 18232 207 16859 32 1373
UN DER PLAN 28.0 31.1 29.7 31.6 20.4 26.

NOT ELIGIBLE TO 606 39791 482 35911 124 3880
CONTINUE UNDER PLAN 71.1 68.0 69.3 67.4 79.0 73.8
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TABLE 3-52B: ELIGIBILITY OF RETIRED EMPLOYEES TO CONTINUE
UNDER EMPLOYER-SPONSORED HEALTH INSURANCE COVERAGE

(SUPPLEMENTARY TO MEDICARE)
ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EESINSTS EES INSTS EES

TOTAL 853 12854 695 10889 158 1965
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 8 113 7 106 1 7
.9 .9 1.0 1.0 .6 .4

ELIGIBLE TO CONTINUE 239 3885 207 3452 32 433
UNDER PLAN 28.0 30.2 29.8 31.7 20.3 22.0

NOT ELIGIBLE TO 606 8356 481 7331 125 1525
CONTINUE UNDER PLAN 71.1 68.9 69.? 67.3 79.1 77.6

TABLE 3-52C: ELIGIBILITY OF RETIRED EMPLOYEES TO CONTINUE
UNDER EMPLOYER-SPONSORED HEALTH INSURANCE COVERAGE

(SUPPLEMENTARY TO MEDiCARE)
CLERICAL-SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 850 42291 695 36688 155 5503
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 11 430 7 361 4 69
1.3 1.0 1.0 1.0 2.6 1.2

ELIGIBLE TO CONTINUE 235 13982 204 12323 31 1659
UNDER PLAN 27.6 33.1 29.4 33.6 20.0 29.6

NOT ELIGIBLE TO 604 27879 484 24004 120 3875
CONTINUE UNDER PI AN 71.1 65.9 69.6 65.4 77.4 69.2

4J
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TABLE 3-53A: RETIRED HEALTH INSURANCE COVERAGE: SERVICE
AND/OR AGE REQUIREMENT FOR ELIGIBILITY FOR COVERAGE

FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 239 18232 207 16859 32 1373
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 6 416 4 309 2 107
2.5 2.3 1.9 1.8 6.2 7.8

SERVICE AND/OR AGE 97 8235 85 7558 12 677
REQUIREMENT 40.6 45.2 41.1 44.8 37.5 49.3

NO REQUIREMENT 136 9581 118 8992 18 589
56.9 52.5 57.0 53.4 56.3 42.9

TABLE 3-53B: RETIRED HEALTH INSURANCE COVERAGE: SERVICE
AND/OR AGE REQUIREMENT FOR ELIGIBILITY FOR COVERAGE

ADM IN ISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 239 3885 207 3452 32 433
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 6 96 4 74 2 22
2.5 2.5 1.9 2.1 6.2 5.1

SERVICE AND/OR AGE 97 1947 85 1739 12 208
REQUIREMENT 40.6 50.1 41.1 50.4 37.5 48.0

NO REQUIREMENT 136 1842 118 1639 18 203
56.9 47.4 57.0 47.5 56.3 46.9

4 !j
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TABLE 3-53C: RETIRED HEALTH INSURANCE COVERAGE: SERVICE
AND/OR AGE REQUIREMENT FOR ELIGIBILITY FOR COVERAGE

CLERICAL-SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAI_ 235 13982 204 12323 31 1659
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 6 239 4 208 2 31
2.6 1.7 2.0 1.7 6.5 1.9

SERVICE AND/OR AGE 95 7108 84 6266 11 842
REQUIREMENT 40.4 50.8 41.2 50.8 35.5 50.7

NO REQUIREMENT 134 6635 116 5849 18 786
57.0 47.5 56.8 47.5 58.0 47.4

TABLE 3-54A: COMBINATION OF SERVICE AND/OR AGE
REQUIREMENTS FOR RETIRED GROUP HEALTH

INSURANCE COVERAGE
FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 97 8235 85 7558 12 677
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 7 463 6 415 1 48
7.2 5.6 7.1 5.5 8.3 7.1

SERVICE REQUIREMENT 23 2827 20 2439 3 388
ONLY 23.7 34.3 23.5 32.3 25.0 57.3

AGE REQUIREMENT 21 2632 17 2509 4 123
ONLY 21.6 32.0 20.0 33.2 33.3 18.2

SERVICE AND AGE 46 2313 42 2195 4 118
REQUIREMENT 47.5 28.1 49.4 29.0 33.4 17.4

ALTERNATIVE REQUIREMENT

4j



410 APP. B

TABLE 3-54B: COMBINATION OF SERVICE AND/OR AGE
REQUIREMENTS FOR RETIRED GROUP HEALTH

INSURANCE COVERAGE
ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 97 1947 85 1739 12 208
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 7 123 6 99 1 24
7.2 6.3 7.1 5.7 8.3 11.5

SERVICE REQUIREMENT 23 837 20 757 3 80
ONLY 23.7 43.1 23.5 43.5 25.0 38.5

AGE REQUIREMENT 21 326 17 290 4 36
ONLY 21.6 16.7 20.0 16.7 33.3 17.3

SERVICE AND AGE 46 661 42 593 4 68
REQUIREMENT 47.5 33.9 49.4 34.1 33.4 32.7

ALTERNATIVE REQUIREMENT

TABLE 3-54C: COMBINATION OF SERVICE AND/OR AGE
REQUIREMENTS FOR RETIRED GROUP HEALTH

INSURANCE COVERAGE
CLERICAL-SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 95 7108 84 6266 11 842
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 7 327 6 275 1 52
7.4 4.6 7.1 4.4 9.1 6.2

SERVICE REQUIREMENT 23 2512 20 2113 3 399
ONLY 24.2 35.3 23.8 33.7 27.3 47.4

AGE REQUIREMENT 20 2365 16 2163 4 202
ONLY 21.1 33.3 19.0 34.5 36.3 24.0

SERVICE AND AGE 45 1904 42 1715 3 189
REQUIREMENT 47.3 26.8 50.1 27.4 27.3 22.4

ALTERNATIVE REQUIREMENT
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TABLE 3-55A: RETIRED HEALTH INSURANCE COVERAGE,
TYPE OF COVERAGE

FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 239 18232 207 16859 32 1373
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 5 213 3 168 2 45
2.1 1.2 1.4 1.0 6.2 3.3

BASIC HOSPITAL-SURGICAL 182 15062 161 14166 21 896
MEDICAL COVERAGE 76.2 82.6 77.8 84.0 65.6 65.3

SUPPLEMENTARY MAJOR 156 12761 139 11909 17 352
MEDICAL EXPENSE 65.3 70.0 67.1 70.6 53.1 62.1
INSURANCE

A SINGLE COMPREHENSIVE 35 2011 30 1883 5 128
MAJOR MEDICAL PLAN 14.6 11.0 14.5 11.2 15.6 9.3

OTHER, INCLUDING COM- 13 2033 13 2033 - -
MUNITY GROUP PRACTICE 5.4 11.2 6.3 12.1 -

TABLE 3-55B: RETIRED HEALTH INSURANCE COVERAGE,
TYPE OF COVERAGE

ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 239 3885 207 3452 32 433
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 5 48 3 31 2 17
2.1 1.2 1.4 .9 6.2 3.9

BASIC HOSPITAL-SURGICAL- 182 3249 161 2932 21 317
MEDICAL COVERAGE 76.2 83.6 77.8 84.9 65.6 73.2

SUPPLEMENTARY MAJOR 156 2655 139 2393 17 262
MEDICAL EXPENSE 65.3 68.3 67.1 69.3 53.1 60.5
INSURANCE

A SINGLE COMPREHENSIVE 35 434 30 371 5 63
MAJOR MEDICAL PLAN 14.6 11.2 14.5 10.7 15.6 14.5

OTHER, INCLUDING COM- 13 507 13 507 - -
MUNITY GROUP PRACTICE 5.4 13.1 6.3 14.7 - -

4);
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TABLE 3-55C: RETIRED HEALTH INSURANCE COVERAGE,
TYPE OF COVERAGE

CLERICAL-SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 235 13982 204 12323 31 1659
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 5 175 3 111 2 64
2.1 1.3 1.5 .9 6.5 3.9

BASIC HOSPITAL-SURGICAL- 180 11807 159 10723 21 1084
MEDICAL COVERAGE 76.6 84.4 77.9 87.0 67.7 6:).3

SUPPLEMENTARY MAJOR 148 9754 132 8693 16 1061
MEDICAL EXPENSE 63.0 69.8 64.7 70.5 51.6 64.0
INSURANCE

A SINGLE COMPREHENSIVE 34 1175 30 1014 4 161
MAJOR MEDICAL PLAN 14.5 8.4 14.7 8.2 12.9 9.7

OTHER, INCLUDING COM- 12 1192 12 1192 - -
MUNITY GROUP PRACTICE 5.1 8.5 5.9 9.7 - -

TABLE 3-55.1A: RETIRED HEALTH INSURANCE COVERAGE:
INSTITUTIONS CONTINUING JUST ONE TYPE OF HEALTH

INSURANCE PLAN DURING RETIREMENT
FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 239 18232 207 16859 32 1373
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 5 213 3 168 2 45
2.1 1.2 1.4 1.0 6.3 3.3

BASIC COVERAGE ONLY 43 2931 34 2579 9 352
18.0 16.0 16.4 15.3 28.1 25.7

SUPPLEMENTARY MAJOR 23 1254 19 950 4 304
MEDICAL ONLY 9.6 6.9 9.2 5.6 12.5 22.1

COMPREHENSIVE MAJOR 27 1620 23 1496 4 124
MEDICAL ONLY 11.3 8.9 11.1 8.9 12.5 9.0

OTHER ONLY 1 79 1 79 - -
.4 .4 .5 .5 - -

112:1
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TABLE 3-55.1B: RETIRED HEALTH INSURANCE COVERAGE:
INSTITUTIONS CONTINUING JUST ONE TYPE OF HEALTH

INSURANCE PLAN DURING RETIREMENT
ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 239 3885 207 3452 32 433
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 5 48 3 31 2 17
2.1 1.2 1.4 .9 6.3 3.9

BASIC COVERAGE ONLY 43 678 34 582 9 96
18.0 17.5 16.4 16.8 28.1 22.2

SUPPLEMENTARY MAJOR 23 242 19 206 4 36
MEDICAL ONLY 9.6 6.2 9.2 6.0 12.5 8.3

COMPREHENSIVE MAJOR 27 329 23 271 4 58
MEDICAL ONLY 11.3 8.5 11.1 7.9 12.5 13.4

OTHER ONLY 1 12 1 12 - -
.4 .3 .5 .3

TABLE 3- 55.1C: RETIRED HEALTH INSURANCE COVERAGE:
INSTITUTIONS CONTINUING JUST ONE TYPE OF HEALTH

INSURANCE PLAN DURING RETIREMENT
CLERICAL-SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 235 13982 204 12323 31 1659
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 5 175 3 111 2 64
2.1 1.3 1.5 .9 6.5 3.9

BASIC COVERAGE ONLY 46 2568 37 2195 9 373
19.6 18.3 18.1 17.8 29.0 22.4

SUPPLEMENTARY MAJOR 22 956 18 606 4 350
MEDICAL ONLY 9.4 6.8 8.8 4.9 12.9 21.1

COMPREHENSIVE MAJOR 27 988 23 827 4 161
MEDICAL ONLY 11.5 7.1 11.3 6.7 12.9 9.7

OTHER ONLY 1 56 1 56 - -
.4 .4 .5 .5
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TABLE 3-56A: RETIRED HEALTH INSURANCE COVERAGE,
RETIRED EMPLOYEE CONTRIBUTIONS TO THE COST

FACULTY

RETIRED EMPLOYEE COVERAGE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 239 18232 207 16859 32 1373
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 5 168 3 151 2 17
2.1 1.0 1.4 .9 6.2 1.3

EMPLOYER PAYS ALL 64 6060 55 5520 9 540
26.8 33.2 26.6 32.7 28.1 39.3

EMPLOYER AND RETIRED 65 5696 55 5153 10 543
EMPLOYEE SHARE COST 27.2 31.2 26.6 30.6 31.3 39.5

RETIRED EMPLOYEE 105 6308 94 6035 11 273
PAYS ALL 43.9 34.6 45.4 35.8 34.4 19.9

DEPENDENT COVERAGE

TOTAL 239 18232 207 16359 32 1373
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 8 339 5 289 3 50
3.3 1.9 2.4 1.7 9.4 3.7

EMPLOYER PAYS ALL 49 4725 44 4365 5 350
20.5 25.9 21.3 25.9 15.6 26.2

EMPLOYER AND RETIRED 52 4616 45 4198 7 418
EMPLOYEE SHARE COST 21.8 25.3 21.7 24.9 21.9 30.4

RETIRED EMPLOYEE 130 8552 113 8007 17 545
PAYS ALL 54.4 46.9 54.6 47.5 53.1 39.7
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TABLE 3-56B: RETIRED HEALTH INSURANCE COVERAGE,
RETIRED EMPLOYEE CONTRIBUTIONS TO 'THE COST

ADMINISTRATORS

RETIRED EMPLOYEE COVERAGE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 239 3885 207 3452 32 433
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 5 39 3 29 2 11
2.1 1.0 1.4 .8 6.2 2.2

EMPLOYER PAYS ALL 64 1314 55 1173 9 141
26.8 33.8 26.6 34.0 28.1 32.6

EMPLOYER AND RETIRED 65 1231 55 1035 10 196
EMPLOYEE SHARE COST 27.2 31.7 26.6 30.0 31.3 45.3

RETIRED EMPLOYEE 105 1301 94 1215 11 86
PAYS ALL 43.9 33.5 45.4 35.2 34.4 19.9

DEPENDENT COVERAGE

TOTAL 239 3885 207 3452 32 433
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 8 118 5 104 3 14
3.3 3.1 2.4 3.0 9.4 3.3

EMPLOYER PAYS ALL 49 839 44 757 5 82
20.5 21.6 21.3 21.9 15.6 18.9

EMPLOYER AND RETIRED 52 1120 45 955 7 165
EMPLOYEE SHARE COST 21.8 28.8 21.7 27.7 21.9 38.1

RETIRED EMPLOYEE 130 1808 113 1636 17 172
PAYS ALL 54.4 46.5 54.6 47.4 53.1 39.7
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TABLE 3-56C: RETIRED HEALTH INSURANCE COVERAGE,
RETIRED EMPLOYEE CONTRIBUTIONS TO THE COST

CLERICALSERVICE

RETIRED EMPLOYEE COVERAGE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 235 13982 204 12323 31 1659
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 4 92 3 86 1 6
1.7 .6 1.4 .7 3.2 .3

EMPLOYER PAYS ALL 65 5745 56 5176 9 569
27.7 41.1 27.5 42.0 29.0 34.3

EMPLOYER AND RETIRED 64 3898 54 3255 10 643
EMPLOYEE SHARE COST 27.2 27.9 26.5 26.4 32.3 38.8

RETIRED EMPLOYEE 102 4247 91 3806 11 441
PAYS ALL 43.4 30.4 44.6 30.9 35.5 26.6

DEPENDENT COVERAGE

TOTAL 235 13982 204 12323 31 1659
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 8 252 6 231 2 21
3.4 1.8 2.9 1.9 6.5 1.3

EMPLOYER PAYS ALL 50 4312 45 3900 5 412
21.3 30.8 22.1 31.6 16.1 24.8

EMPLOYER AND RETIRED 50 3284 43 2825 7 459
EMPLOYEE SHARE COST 21.3 23.5 21.1 22.9 22.6 27.7

RETIRED EMPLOYEE 127 6134 110 5367 17 767
PAYS ALL 54.0 43.9 53.9 43.6 54.8 46.2

TABLE 4-57A: PLAN FOR SHORT-TERM SICK PAY
PAID SICK LEAVE, ETC.

FACULTY

ALL
INSTITUTIONS FUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 893 59383 712 53948 181 5435
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

PLAN IN EFFECT 812 56668 672 52183 140 4485
90.9 95.4 94.4 96.7 77.3 82.5

NO PLAN 81 2715 40 1765 41 950
9.1 4.6 5.6 3.3 22.7 17.5

4
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TABLE 4-57B: PLAN FOR SHORT-TERM SICK PAY
PAID SICK LEAVE, ETC.

ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 893 13103 712 11061 181 2042
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

PLAN IN EFFECT 813 12298 674 10641 139 1657
91.0 93.9 94.7 96.2 76.8 81.1

NO PLAN 80 805 38 420 42 385
9.0 6.1 5.3 3.8 23.2 18.9

TABLE 4-57C: PLAN FOR SHORT-TERM SICK PAY
PAID SICK LEAVE, ETC.

CLERICALSERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 893 42886 712 36993 181 5893
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

PLAN IN EFFECT 817 40880 675 35964 142 4916
91.5 95.3 94.8 97.2 78.5 83.4

NO PLAN 76 2006 37 1029 39 977
8.5 4.7 5.2 2.8 21.5 16.6

4
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TABLE 4-58A: TYPES OF SHORT-TERM DISABILITY INCOME
ARRANGEMENTS IN EFFECT

FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 812 56668 672 52183 140 4485
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 4 255 1 164 3 91
.5 .4 .1 .3 2.1 2.0

WEEKLY INDEMNITY 103 7895 85 7161 18 734
INSURANCE 12.7 13.9 12.6 13.7 12.9 16.4

FORMAL SICK-PAY, PAID SiCK 684 50559 598 47983 86 2576
LEAVE, OR SALARY 84.2 89.2 89.0 92.0 61.4 57.4
CONTINUATION

EACH CASE ON ITS MERITS 114 5261 76 3884 38 1377
14.0 9.3 11.3 7.4 27.1 30.7

WORKMEN'S COMPENSATION 559 41346 466 38450 93 2896
68.8 73.0 69.3 73.7 66.4 64.6

OTHER 14 674 11 581 3 93
1.7 1.2 1.6 1.1 2.1 2.1

TABLE 4-58B: TYPES OF SHORT-TERM DISABILITY INCOME
ARRANGEMENTS IN EFFECT

ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

IN STS EES INSTS EES INSTS EES

TOTAL 813 12298 674 10641 139 1657
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 4 68 1 14 3 54
.5 .6 .1 .1 2.2 3.3

WEEKLY INDEMNITY 104 1840 85 1549 19 291
INSURANCE 12.8 15.0 12.6 14.6 13.7 17.6

FORMAL SICK-PAY, PAID SICK 702 10666 617 9703 85 963
LEAVE, OR SALARY 86.3 86.7 91.5 91.2 61.2 58.1
CONTINUATION

EACH CASE ON ITS MERITS 95 1288 57 777 38 511
11.7 10.5 8.5 7.3 27.3 30.8

WORKMEN'S COMPENSATION 559 8639 467 7626 92 1013
68.8 70.2 69.3 71.7 66.2 61.1

OTHER 15 186 12 153 3 33
1.8 1.5 1.8 1.4 2.2 2.0
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TABLE 4-58C: TYPES OF SHORT-TERM DISABILITY INCOME
ARRANGEMENTS IN EFFECT

CLERICALSERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 817 40880 675 35964 142 4916
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 4 254 2 164 2 90
.5 .6 .3 .5 1.4 1.8

WEEKLY INDEMNITY 101 5457 81 4762 20 695
INSURANCE 12.4 13.3 12.0 13.2 14.1 14.1

FORMAL S1CK-PAY, PAID SICK 705 36726 621 ',',3691 84 3035
LEAVE, OR SALARY 86.3 89.8 92.0 93.7 59.2 61.7
CONTINUATION

EACH CASE ON ITS MERITS 81 3072 45 1631 36 1441
9.9 7,7: 6.7 4.5 25.4 29.3

WORKMEN'S COMPENSATION 585 31505 484 27908 101 3597
71.6 77.1 71.7 77.6 71.1 73.2

OTHER 12 400 9 252 3 148
1.5 1.0 1.3 .7 2.1 3.0

TABLE 4-59A: SHORT-TERM DISABILITY INCOME BY TYPE OF
DISABILITY-SERVICE AND NONSERVICE CONNECTED

FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 812 56668 672 52183 140 4485
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 2r 1165 16 1029 4 136
2.5 2.1 2.4 2.0 2.9 3.0

PAID FOR SERVICE 779 54790 649. 50712 130 4078
CONNECTED DISABILITIES 95.9 96.7 96.6 97.2 92.9 90.9

PAID FOR NONSERVICE 716 50398 607 46650 109 3748
CONNECTED DISABILITIES 88.2 88.9 90.3 89.4 77.9 8:'.6
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TABLE 4-59B: SHORT-TERM DISABILITY INCOME BY TYPE OF
DISABILITY-SERVICE AND NONSERVICE CONNECTED

ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 813 12298 674 10641 139 1657
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 21 338 16 277 5 61
2.6 2.7 2.4 2.6 3.6 3.7

PAID FOR SERVICE 780 11804 652 10302 128 1502
CONNECTED DISABILITIES 95.9 96.0 96.7 96.8 92.1 90.6

PAID FOR NONSERVICE 716 10972 609 9567 107 1405
CONNECTED DISABILITIES 88.1 89.2 90.4 89.9 77.0 84.8

TABLE 4-59C: SHORT-TERM DISABILITY INCOME BY TYPE OF
DISABILITY-SERVICE AND NONSERVICE CONNECTED

CLERICAL-SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 817 40880 675 35964 142 4916
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 20 734 16 634 4 100
2.4 1.8 2.4 1.8 2.8 2.0

PAID FOR SERVICE 788 39866 654 35159 134 4707
CONNECTED DISABILITIES 96.5 97.5 96.9 97.8 94.4 95.7

PAID FOR NONSERVICE 712 35957 606 32045 106 3912
CONNECTED DISABILITIES 87.1 88.0 89.8 89.1 74.6 79.6

TABLE 5-60A: LONG-TERM TOTAL DISABILITY PLANS
FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 893 59383 712 53948 181 5435
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

PLAN IN EFFECT 776 56190 703 53318 73 2872
86.9 94.6 98.7 98.8 40.3 52.8

NO PLAN IN EFFECT 117 3193 9 630 108 2563
13.1 5.4 1.3 1.2 59.7 47.2
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TABLE 5-60B: LONG-TERM TOTAL DISABILITY PLANS
ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 893 13103 712 11061 181 2042
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

PLAN IN EFFECT 777 11975 704 10930 73 1045
87.0 91.4 98.9 98.8 40.3 51.2

NO PLAN IN EFFECT 116 1128 8 131 108 997
13.0 8.6 1.1 1.2 59.7 48.8

TABLE 5-60C: LONG-TERM TOTAL DISABILITY PLANS
CLERICAL-SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 893 42886 712 36993 181 5893
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

PLAN IN EFFECT 733 38691 671 36201 62 2490
82.1 90.2 94.2 97.9 34.3 42.3

NO PLAN IN EFFECT 160 4195 41 792 119 3403
17.9 9.8 5.8 2.1 65.7 57.7

TABLE 5-61A: TYPE OF LONG-TERM TOTAL DISABILITY
INCOME PLAN

FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES
TOTAL 776 56190 703 53318 73 2872

100.0 100.0 100.0 100.0 100.0 100.0
NO RESPONSE

GROUP INSURANCE PLAN 316 26862 262 24425 54 2437
40.7 47.8 37.3 45.8 74.0 84.9

STATE OR LOCAL TEACHER 627 48564 624 48510 3 54
OR PUBLIC EMPLOYEE 80.8 86.4 88.8 91.0 4.1 1.9
RETIREMENT SYSTEM

CHURCH OR OTHER NON- 15 396 15 396
GOVERNMENTAL RETIRE- 1.9 .7 20.5 13.8
MENT SYSTEM

FORMAL NONINSURED 9 1229 5 1103 4 126
SELF-ADMINISTERED PLAN 1.2 2.2 .7 2.1 5.5 4.4

OTHER 5 310 3 252 2 53
.6 .6 .4 .5 2.7 2.0
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TABLE 5-61B: TYPE OF LONG-TERM TOTAL DISABILITY
INCOME PLAN

ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 777 11975 704 10930 73 1045
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

GROUP INSURANCE PLAN 315 6252 261 5322 54 930
40.5 52.2 37.1 48.7 74.0 89.0

STATE OR LOCAL TEACHER 630 9663 627 0649 3 14
OR PUBLIC EMPLOYEE 81.1 80.7 891 88.3 4.1 L3
RETIREMENT SYSTEM

CHURCH OR OTHER NON- 15 130 15 130
GOVERNMENTAL RETIRE- 1.9 1.1 20.5 12.4
MENT SYSTEM

FORMAL NONINSURED 9 245 5 197 4 48
SELF - ADMINISTERED PLAN 1.2 2.0 .7 L8 5.5 4.6

OTHER 5 61 3 54 2 7
.6 .5 .4 .5 2.7 .7

TABLE 5-61C: TYPE OF LONG-TERM TOTAL DISABILITY
INCOME PLAN

CLERICAL-SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 733 38691 671 36201 62 2490

100.0 100.0 100.0 100.0 100.0 100.0
NO RESPONSE 2 11 2 11

.3 3.2 .4

GROUP INSURANCE PLAN 245 15805 205 13923 40 1882
33.4 40.8 30.6 38.5 64.5 75.6

STATE OR LOCAL TEACHER 619 33742 616 33683 3 59
OR PUBLIC EMPLOYEE 84.4 87.2 9L8 93.0 4.8 2.4
RETIREMENT SYSTEM

CHURCH OR OTHER NON- 12 269 12 269
GOVERNMENTAL RETIRE- 1.6 .7 19.4 10.8
MENT SYSTEM

FORMAL NONINSURED 11 1003 6 730 5 273
SELF-ADMINISTERED PLAN 1.5 2.6 .9 2.0 8.1 11.0

OTHER 4 176 2 118 2 58
.5 .5 .3 .3 3.2 2.3
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TABLE 5-62A: EMPLOYER-EMPLOYEE CONTRIBUTIONS TO COST OF
LONG-TERM TOTAL DISABILITY INCOME PLAN BY TYPE OF PLAN

FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

GROUP INSURANCE PLAN

INSTS EES IN STS EES INSTS EES

TOTAL 316 26862 262 24425 54 2437
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 19 1152 14 929 5 223
6.0 4.3 5.3 3.8 9.3 9.2

EMPLOYER PAYS ALL 152 14967 122 13533 30 1434
48.1 55.7 46.6 55.4 55.6 58.8

EMPLOYER EMPLOYEE 64 5338 50 4783 14 555
SHARE COST 20.3 19.9 19.1 19.6 25.9 22.8

EMPLOYEE PAYS ALL 81 5405 76 5180 5 225
25.6 20.1 29.0 21.2 9.3 9.2

STATE OR LOCAL TEACH ER
OR PUBLIC EMPLOYEE
RETIREMENT SYSTEM

TOTAL 627 48564 624 48510 3 54
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 6 376 6 376 - -
1.0 .8 1.0 .8 - -

EMPLOYER PAYS ALL 89 10796 88 10777 1 19
14.2 22.2 14.1 22.2 33.3 35.2

EM PLOYER-EMPLOYEE 478 33051 476 33016 2 35
SHARE COST 76.2 68.1 76.3 68.1 66.7 64.8

EMPLOYEE PAYS ALL 54 4341 54 4341 - -
8.6 8.9 8.7 8.9 - -

CHURCH OR OTHER NON-
GOVERNMENTAL RETIREMENT
SYSTEM

TOTAL 15 396 - - 15 396
100.0 100.0 - - 100.0 100.0

NO RESPONSE 1 68 - 1 68
6.7 17.2 - - 6.7 17.2

4'4.4
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TABLE 5-62A: EMPLOYER-EMPLOYEE CONTRIBUTIONS TO COST OF
LONG-TERM TOTAL DISABILITY INCOME PLAN BY TYPE OF PLAN

FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

EMPLOYER PAYS ALL 7 142 7 142
46.7 35.9 46.7 35.9

EMPLOYER - EMPLOYEE 6 158 6 158
SHARE COST 40.0 39.9 40.0 39.9

EMPLOYEE PAYS ALL 1 28 - - 1 28
6.7 7.1 6.7 7.1

FORMAL NON INSURED
SELF-ADMINISTERED PLAN

TOTAL 9 1229 5 1103 4 126
100 0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 1 28 - - 1 28
11.1 2.3 - - 25.0 22.2

EMPLOYER PAYS ALL 3 322 2 298 1 24
33.3 26.2 40.0 27.0 25.0 19.0

EMPLOYER-EMPLOYEE 4 831 3 805 1 26
SHARE COST 44.4 67.6 60.0 73.0 25.0 20.6

EMPLOYEE PAYS ALL 1 48 - - 1 48
11.1 3.9 - - 25.0 38.1

OTHER

TOTAL 5 310 3 252 2 58
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

EMPLOYER PAYS ALL 1 52 1 52
20.0 16.8 33.3 20.6 -

EMPLOYER-EMPLOYEE 3 144 1 86 2 58
SHARE COST 60.0 46.5 33.3 34.1 100.0 100.0

EMPLOYEE PAYS ALL 1 114 1 114
20.0 36.8 33.3 45.2
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TABLE 5-626: EMPLOYER-EMPLO
LONG-TERM TOTAL DISABILITY

425

YEE CONTRIBUTIONS TO COST OF
INCOME PLAN BY TYPE OF PLAN

ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

GROUP INSURANCE PLAN

INSTS EES INSTS EES INSTS EES

TOTAL 315 6252 261 5322 54 930
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 18 281 13 183 5 98
5.7 4.5 5.0 3.4 9.3 10.5

EMPLOYER PAYS ALL 151 3576 121 3077 30 499
47.9 57.2 46.4 57.8 55.6 53.7

EMPLOYER-EMPLOYEE 64 1332 50 1078 14 254
SHARE COST 20.- 21.3 19.2 20.3 25.9 27.3

EMPLOYEE PAYS ALL 82 1063 77 984 5 79
26.0 17.0 29.5 18.5 9.3 8.5

STATE OR LOCAL TEACHER
OR PUBLIC EMPLOYEE
RETIREMENT SYSTEM

TOTAL 630 9663 627 9649 3 14
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 7 97 7 97
1.1 1.0 1.1 1.0 -

EMPLOYER PAYS ALL 88 2274 87 2270 1 4
14.0 23.5 13.9 23.5 33.3 28.6

EMPLOYER-EMPLOYEE 480 6489 478 6479 2 10
SHARE COST 76.2 67.2 76.2 67.1 66.7 71.4

EMPLOYEE PAYS ALL 55 803 55 803
8.7 8.3 8.8 8.3 -

CHURCH OR OTHER NON-
GOVERNMENTAL RETIREMENT
SYSTEM

TOTAL 15 130 - - 15 130
100.0 100.0 100.0 100.0

NO RESPONSE 1 38 - - 1 38
6.7 29.2 - - 6.7 29.2

EMPLOYER PAYS ALL 7 44 - - 7 44
46.7 33.8 - - 46.7 33.8

EMPLOYER-EMPLOYEE 5 35 - - 5 35
SHARE COST 33.3 26.9 ___. - 33.3 26.9

EMPLOYEE PAYS ALL 2 13 - - 2 13
13.3 10.0 - - 13.3 10.0

4 '
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TABLE 5-62B: EMPLOYER-EMPLOYEE CONTRIBUTIONS TO COST OF
LONG-TERM TOTAL DISABILITY INCOME PLAN BY TYPE OF PLAN

ADMINISTRATORS

FORMAL NONINSURED
SELF - ADMINISTERED PLAN

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 9 245 5 197 4 48
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 1 15 - - 1 15
11.1 6.1 - - 25.0 31.3

EMPLOYER PAYS ALL 3 114 2 108 1 6
33.3 46.5 40.0 54.8 25.0 12.5

EMPLOYER - EMPLOYEE 4 92 3 89 1 3
SHARE COST 44.4 37.6 60.0 45.2 25.0 6.3

EMPLOYEE PAYS ALL 1 24 - - 1 24
11.1 9.8 - - 25.0 50.0

OTHER

TOTAL 5 61 3 54 2 7
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

EMPLOYER PAYS ALL 1 14 1 14
20.0 23.0 33.3 25.9 - -

EM PLOYEREM PLOYEE 3 22 1 15 2 7
SHARE COST 60.0 36.1 33.3 27.8 100.0 100.0

EMPLOYEE PAYS ALL 1 25 1 25
20.0 41.0 33.3 46.3
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TABLE 5-62C: EMPLOYER-EMPLOYEE CONTRIBUTIONS TO COST OF
LONG-TERM TOTAL DISABILITY INCOME PLAN BY TYPE OF PLAN

CLERICAL-SERVICE

GROUP INSURANCE PLAN

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES IN STS EES INSTS EES

TOTAL 245 15805 205 13923 40 1882
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 12 479 10 435 2 44
4.9 3.0 4.9 3.1 5.0 2.3

EMPLOYER PAYS ALL 106 8304 86 7271 20 1033
43.3 52.5 42.0 52.2 50.0 54.9

EM PLOYE R- EMPLOYEE 52 3085 39 2507 13 578
SHARE COST 21.2 19.5 19.0 18.0 32.5 30.7

EMPLOYEE PAYS ALL 75 3937 70 3710 5 227
30.6 24.9 34.1 26.6 12.5 12.1

STATE OR LOCAL TEACHER
OR PUBLIC EMPLOYEE
RETIREMENT SYSTEM

TOTAL 619 33742 616 33683 3 59
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 7 238 7 238
1.1 .7 1.1 .7

EMPLOYER PAYS ALL 88 8021 88 8021
14.2 23.8 14.3 23.8

EMPLOYER-EMPLOYEE 473 22024 470 21965 3 59
SHARE COST 76.4 65.3 76.3 65.2 100.0 100.0

EMPLOYEE PAYS ALL 51 3459 51 3459
8.2 10.3 8.3 10.3

CHURCH OR OTHER NON -
GOVERN MENTAL RETIREMENT
SYSTEM

TOTAL 12 269 - - 12 269
100.0 100.0 100.0 100.0

NO RESPONSE

EMPLOYER PAYS ALL 7 168 - - 7 168
58.3 62.5 58.3 62.5

EMPLOYER-EMPLOYEE 4 73 - 4 73
SHARE COST 33.3 27.1 33.3 27.1

EMPLOYEE PAYS ALL 1 28 1 28
8.3 10.4 8.3 10.4
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TABLE 5-62C: EMPLOYER-EMPLOYEE CONTRIBUTIONS TO COST OF
LONG-TERM TOTAL DISABILITY INCOME PLAN BY TYPE OF PLAN

CLERICAL-SERVICE

FORMAL NON INSURED
SELF - ADMINISTERED PLAN

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 11 1003 6 730 5 273
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 1 47 - - 1 47
9.1 4.7 - - 20.0 17.2

EMPLOYER PAYS ALL 4 279 1 105 3 174
36.4 27.8 16.7 14.4 60.0 63.7

EMPLOYER EMPLOYEE 5 625 5 625 -
SHARE COST 45.5 62.3 83.3 85.6 - -

EMPLOYEE PAYS ALL 1 52 - - 1 52
9.1 5.2 20.0 19.0

OTHER

TOTAL 4 176 2 118 2 58
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

EMPLOYER PAYS ALL 1 17 1 17
25.0 9.7 50.0 14.4

EMPLOYER - EMPLOYEE 2 58 2 58
SHARE COST 50.0 33.0 100.0 100.0

EMPLOYEE PAYS ALL 1 101 1 101
25.0 57.4 50.0 85.6
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TABLE 5-63A: WAITING PERIOD FOR ELIGIBILITY FOR
PARTICIPATION IN LONG-TERM TOTAL DISABILITY

PLANS BY TYPE OF PLAN
FACULTY

GROUP INSURANCE PLAN

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 316 26862 262 24425 54 2437
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 10 586 9 537 1 49
3.2 2.2 3.4 2.2 1.9 2.0

NO WAITING PERIOD 145 12591 127 11941 18 650
45.9 46.9 48.5 48.9 33.3 26.7

LESS THAN 1 YEAR 100 8539 85 7888 15 651
31.6 31.8 32.4 32.3 27.8 26.7

1 YEAR 52 4181 35 3231 17 950
16.5 15.6 13.4 13.2 31.5 39.0

MORE THAN 1 YEAR 9 965 6 828 3 137
2.8 3.6 2.3 3.4 5.6 5.6

STATE OR LOCAL TEACHER
OR PUBLIC EMPLOYEE
RETIREMENT SYSTEM

TOTAL 627 48564 624 48510 3 54
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 3 167 3 167
.5 .3 .5 .3 - -

NO WAITING PERIOD 543 38880 541 38845 2 35
86.6 80.1 86.7 80.1 66.7 64.8

LESS THAN 1 YEAR 60 6610 60 6610 - -
9.6 13.6 9.6 13.6 - -

1 YEAR 17 2308 16 2289 1 19
2.7 4.8 2.6 4.7 33.3 35.2

MORE THAN 1 YEAR 4 599 4 599
.6 1.2 .6 1.2

CHURCH OR OTHER NON-
GOVERNMENTAL RETIRE-
MENT SYSTEM

TOTAL 15 396 15 396
100.0 100.0 100.0 100.0

NO RESPONSE

NO WAITING PERIOD 10 228 - - 10 228
66.7 57.6 - - 66.7 57.6

LESS THAN 1 YEAR 3 75 - - 3 75
20.0 18.9 - - 20.0 18.9

44 I)
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TABLE 5-63A: WAITING PERIOD FOR ELIGIBILITY FOR
PARTICIPATION IN LONG-TERM TOTAL DISABILITY

PLANS BY TYPE OF PLAN
FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

1 YEAR 2 93 - - 2 93
13.3 23.5 - - 13.3 23.5

MORE THAN 1 YEAR

FORMAL NONINSURED SELF-
ADMINISTERED PLAN

TOTAL 9 1229 5 1103 4 126
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

NO WAITING PERIOD 4 985 4 985
44.4 80.1 80.0 89.3

LESS THAN 1 YEAR 3 100 3 100
33.3 8.1 - - 75.0 79.4

1 YEAR 1 26 - - 1 26
11.1 2.1 - - 25.0 20.6

MORE THAN 1 YEAR 1 118 1 118 - -
11.1 9.6 20.0 10.7

OTHER

TOTAL 5 310 3 252 2 58
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

NO WAITING PERIOD 3 252 3 252
60.0 81.3 100.0 100.0 - -

LESS THAN 1 YEAR 2 58 - - 2 58
40.0 18.7 - - 100.0 100.0

1 YEAR

MORE THAN 1 YEAR

441
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TABLE 5-63B: WAITING PERIOD FOR ELIGIBILITY FOR
PARTICIPATION IN LONG-TERM TOTAL DISABILITY

PLANS BY TYPE OF PLAN
ADMINISTRATORS

GROUP INSURANCE PLAN

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 315 6252 261 5322 54 930
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 10 126 9 117 1 9
3.2 2.0 3.4 2.2 1,9 1.0

NO WAITING PERIOD 144 2734 127 2478 17 256
45.7 43.7 48/ 46.6 31.5 27.5

LESS THAN 1 YEAR 99 1959 84 1633 15 326
31.4 31.3 32.2 30.7 27.8 35.1

1 YEAR 53 1095 35 792 18 303
16.8 17.5 33.4 14.9 33.3 32.6

MORE THAN 1 YEAR 9 338 6 302 3 36
2.9 5.4 2.3 5.7 5.6 3.9

STATE OR LOCAL TEACHER
OR PUBLIC EMPLOYEE
RETIREMENT SYSTEM

TOTAL 630 9563 627 9649 3 14
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 4 53 4 53 - -
.6 .5 .6 .5 - -

NO WAITING PERIOD 544 7671 542 7661 2 10
86.3 79.4 86.4 79.4 66.7 71.4

LESS THAN 1 YEAR 61 1221 61 1221 - -
9.7 12.6 9.7 12.7 - -

1 YEAR 17 512 16 508 1 4
2.7 5.3 2.6 5.3 33.3 28.6

MORE THAN 1 YEAR 4 20b 4 206 - -
.6 2.1 .6 2.1 - -

CHURCH OR OTHER NON-
GOVERNMENTAL RETIRE-
MENT SYSTEM

TOTAL 15 130 - - 15 130
100.0 100.0 100.0 100.0

NO RESPONSE - - - -
NO WAITING PERIOD 10 60 - - 10 60

66.7 46.2 66.7 46.2

4't
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TABLE 5-63B: WAITING PERIOD FOR ELIGIBILITY FOR
PARTICIPATION IN LONG-TERM TOTAL DISABILITY

PLANS BY TYPE OF PLAN
ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

LESS THAN 1 YEAR 3 21 - - 3 21
20.0 16.2 - - 20.0 16.2

1 YEAR 2 49 - - 2 49
13.3 37.7 - - 13.3 37.7

MORE THAN 1 YEAR

FORMAL NONINSURED SELF-
ADMINISTERED PLAN

TOTAL 9 245 5 197 4 48
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

NO WAITING PERIOD 4 159 4 159
44.4 64.9 80.0 80.7

LESS THAN 1 YEAR 3 45 - - 3 45
33.3 18.4 75.0 93.8

1 YEAR 1 3 - - 1 3
11.1 1.2 - - 25.0 6.3

MORE THAN 1 YEAR 1 38 1 38
11.1 15.5 20.0 19.3

OTHER

TOTAL 5 61 3 54 2 7
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

NO WAITING PERIOD 3 54 3 54
60.0 88.5 100.0 100.0

LESS THAN 1 YEAR 2 7 - - 2 7
40.0 11.5 100.0 100.0

1 YEAR

MORE THAN 1 YEAR
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TABLE 5-63C: WAITING PERIOD FOR ELIGIBILITY FOR
PARTICIPATION IN LONG-TERM TOTAL DISABILITY

PLANS BY TYPE OF PLAN
CLERICAL-SERVICE

GROUP INSURANCE PLAN

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 245 15805 205 13923 40 1882
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 8 317 7 302 1 15
3.3 2.0 3.4 2.2 2.5 .8

NO WAITING PERIOD 120 8101 107 7605 13 496
49.0 51.3 52.2 54.6 32.5 26.4

LESS THAN 1 YEAR 95 6061 83 5490 12 571
38.8 38.3 40.5 39.4 30.0 30.3

1 YEAR 21 1246 8 526 13 720
8.6 7.9 3.9 3.8 32.5 38.3

MORE THAN 1 YEAR 1 80 - - 1 80
.4 .5 - - 2.5 4.3

STATE OR LOCAL TEACHER
OR PUBLIC EMPLOYEE
RETIREMENT SYSTEM

TOTAL 619 33742 616 33683 3 59
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 3 65 3 65
.5 .2 .5 .2

NO WAITING PERIOD 531 27632 528 27573 3 59
85.8 81.9 85.7 81.9 100.0 100.0

LESS THAN 1 YEAR 77 5602 77 5602
12.4 16.6 12.5 16.6

1 YEAR 8 443 8 443
1.3 1.3 1.3 1.3

MORE THAN 1 YEAR - -
CHURCH OR OTHER NON-
GOVERNMENTAL RETIRE-
MENT SYSTEM

TOTAL 12 269 - - 12 269
100.0 100.0 - - 100.0 100.0

NO RESPONSE

NO WAITING PERIOD 8 170 - 8 170
66.7 63.2 - - 66.7 63.2

LESS THAN 1 YEAR 3 72 - - 3 72
25.0 26.8 - - 25.0 26.8

4 -±



434 APP. B

TABLE 5-63C: WAITING PERIOD FOR ELIGIBILITY FOR
PARTICIPATION IN LONGTERM TOTAL DISABILITY

PLANS BY TYPE OF PLAN
CLERICAL-SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

1 YEAR 1 27 - - 1 27
8.3 10.0 - - 8.3 10.0

MORE THAN 1 YEAR

FORMAL NONINSURED SELF.
ADMINISTERED PLAN

TOTAL 11 1003 6 730 5 273
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE - -
NO WAITING PERIOD 9 942 6 730 3 212

81.8 93.9 100.0 100.0 60.0 77.7

LESS THAN 1 YEAR 2 61 - - 2 61
18.2 6.1 - - 40.0 22.3

1 YEAR -
MORE THAN 1 YEAR

OTHER

TOTAL 4 176 2 118 2 58
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE - - - - -
NO WAITING PERIOD 2 118 2 118

50.0 67.0 100.0 100.0

LESS THAN 1 YEAR 2 58 - - 2 58
50.0 33.0 - - 100.0 100.0

1 YEAR - - -
MORE THAN 1 YEAR
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TABLE 5-64A: STATED AGE REQUIREMENTS FOR ELIGIBILITY TO
PARTICIPATE IN LONG-TERM TOTAL DISABILITY

PLAN BY TYPE OF PLAN
FACULTY

GROUP INSURANCE PLAN

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 316 26862 262 24425 54 2437
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 9 465 8 416 1 49
2.8 1.7 3.1 1.7 1.9 2.0

ATTAINMENT OF 20 831 19 795 1 36
STATED AGE REQUIRED 6.3 3.1 7.3 3.3 1.9 1.5

NO AGE REQUIREMENT 287 25566 235 23214 52 2352
90.8 95.2 89.7 95.0 96.3 96.5

STATE OR LOCAL TEACHER
OR PUBLIC EMPLOYEE
RETIREMENT SYSTEM

TOTAL 627 48564 624 48510 3 54
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 4 173 4 173 - -
.6 .4 .6 .4

ATTAINMENT OF 3 296 3 296
STATED AGE REQUIRED .5 .6 .5 .6 - -

NO AGE REQUIREMENT 620 48095 617 48041 3 54
98.9 99.0 98.9 99.0 100.0 100.0

CHURCH OR OTHER NON-
GOVERNMENTAL RETIRE-
MENT SYSTEM

TOTAL 15 396 15 396
100.0 100.0 100.0 100.0

NO RESPONSE

ATTAINMENT OF
STATED AGE REQUIRED

NO AGE REQUIREMENT 15 396 - 15 396
100.0 100.0 100.0 100.0

FORMAL NONINSURED SELF.
ADMINISTERED PLAN

TOTAL 9 1229 5 1103 4 126
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

ATTAINMENT OF
STATED AGE REQUIRED
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TABLE 5-64A: STATED AGE REQUIREMENTS FOR ELIGIBILITY TO
PARTICIPATE IN LONG-TERM TOTAL DISABILITY

PLAN BY TYPE OF PLAN
FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

NO AGE REQUIREMENT 9 1229 5 1103 4 126
100.0 100.0 100.0 100.0 100.0 100.0

OTHER

TOTAL 5 310 3 252 2 58
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

ATTAINMENT OF
STATED AGE REQUIRED

NO AGE REQUIREMENT 5 310 3 252 2 58
100.0 100.0 100.0 100.0 100.0 100.0

TABLE 5-64B: STATED AGE REQUIREMENTS FOR ELIGIBILITY TO
PARTICIPATE IN LONG-TERM TOTAL DISABILITY

PLAN BY TYPE OF PLAN
ADM IN ISTRATORS

GROUP INSURANCE PLAN

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES IN STS EES

TOTAL 315 6252 261 5322 54 930
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 9 125 8 116 1 9
2.9 2.0 3.1 2.2 1.9 1.0

ATTAINMENT OF 20 193 19 187 1 6
STATED AGE REQUIRED 6.3 3.1 7.3 3.5 1.9 .6

NO AGE REQUIREMENT 286 5934 234 5019 52 915
90.8 94.9 89.7 94.3 96.3 98.4

STATE OR LOCAL TEACHER
OR PUBLIC EMPLOYEE
RETIREMENT SYSTEM

TOTAL 630 9663 627 9649 3 14
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 5 85 5 85
.8 .9 .8 .9
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TABLE 5-64B: STATED AGE REQUIREMENTS FOR ELIGIBILITY TO
PARTICIPATE IN LONG-TERM TOTAL DISABILITY

PLAN BY TYPE OF PLAN
ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

ATTAINMENT OF 3 80 3 80
STATED AGE REQUIRED .5 .8 .5 .8 - -

NO AGE REQUIREMENT 622 9498 619 9484 3 14
98.7 98.3 98.7 98.3 100.0 100.0

CHURCH OR OTHER NON-
GOVERNMENTAL RETIRE-
MENT SYSTEM

TOTAL 15 130 15 130
100.0 100.0 100.0 100.0

NO RESPONSE

ATTAINMENT OF
STATED AGE REQUIRED

NO AGE REQUIREMENT 15 130 - - 15 130
100.0 100.0 100.0 100.0

FORMAL NONINSURED SELF-
ADMINISTERED PLAN

TOTAL 9 245 5 197 4 48
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

ATTAINMENT OF
STATED AGE REQUIRED

NO AGE REQUIREMENT 9 245 5 197 4 48
100.0 100.0 100.0 100.0 100.0 100.0

OTHER

TOTAL 5 61 3 54 2 7
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

ATTAINMENT OF
STATED AGE REQUIRED

NO AGE REQUIREMENT 5 61 3 54 2 7
100.0 100.0 100.0 100.0 100.0 100.0

d
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TABLE 5-64C: STATED AGE REQUIREMENTS FOR ELIGIBILITY TO
PARTICIPATE IN LONG-TERM TOTAL DISABILITY

PLAN BY TYPE OF PLAN
CLERICASERVICE

GROUP INSURANCE PLAN

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 245 15805 205 13923 40 1882
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 7 296 6 281 1 15
2.9 1.9 2.9 2.0 2.5 .8

ATTAINMENT OF 19 329 19 329 - -
STATED AGE REQUIRED 7.8 2.1 9.3 2.4 - -

NO AGE REQUIREMENT 219 15180 180 13313 39 1867
89.4 96.0 87.8 95.6 97.5 99.2

STATE OR LOCAL TEACHER
OR PUBLIC EMPLOYEE
RETIREMENT SYSTEM

TOTAL 619 33742 616 33683 3 59
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 5 121 5 121
.8 .4 .8 .4

ATTAINMENT OF 5 510 5 510
STATED AGE REQUIRED .8 1.5 .8 1.5 - -

NO AGE REQUIREMENT 609 33111 606 33052 3 59
98.4 98.1 98.4 98.1 100.0 100.0

CHURCH OR OTHER NON-
GOVERNMENTAL RETIRE-
MENT SYSTEM

TOTAL 12 269 - 12 269
100.0 100.0 100.0 100.0

NO RESPONSE

ATTAINMENT OF
STATED AGE REQUIRED

NO AGE REQUIREMENT 12 269 - - 12 269
100.0 100.0 100.0 100.0

FORMAL NONINSURED SELF-
ADMINISTERED PLAN

TOTAL 11 1003 6 730 5 273
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE
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TABLE 5-64C: STATED AGE REQUIREMENTS FOR ELIGIBILITY TO
PARTICIPATE IN LONG-TERM TOTAL DISABILITY

PLAN BY TYPE OF PLAN
CLERICAL-SERVICE

ATTAINMENT OF
STATED AGE REQUIRED

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS

-
EES

-
INSTS

-
EES

-
NO AGE REQUIREMENT 11 1003 6 730 5 273

100.0 100.0 100.0 100.0 100.0 100.0

OTHER

TOTAL 4 176 2 118 2 58
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

ATTAINMENT OF
STATED AGE REQUIRED - - - - -

NO AGE REQUIREMENT 4 176 2 118 2 58
100.0 100.0 100.0 100.0 100.0 100.0

TABLE 5-65A: SERVICE AND/OR AGE REQUIREMENTS FOR
PERSONS ALREADY PLAN PARTICIPANTS FOR ELIGIBILITY

FOR LONG-TERM TOTAL DISABILITY INCOME
BY TYPE OF PLAN

FACULTY

GROUP INSURANCE PLAN

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

TOTAL 316 26862 262 24425 54 2437
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 12 604 11 555 1 49
3.8 2.2 4.2 2.3 1.9 2.0

REQUIREMENT STATED 5 698 3 625 2 73
1.6 2.6 1.1 2.6 3.7 3.0

NO REQUIREMENT 299 25560 248 23245 51 2315
94.6 95.2 94.7 95.2 94.4 95.0

STATE OR LOCAL TEACHER
OR PUBLIC EMPLOYEE
RETIREMENT SYSTEM

TOTAL 627 48564 624 48510 3 54
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 5 205 5 205
.8 .4 .8 .4
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TABLE 5-65A: SERVICE AND/OR AGE REQUIREMENTS FOR
PERSONS ALREADY PLAN PARTICIPANTS FOR ELIGIBILITY

FOR LONG-TERM TOTAL DISABILITY INCOME
BY TYPE OF PLAN

FACULTY

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

REQUIREMENT T STATED 439 28915 437 28880 2 35
70.0 59.5 70.0 59.5 66.7 64.8

NO REQUIREMENT T 183 19444 182 19425 1 19
29.2 40.0 29.2 40.0 33.3 35.2

CHURCH OR OTHER NON-
GOVERNMENTAL R ETIRE-
M ENT SYSTEM

TOTAL 15 396 15 396
100.0 100.0 100.0 100.0

NO RESPONSE

REQUIREMENT STATED 12 294 - - 12 294
80.0 74.2 - - 80.0 74.2

NO REQUIREMENT 3 102 3 102
20.0 25.8 - - 20.0 25.8

FORMAL NONINSURED SE LF-
ADMINISTERED PLAN

TOTAL 9 1229 5 1103 4 126
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 1 24 - - 1 24
11.1 2.0 - - 25.0 19.0

REQUIREMENT STATED 1 454 1 454 - -
11.1 36.9 20.0 41.2 - -

NO REQUIREMENT T 7 751 4 649 3 102
77.8 61.1 80.0 58.8 75.0 81.0

OTHER

TOTAL 5 310 3 252 2 58
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

REQUIREMENT STATED 2 109 1 86 1 23
40.0 35.2 33.3 34.1 50.0 39.7

NO REQUIREMENT 3 201 2 166 1 35
60.0 64.8 66.7 65.9 50.0 60.3

(.1
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TABLE 5-65B: SERVICE AND/OR AGE REQUIREMENTS FOR
PERSONS ALREADY PLAN PARTICIPANTS FOR ELIGIBILITY

FOR LONGTERM TOTAL DISABILITY INCOME
BY TYPE OF PLAN

ADMINISTRATORS

GROUP INSURANCE PLAN

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES IN STS EES IN STS EES

TOTAL 315 6252 261 5322 54 930
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 12 183 11 174 1 9
3.8 2.9 4.2 3.3 1.9 1.0

REQUIREMENT STATED 5 223 3 206 2 17
1.6 3.6 1.1 3.9 3.7 1.8

NO REQUIREMENT 298 5846 247 4942 51 904
94.6 93.5 94.6 92.9 94.4 97.2

STATE OR LOCAL TEACHER
OR PUBLIC EMPLOYEE
RETIREMENT SYSTEM

TOTAL 630 9663 627 9649 3 14
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 6 98 6 98 - -
1.0 1.0 1.0 1.0 - -

REQUIREMENT STATED 441 5684 439 5674 2 10
70.0 58.8 70.0 58.8 66.7 71.4

NO REQUIREMENT 183 3881 182 3877 1 4
29.0 40.2 29.0 40.2 33.3 28.6

CHURCH OR OTHER NON-
GOVERNMENTAL RETIRE-
MENT SYSTEM

TOTAL 15 130 15 130
100.0 100.0 100.0 100.0

NO RESPONSE

REQUIREMENT STATED 12 76 12 76
80.0 58.5 80.0 58.5

NO REQUIREMENT 3 54 3 54
20.0 41.5 20.0 41.5

FORMAL NONINSU RED SELF
ADM INISTERED PLAN

TOTAL 9 245 5 197 4 48
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 1 6 - - 1 6
11.1 2.4 - - 25.0 12.5

4
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TABLE 5-65B: SERVICE AND/OR AGE REQUIREMENTS FOR
PERSONS ALREADY PLAN PARTICIPANTS FOR ELIGIBILITY

FOR LONG-TERM TOTAL DISABILITY INCOME
BY TYPE OF PLAN

ADMINISTRATORS

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

REQUIREMENT STATED 1 28 1 28
11.1 11.4 20.0 14.2

NO REQUIREMENT 7 211 4 169 3 42
77.8 86.1 80.0 85.8 75.0 87.5

OTHER

TOTAL 5 61 3 54 2 7
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

REQUIREMENT STATED 2 17 1 15 1 2
40.0 27.9 33.3 27.8 50.0 28.6

NO REQUIREMENT 3 44 2 39 1 5
60.0 72.1 66.7 72.2 50.0 71.4

TABLE 5-5C: SERVICE AND/OR AGE REQUIREMENTS FOR
PERSONS ALREADY PLAN PARTICIPANTS FOR ELIGIBILITY

FOR LONG-TERM TOTAL DISABILITY INCOME
BY TYPE OF PLAN

CLERICAL-SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

GROUP INSURANCE PLAN

TOTAL 245 15805 205 13923 40 1882
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 11 521 10 506 1 15
4.5 3.3 4.9 3.6 2.5 .8

REQUIREMENT STATED 5 744 3 653 2 91
2.0 4.7 1.5 4.7 5.0 4.8

NO REQUIREMENT 229 14540 192 12764 37 1776
93.5 92.0 93.7 91.- 92.5 94.4

STATE OR LOCAL TEACHER
OR PUBLIC EMPLOYEE
RETIREMENT SYSTEM

TOTAL 619 33742 616 33683 3 59
100.0 100.0 100.0 100.0 100.0 100.0
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TABLE 5-65C: SERVICE AND/OR AGE REQUIREMENTS FOR
PERSONS ALREADY PLAN PARTICIPANTS FOR ELIGIBILITY

FOR LONG-TERM TOTAL DISABILITY INCOME
BY TYPE OF PLAN

CLERICAL - SERVICE

ALL
INSTITUTIONS PUBLIC PRIVATE

INSTS EES INSTS EES INSTS EES

NO RESPONSE 5 147 5 147 -
.8 .4 .8 .4 - -

REQUIREMENT STATED 462 22411 459 22352 3 59
74.6 66.4 74.5 66.4 100.0 100.0

NO REQUIREMENT 152 11184 152 11184 - -
24.6 33.1 24.7' 33.2

CHURCH OR OTHER NON-
GOVERNMENTAL RETIRE-
M ENT SYSTEM

TOTAL 12 269 - - 12 269
100.0 100.0 100.0 100.0

NO RESPONSE

REQUIREMENT T STATED 10 221 - - 10 221
83.3 82.2 - - 83.3 82.2

NO REQUIREMENT 2 48 - 2 48
16.7 17.8 - - 16.7 17.8

FORMAL NON INSURED SELF-
, tDM IN ISTERED PLAN

TOTAL 11 1003 6 730 5 273
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 1 9 - - 1 9
9.1 .9 - - 20.0 3.3

REQUIREMENT STATED 7 757 4 545 3 212
63.6 75.5 66.7 74.7 60.0 77.7

NO REQUIREMENT 3 237 2 185 1 52
27.3 23.6 33.3 25.3 20.0 19.0

OTHER

TOTAL 4 176 2 118 2 58
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

REQUIREMENTENT STATED 1 16 1 16
25.0 9.1 - 50.0 27.6

NO REQUIREMENT 3 160 2 118 1 42
75.0 90.9 100.0 100.0 50.0 72.4
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TABLE 5-66A: MAXIMUM PERIOD DURING WHICH LONG-TERM
TOTAL DISABILITY INCOME IS PAID BY TYPE OF PLAN

FACULTY

INSTITUTIONS
ALL

PUBLIC PRIVATE

GROUP INSURANCE PLAN

INSTS EES INSTS EES INSTS EES

TOTAL 316 26862 262 24425 54 2437
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 9 408 8 359 1 49
2.8 1.5 3.1 1.5 1.9 2.0

TO AGE 65 225 18530 180 16465 45 2065
71.2 69.0 68.7 67.4 83.3 84.7

FOR LIFE 12 915 11 879 1 36
3.8 3.4 4.2 3.6 1.9 1.5

STATED NUMBER OF YEARS 67 6803 60 6516 7 287
21.2 25.3 22.9 26.7 13.0 11.8

OTHER 3 206 3 206 - -
.9 .8 1.1 .8 - -

STATE OR LOCAL TEACHER
OR PUBLIC EMPLOYEE
RETIREMENT SYSTEM

TOTAL 627 48564 624 48510 3 54
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 3 76 3 76 - -
.5 .2 .5 .2 - -

TO AGE 65 114 12515 113 12496 1 19
18.2 25.8 18.1 25.8 33.3 35.2

FOR LIFE 417 26923 415 26888 2 35
66.5 55.4 66.5 55.4 66.7 64.8

STATED NUMBER OF YEARS 56 6166 56 6166 - -
8.9 12.7 9.0 12.7 - -

OTHER 37 2884 37 2884 - -
5.9 5.9 5.9 5.9 - -

CHURCH OR OTHER NON-
GOVERNMENTAL RETIRE-
MENT SYSTEM

TOTAL 15 396 15 396
100.0 100.0 100.0 100.0

NO RESPONSE

TO AGE 65 1 68 - - 1 68
6.7 17.2 - - 6.7 17.2

FOR LIFE 14 328 - - 14 328
93.3 82.8 - - 93.3 82.8
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TABLE 5-66A: MAXIMUM PERIOD DURING WHICH LONG-TERM
TOTAL DISABILITY INCOME IS PAID BY TYPE OF PLAN

FACULTY

INSTITUTIONS
ALL

PUBLIC PRIVATE

STATED NUMBER OF YEARS

OTHER

FORMAL NONINSURED SELF -
ADMINISTERED PLAN

INSTS EES INSTS EES INSTS EES

TOTAL 9 1229 5 1103 4 126
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

TO AGE 65 4 372 2 298 2 74
44.4 30.3 40.0 27.0 50.0 58.7

FOR LIFE 2 478 1 454 1 24
22.2 38.9 20.0 41.2 25.0 19.0

STATED NUMBER OF YEARS 3 379 2 351 1 28
33.3 30.8 40.0 31.8 25.0 22.2

OTHER

OTHER

TOTAL 5 310 3 252 2 58
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

TO AGE 65

FOR LIFE 5 310 3 252 2 58
100.0 100.0 100.0 100.0 100.0 100.0

STATED NUMBER OF YEARS

OTHER
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TABLE 5-66B: MAXIMUM PERIOD DURING WHICH LONG-TERM
TOTAL DISABILITY INCOME IS PAID BY TYPE OF PLAN

ADMINISTRATORS

INSTITUTIONS
ALL

PUBLIC PRIVATE

INSTS

GROUP INSURANCE PLAN

EES INSTS EES INSTS EES

TOTAL 315 6252 261 5322 54 930
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 9 102 8 93 1 9
2.9 1.6 3.1 1.7 1.9 1.0

TO AGE 65 224 4585 179 3793 45 792
71.1 73.3 68.6 71.3 83.3 85.2

FOR LIFE 12 274 11 271 1 3
3.8 4.4 4.2 5.1 1.9 .3

STATED NUMBER OF YEARS 67 1236 60 1110 7 126
21.3 19.8 23.0 20.9 13.0 13.5

OTHER 3 55 3 55 - -
1.0 .9 1.1 1.0 - -

STATE OR LOCAL TEACHER
OR PUBLIC EMPLOYEE
RETIREMENT SYSTEM

TOTAL 630 9663 627 9649 3 14
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 4 44 4 44 -
.6 .5 .6 .5 - -

TO AGE 65 114 2708 113 2704 1 4
18.1 28.0 18.0 28.0 33.3 28.6

FOR LIFE 419 5360 417 5350 2 10
66.5 55.5 66.5 55.4 66.7 71.4

STATED NUMBER OF YEARS 56 1032 56 1032 - -
8.9 10.7 8.9 10.7 - -

OTHER 37 519 37 519 - -
5.9 5.4 5.9 5.4 -

CHURCH OR OTHER NON-
GOVERNMENTAL RETIRE-
MENT SYSTEM

TOTAL 15 130 - - 15 130
100.0 100.0 100.0 100.0

NO RESPONSE

TO AGE 65 1 38 - - 1 38
6.7 29.2 - - 6.7 29.2

FOR LIFE 14 92 - - 14 92
93.3 70.8 - - 93.3 70.8
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TABLE 5-66B: MAXIMUM PERIOD DURING WHICH LONGTERM
TOTAL DISABILITY INCOME IS PAID BY TYPE OF PLAN

ADMINISTRATORS

INSTITUTIONS
ALL

PUBLIC PRIVATE

INSTS

STATED NUMBER OF YEARS

OTHER

FORMAL NONINSURED SELF-
ADMINISTERED PLAN

EES INSTS EES INSTS EES

TOTAL 9 245 5 197 4 48
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

TO AGE 65 4 135 2 108 2 27
44.4 55.1 40.0 54.8 50.0 56.3

FOR LIFE 2 34 1 28 1 6
22.2 13.9 20.0 14.2 25.0 12.5

STATED NUMBER OF YEARS 3 76 2 61 1 15
33.3 31.0 40.0 31.0 25.0 31.3

OTHER

OTHER

TOTAL 5 61 3 54 2 7
100.0 .100.0 100.0 100.0 100.0 100.0

NO RESPONSE

TO AGE 65

FOR LIFE 5 61 3 54 2 7
100.0 100.0 100.0 100.0 100.0 100.0

STATED NUMBER OF YEARS

OTHER

4j&
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TABLE 5-66C: MAXIMUM PERIOD DURING WHICH LONG-TERM
TOTAL DISABILITY INCOME IS PAID BY TYPE OF PLAN

CLERICAL-SERVICE

INSTITUTIONS
ALL

PUBLIC PRIVATE

INSTS

GROUP INSURANCE PLAN

EES INSTS EES INSTS EES

TOTAL 245 15805 205 13923 40 1882
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 6 267 5 252 1 15
2.4 1.7 2.4 1.8 2.5 .8

TO AGE 65 167 10094 135 8557 32 1537
68.2 63.9 65.9 61.5 80.0 81.7

FOR LIFE 10 797 9 787 1 10
4.1 5.0 4.4 5.7 2.5 .5

STATED NUMBER OF YEARS 60 4529 55 4303 5 226
24.5 28.7 26.8 30.9 12.5 12.0

OTHER 2 118 1 24 1 94
.8 .7 .5 .2 2.5 5.0

STATE OR LOCAL TEACHER
OR PUBLIC EMPLOYEE
RETIREMENT SYSTEM

TOTAL 619 33742 616 33683 3 59
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 2 55 2 55
.3 .2 .3 .2

TO AGE 65 90 6653 90 6653
14.5 19.7 14.6 19.8 - -

FOR LIFE 440 22006 437 21947 3 59
71.1 65.2 70.9 65.2 100.0 100.0

STATED NUMBER OF YEARS 52 4073 52 4073
8.4 12.1 8.4 12.1

OTHER 35 955 35 955
5.7 2.8 5.7 2.8

CHURCH OR OTHER NON-
GOVERNMENTAL RETIRE-
MENT SYSTEM

TOTAL 12 269 - - 12 269
100.0 100.0 100.0 100.0

NO RESPONSE

TO AGE 65

FOR LIFE 12 269 12 269
100.0 100.0 100.0 100.0

4ijr3
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TABLE 5-66C: MAXIMUM PERIOD DURING WHICH LONG-TERM
TOTAL DISABILITY INCOME IS PAID BY TYPE OF PLAN

CLERICAL-SERVICE

INSTITUTIONS
ALL

PUBLIC PRIVATE

INSTS

STATED NUMBER OF YEARS

OTHER

FORMAL NONINSURED SELF-
ADMINISTERED PLAN

EES INSTS EES INSTS EES

TOTAL 11 1003 6 730 5 273
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE 1 80 - - 1 80
9.1 8.0 - - 20.0 29.3

TO AGE 65 2 157 1 105 1 52
18.2 15.7 16.7 14.4 20.0 19.0

FOR LIFE 7 686 4 545 3 141
63.6 68.4 66.7 74.7 60.0 51.6

STATED NUMBER OF YEARS 1 80 1 80 - -
9.1 8.0 16.7 11.0 - -

OTHER

OTHER

TOTAL 4 176 2 118 2 58
100.0 100.0 100.0 100.0 100.0 100.0

NO RESPONSE

TO AGE 65

FOR LIFE 4 176 2 118 2 58
100.0 100.0 100.0 100.0 100.0 100.0

STATED NUMBER OF YEARS

OTHER

4 b



APPENDIX C
PUBLIC
RETIREMENT
SYSTEMS

Appendix C summarizes the principal provisions of the public retire-
ment systems covering employees of junior colleges.

The provisions described are those currently applicable to new en-
trants. The summaries do not cover provisions applying only to earlier
entrants, or systems in current operation but which do not accept new
members.

The summaries include the Florida Retirement System, which goes
into effect December 1, 1970, and the two systems it replaces, the
Teachers Retirement System of Florida and the (Florida) State and
County Officers and Employees Retirement System.

Most of the abbreviations are self-explanatory, except for EE and
ER, which mean, respectively, employee and employer. OASDHI and
No OASDHI indicate whether or not the Social Security program covers
plan participants.

ALABAMA

EMPLOYEE'S RETIREMENT SYSTEM OF ALABAMA

Member Institutions:
Jefferson State Junior College
John C. Calhoun State Technical Junior College
Mobile State Junior College
W. L. Yancey State Junior College
OASDHI
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Provisions Apply To: All EEs under age 61 not covered by Teachers' Retirement
System of Alabama. (Faculty, administrative and clerical staff are covered by
Teachers' Retirement System of Alabama.)
Required &/or Voluntary: Required.

Waiting Period: None.

Contributions:
Individual: 4% of total annual salary.
Institution: Balance necessary to provide benefit.

Pension Benefit Formula: Highest of (a) money purchase annuity provided by
EE and ER contributions with interest; (b) 11/2 % of average salary of highest
5 years out of last 10 years of service (final average salary) times years of service;
(c) $72 per year times years of service to 25 years. Maximum total benefits, 80%
of final average salary.

Retirement Age: Normal: age 60 with 1C years of service. Compulsory: age 70.
Vesting Provisions: Benefits vest after 15 years or at age 55 with 10 years of service.
EE may elect to leave contributions on deposit and receive deferred annuity at
age 60 based on benefit formula. Upon termination of employment prior to vest-
ing, EE contributions returned without interest with less than 3 years of service.
After 3 but less than 16 years of service, 50% of interest refunded; with 16 but
less than 21 years of service, 60% of interest refunded; with 2i but less than 26
years of service, 70% of interest refunded; with 26 or more years of service, 80%.

If a non-vested EE elects to leave contributions on deposit and returns to service
within 5 years, retains credited service. After 5 years absence (automatic refund)
or after withdrawal, EE regains credited service by repaying refund with interest
after serving additional 5 years.

Preretirement Death Benefit: If EE had not completed 25 years of service or
attained age 60 and completed 10 years of service, return of EE contributions with
interest, plus death benefit equal to EE contributions with interest (not to exceed
$5,000). After 10 years of service and age 60, spouse receives benefit EE entitled
to if he had retired at date of death and had chosen 50% joint and survivor option.
After 25 years of service prior to age 60, spouse may elect either lump sum or
annuity benefit as if employee had retired for disability.

Disability Provisions: After 10 years of service, highest of (a) money purchase
annuity provided by EE contributions with interest, plus pension provided by ER
contributions which would have been payable at age 65, actuarially reduced to
maximum 25% reduction; (b) 11/2 % of final average salary times years of service,
actuarially reduced to maximum 25% reduction; (c) $54 per year times years of
service to 25 years.

TEACHERS' RETIREMENT SYSTEM OF ALABAMA

Member Institutions:
Albert P. Brewer State Junior College
Alexander City State Junior College
Enterprise State Junior College
Gadsden State Junior College
George C. Wallace State Technical Junior College
Jefferson State Junior College
John C. Calhoun State Technical Junior College
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Mobile State Junior College
Northeast State Junior College
Patrick Henry State Junior College
Snead State Junior College
Southern Union State Junior College
W. L. Yancey State Junior College *
OASDHI

Provisions Apply To: Faculty, administrative and clerical staff under age 61.
(Other EEs at the asterisked college are covered by Employee's Retirement
System of Alabama.)

Required &/ or Voluntary: Required.

Waiting Period: None.

Contributions:

Individual: 4", of total annual salary.
Institution: Balance necessary to provide benefit.

Pension Benefit Formula: Highest of (a) money purchase annuity provided by
EE and ER contributions with interest; (b) 11/4 % of average of highest 5 years
of salary out of last 10 years (final average salary) times years of service; (c) $72
per year times years of service to 25 years.

Retirement Age: Normal: age 60. Compulsory: age 70.

Vesting Provisions: Benefits are vested after 15 years of service or at age 55 with
10 years of service. EE may elect to leave contributions on deposit and receive
deferred annuity at age 60 based on benefit formula. Upon termination of employ-
ment prior to vesting, EE contributions returned without interest if the EE had
less than 3 years of service; with 3 but less than 16 years of service, 50% of interest
refunded; with 16 but less than 21 years of service, 60% of interest refunded; with
21 but less than 26 years of service, 70% of interest refunded; with 26 or more
years, 80%.

If a non-vested EE elects to leave contributions on deposit and returns to service
within 5 years, retains credited service. After 5 years absence (automatic refund)
07 after withdrawal, EE regains credited service by repaying refund with interest
and serving additional 5 years.

Preretirement Death Benefit: If EE had net completed 25 years of service or
attained age 60 and completed 10 years of service, return of EE contributions with
interest, plus death benefit equal to EE contributions with interest (not to exceed
$5,000). After 10 years of service and attainment of age 60, spouse receives benefit
EE is entitled to if he had retired at date of death and had chosen 50% joint and
survivor option. After 25 years of service, spouse may elect either lump sum or
annuity benefit.

Disability Provisions: Under age 60 with 10 years of service, highest of (a) money
purchase annuity provided by EE contributions with interest, plus pension provided
by 75% of ER contributions which would have been payable at age 65; (b) 11/4 %
of final average salary times years of service reduced by 3% for each year of
retirement prior to age 65 to maximum reduction of 25%; (c) $54 per year times
years of service to 25 years.

4
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ALASKA

PUBLIC EMPLOYEES' RETIREMENT SYSTEM

Member Institutions:
University of Alaska Community Colleges

Anchorage Community College
Juneau-Douglas Community College
Kenai Peninsula Community College
Ketchikan Community College
Matanuska Susitna Community College
Sitka Community College

OASDHI

Provisions Apply To: Clerical-service EEs. (Clerical-service EEs at Kenai Penin-
sula Community College and Ketchikan Community College are covered by the
Public Employees' Retirement System only if they are employees of the University
of Alaska rather than employees of the boroughs. Faculty and administrative
officers are covered by the Teachers' Retirement System.)

Required &/or Voluntary: Required.
Waiting Period: None.
Contributions:

Individual: 31/2 % of basic annual salary.
Institution: Balance necessary to provide benefit (not to exceed 8% of basic

annual salary).

Pension Benefit Formula: 1% of average salary of highest 3 consecutive calendar
years (final average salary) times years of service through 10 years; 11/2 % of final
average salary times years of service over 10 through 20 years; 2% of final average
salary times years of service over 20 years.

Cost-of-living increase: Alaska resident's retirement benefit is increased by
25% of the primary Social Security benefit. An annual post-retirement adjustment
is made in an Alaska resident's retirement benefit based on the financial experience
of the fund and the increase in the Consumer Price Index; increase not to exceed
I1 % for each year of retirement.

Retirement Age: Normal: earlier of age 60 with 8 years of service or any age
with 30 years of service. Early: age 55 with 18 years of service (actuarially
reduced below age 60).

Vesting Provisions: Benefits vest after 8 years of service. EE may elect to leave
contributions on deposit and receive actuarially reduced deferred annuity at age 60
or full annuity at age 65 based on benefit formula. Upon termination of employ-
ment prior to vesting, EE contributions returned with interest.

If a non-vested EE elects to leave contributions on deposit, he retains credited
service when he returns to service. After withdrawal, EE regains credited service
by repaying refund with interest within 3 years after notice of indebtedness.

Preretirement Death Benefit: Nonservice-connected: return of EE contributions
without interest. After 1 year of service, additional lump sum death benefit of
$100 times years of service. Service-connected with no willful negligence: widow,
married to EE 1 year, during period of widowhood or children until age 18 (23, if
student) may elect to receive 75% of benefit formula based on service to date of
disability, not actuarially reduced but reduced for Workmen's Compensation or
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any ER paid disability benefit. A cost-of-living increase of 75% in the increase
provided for retirement benefits (25% of the primary Social Security benefit) is
made for Alaska residents.

Disability Provisions: Nonservice-connected: after 8 years of service, benefit
formula based on service to date of disability, not actuarially reduced. Benefit is
reduced by ER paid disability benefit. Maximum: amount provided for service-
-annected disability. Service-connected: greater of benefit to which EE would have
been entitled if he had chosen 75% joint and survivor option and (1) had retired
at date of disability or (2) had continued in service to age 60. Service is credited
during disability. Benefit is reduced by Workmen's Compensation and any ER
paid disability benefit.

TEACHERS' RETIREMENT SYSTEM

Member Institutions:
University of Alaska Community Colleges

Anchorage Community College
Juneau-Douglas Community College
Kenai Peninsula Community College
Ketchikan Community College
Matanuska Susitna Community College
Sitka Community College

OASDHI

Provisions Apply To: Faculty and administrative officers who can complete 15
years of creditable service by age 65, including 10 years of Alaska membership
service. (Clerical-service EEs are covered by the Public Employees' Retirement
System.)

Required &I or Voluntary: Required.
Waiting Period: None.
Contributions:

Individual: 7% of basic annual salary; additional nonrefundable contribution
of 1% of basic annual salary may be made for sarvivor benefit.

Institution: Lesser of the percentage of payroll necessary with teacher's contri-
butions to provide benefit or 5% of payroll eh by State; lh by ER).

Pension Benefit Formula: 2% of average salary of higlrzst 3 years out of the last
10 years (final average salary) times years of service.

An annual post-retirement adjustment in the original retirement benefit based
on the financial experience of the Fund and the increase in the Consumer Price
Index from July 1 following retirement to each July 1; increase not to exceed 11/2%
per year of retirement.

A cost-of-living adjustment not to exceed 10% of the original benefit is made
if retiree is an Alaska resident.

Retirement Age: Normal: age 60 or age 55 with 30 years of service. Early: age
55 with 15 years of service ( actuarially reduced below age 60).
Vesting Provisions: Benefits vest after 10 years of service. EE may elect to leave
contributions on deposit and receive deferred annuity at age 60 based on benefit
formula. Upon termination of employment prior to vesting, EE contributions
returned without interest with not more than 2 years of service; after 2 or more
years, with interest.

4
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If a non-vested EE elects to leave contributions on deposit. he retains credited
service when he returns to service. After withdrawal, EE regains credited service
by repaying refund with compound interest (no interest charged if repaid by July 1
following reemployment).

Preretirement Death Benefit: If continuing survivor benefit is not payable, return
of EE contributions with interest, plus lump sum death benefit of $1,000 plus $100
for each year of service; if children under 19, additional $500. Maximum lump
sum benefit excluding EE contributions: $3,000.

If EE made optional 1% survivor contribution for I year, monthly survivor
benefit to one of the following: (/ ) unremarried spouse, benefit of 35% of final
annual salary paid until remarriage or death; or, if no spouse, to guardian or
guardians, benefit of 10% of final annual salary; plus children's benefit of 10%
of final annual salary per child to maximum of 40% paid until children reach 19
(if student, 23) or die; benefit continues after spouse remarries (if more than one
guardian, benefit paid according to number of children assigned each ore); (2) if
EE eligible to retire, unremarried spouse at age 60 (earlier, if disabled), 50%
of benefit formula based on service to date of death.

An annual post-retirement adjustment in the survivor benefit based cm the
increase in the Consumer Price Index from July 1st following death of EE to each
July 1st (not to exceed 11/2 % per year since death of EE) became effective Juiy 1,
1970. A cost-of-living adjustment not to exceed 10% is made if spouse is an
Alaska resident.

Disability Provisions: Under age 60 with 5 years of service, benefit of 50% of
final annual salary; plus 10% of final annual salary per child to maximum of 40%
paid until children reach age 19 (if student, 23), or earlier if disability terminates.
Benefit is recomputed at age 60; service is credited during disability.

ARIZONA

ARIZONA STATE RETIREMENT SYSTEM

Member Institutions:
Arizona Western College
Central Arizona Junior College
Ccp-..thise College
Eastern Arizona College
Maricopa County Junior Colleges

Glendale Community College
Maricopa Technical College
Mesa Community College
Phoenix College

Pima County Junior College
Yavapai County Junior College
OASDHI

Provisions Apply To: All EEs.

Required &/ or Voluntary: Required.
Waiting Period: None.

Contributions:
Individual: 5% of basic annual salary.
Institution: 5% of EE's basic annual salary, deposited to EE's account.

4t;
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Pension Benefit Formula: Money purchase annuity provided by EE and ER con-
tributions with interest and supplemental credits. (Supplemental credits are interest
earnings above the effective rate and employer deposits retained by the System
when members withdraw.)

Retirement Age: Normal: Age 65. Compulsory: age 70. Early: age 60 with
5 years of service (actuarially reduced below age 65).

Vesting Provisions: Benefits are vested after 5 years of service. EE may elect to
leave contributions on deposit and receive actuarially reduced deferred annuity at
age 60 or full annuity at age 65. Upon termination of employment prior to vest-
ing, EE contributions returned with interest.

If a nonvested EE elects to leave contributions on deposit and returns to service
within 5 years, retains membership credit. After withdrawal, a nonvested EE loses
credited service.

Preretirement Death Benefit: Retrin of EE and 1:12. contributions with interest
and supplemental credits either as annuity or lump sum benefit as beneficiary
elects.

Disability Provisions: Under age 60 with 5 years of service, benefit of $50 per
month until EE-ER contributions are depleted or, if income from EE-ER contribu-
tions is greater than $50 per month, benefit of life annuity.

ARKANSAS

ARKANSAS TEACHERS RETIREMENT SYSTEM

Member Institutions:
Arkansas State University **

Beebe Branch **
Phillips County Community College *
Westark Junior College **
OASDHI

Provisions Apply To: Faculty, administrative officers, and clerical staff under age
62. (Nonfaculty EEs participate in the State Employees Retirement System of
Arkansas.)

Required &/or Voluntary: Required.

Waiting Period: None.

Contributions:

Individual: 6% of first $7,800 of salary; optional, 6% of total salary.
Institution: Balance necessary to provide benefit.

Pension Benefit Formula: 11A% of salary on which OASDHI taxes were paid or,
for EE electing optional contribution rate, average salary of highest 5 consecutive
years out of the last 10 (final average salary).

Cost of living adjustment: effective each July 1 after 12 full months have
passed since retirement benefit began, the original benefit plus 1.5% per full year
from date benefit began. Minimum: amount of original benefit. Maximum: orig-
inal benefit times the following fractionaverage Consumer Price Index for the

* All EEs may elect TIAA -CREF as alternate.
** Faculty and administrative officers may elect TIAA-CREF as alternate.

4
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previous calendar year divided by average CPI for the calendar year immediately
preceding retirement.

Retirement Age: Normal: age 60 with 10 years of service. Compulsory: age 72.
Early: any age with 30 years of service (actuarially reduced below age 60).
Vesting Provisions: Benefits vest after 10 years of service. EE may elect to leave
contributions on deposit and receive deferred annuity at age 60 based on EE and
ER contributions with interest (after 20 years. annuity is based on benefit formula).
Upon termination of employment prior to vesting, EE contribution returned with
interest.

If a non-vested EE elects to leave contributions on deposit and returns to service
within 10 years, retains credited service. After withdrawal, EE on reemployment
may regain credited service by repaying refund with interest and serving additional
2 ycars on return to service.

Preretirement Death Benefit: Return of EE contributions with interest. The fol-
lowing survivor benefits after 5 years of service (including last 2 years prior to
death), not to be paid concurrently: (1) spouse married to EE 2 years is paid
benefit until remarriage or death if meets the following provisions: (a) spouse
age 62 or dependent spouse age 50 of EE with 15 years of service, benefit of
greater of $600 or 50% of benefit formula based on service to date of death and
age of beneficiary; (b) widow or dependent widower of EE with 20 years of service
or EE age 60 with 10 years of service, benefit as if EE had retired at date of death
and chosen joint and full survivor option; (2) widow or dependent widower with
children until death or remarriage or until children reach 18 (if student, 23),
marry or die, benefit for 1 child, $1,200; each additional child, $300. If no eligible
spouse, each child, $600. Maximum total benefit to 4 children or more: $1,800
per year; (3) if no other survivor, to dependent parents, $600 each, payable to
death or remarriage.

Disability Provisions: After 10 years of Arkansas service, benefit formula based
on service to date of disability, not actuarially reduced.

STATE EMPLOYEES RETIREMENT SYSTEM OF ARKANSAS

Member Institutions:
Arkansas State University **

Beebe Branch **
Phillips County Community College *
Westark Junior College **
OASDHI

Provisions Apply fo: All nonfaculty EEs. (Other EEs covered by Arkansas
Teachers Retirement System.)
Required & /or Voluntary: Required.
Waiting Period: None.

Contributions:
Individual: 5% on first $7,800 of basic annual salary.
Institution: 7% of payroll on salary up to $7,800.

Pension Benefit Formula: 11/4% of highest 5 consecutive years of salary (final
average salary) times years of service; final average salary is not to exceed $7,800.

* All EEs may elect TIAA-CREF as alternate.
**Faculty and administrative officers may elect TIAA-CREF as alternate.

4 3
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Retirement Age: Normal (with 18 months' membership service) : age 60 with 20
years of service or age 65 with 10 years of service. Compulsory: age 70.
Vesting Provisions: Benefits vest after 20 years of service. A vested EE may elect
to leave contributions on deposit and receive deferred annuity at age 60. Benefits
also vest at age 50 with 10 years of service and vested EE may elect to receive
deferred annuity at age 65. Upon termination of employment prior to vesting,
EE contributions returned without interest for service under 5 years. After 5
or more years of service, EE contributions with interest.

If a non-vested EE elects to leave contributions on deposit, and returns within
5 years, retains credited service. After withdrawal, EE retrains credited service
by repaying refund with interest within 5 years after withdrawal.

Preretirement Death Benefit: Return of EE contributions with interest.
Disability Provisions: After 10 years of service (18 months of current service out
of the last 24 months), benefit based on service to date of disability not actuarially
reduced.

CALIFORNIA

Los ANGELES CITY JUNIOR COLLEGE DISTRICT RETIREMENT SYSTEM

Member Institutions:
Los Angeles City Junior College District

East Los Angeles College
Los Angeles City College
Los Angeles Harbor College
Los Angeles Pierce Co ll,-se
Los Angeles Southwest College
Los Angeles Trade Technical College
Los Angeles Valley College
West Los Angeles College

No OASDHI
Provisions Apply To: Certified faculty and administrative officers. (May retain
membership in the California State Teachers' Retirement System, if a member of
that system when hired. Other EEs are covered by the Public Emplcyees' Retire-
ment System.)

Required & / or Voluntary: Required.
Waiting Period: None.

Contributions:
Individual: Percentage of basic annual salary varies according to sex and

age at entry into plan, i.e., for men from 6.28% to 11.09%.
Institution: Balance necessary to provide benefit.

Pension Benefit Formula: Choice of Plan A or Plan B. Plan A: money purchase
annuity provided by EE contributions with interest, plus a pension of 1/120 of
average of highest 5 consecutive years of salary (final average salary) times ears
of membership service. Plan B: money purchase annuity provided by EE contri-
butions with interest, plus a pension equal to 1 enefit payable under the California
State Teachers' Retirement System (1/60 of average salary of the highest 3 consecu-
tive years times years of service) reduced by the amount of benefit normally
provided by EE contributions with interest under the Ter.eher's Retirement System.
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Retirement Age: For Plan A or B: Normal: age 60 with 20 years of service.
Compulsory: age 65. Early: age 55 with 20 years of service (actuarially reduced
below age 60).

Vesting Provisions: Benefits vest after 5 years of service. EE may elect to leave
contributions on deposit and receive actuarially reduced deferred annuity and
pension at age 55 or full annuity and pension at age 60. Upon termination of
employment prior to vesting, EE contributions returned with interest.

If a non-vested EE elects to leave contributions on deposit and returns to service,
he retains credited service. After withdrawal EE regains credited service by repay-
ing refund on return.

Preretirement Death Benefit: Return of EE contributions with interest, plus lump
sum death benefit of 1/12 of EE's final annual salary times years of service up to
6 years.

Disability Provisions: After 5 years of service, benefit of 125 % of final average
salary times years of membership service. Maximum: 90% of benef that would
have been payable at age 60. Minimum: 30% of final average salary. Benefit is
reduced whenever earnings exceed difference between final annual salary and
disability benefit.

PUBLIC EMPLOYEES' RETIREMENT SYSTEM

Member Institutions:
Allan Hancock College
Antelope Valley College
Barstow College
Butte College
Cabrillo Junior College
Cerritos College
Chabot College
Chaffey College
Citrus College
College of the Canyons
College of the Desert
College of Marin
College of the Redwoods
College of the Sequoias
College of the Siskiyous
Compton College
Contra Costa Junior College District

Contra Costa College
Diablo Valley College

Cuesta College
El Camino College
Foothill Junior College District

De Anza College
Foothill College

Gavilan College
Glendale College
Grossmont College
Hartnell College
Imperial Valley College

4'10

Kern Junior College District
Bakersfield College
Porterville College

Lassen College
Long Beach City College
Los Angeles City Junior College District

East Los Angeles College
Los Angeles City College
Los Angeles Harbor College
Los Angeles Pierce College
Los Angeles Southwest College
Los Angeles Trade Technical College
Los Angeles Valley College
West Los Angeles College

Los Rios Junior College District
American River College
Sacramento City College

Merced College
Mira Costa College
Monterey Peninsula College
Mount San Antonio College
Mount San Jacinto College
Napa College
North Orange Junior College District

Cypress Junior College
Fullerton Junior College

Ohlone College
Orange Coast Junior College District

ridden West College
Orange Coast College
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Palo Verde College
Palomar College
Pasadena City College
Peralta Junior College District

College of Alameda
Feather River College.
Laney College
Merritt College

Rio Hondo Junior College
Riverside City College
Saddleback College
San Bernardino Valley College
San Diego Junior Colleges

San Diego City College
San Diego Evening College
San Diego Mesa College

San Joaquin Delta College
San Jose City College
San Mateo Junior College District

Canada College
College of San Mateo
Skyline College

OASDHI

Santa Ana College
Santa Barbara City College
Santa Monica College
Santa Rosa Junior College
Shasta College
Sierra College
Solano College
State Center Junior College District

Fresno City College
Reedley College

Sweetwater Junior College District
Taft College
Ventura Junior College District

Moorpark College
Ventura. College

Victor Valley College
West Hills Junior College
West Valley College
Yosemite Junior College District

Columbia Junior College
Modesto Junior College

Yuba College

461

Provisions Apply To: All EEs who are not members of the State Teachers' Retire-
ment System. (Faculty and administrat., e officers in positions requiring creden-
tials participate in the State Teachers' Retirement System except that faculty and
administrative officers who were members of the Public Employees' Retirement
Systo:' when hired may retain membership L that system and faculty and certified
administrative officers in the Los Angeles City Junior College District may elect
to participate in the Los Angeles City School District Retirement System-Junior
College branch.)
Required &/ or Voluntary: Required.
Waiting Period: None.
Contributions:

Individual: Percentage of basic annual salary varies according to sex and age
at entry into plan and is reduced 1/2 on first $4,800 of salary, e.g.,
males age 25, 5.54% (3.69% on first $4,800); males age 45, 7.95%
(5.30% on first $4,800).

Institution: Balance necessary to provide benefit.
Pension Benefit Formula: 1/90 of first $4,800 of average salary of highest 3
consecutive years (final average salary) times years of service; plus I /60 of balance
of final average salary times years of service; actuarially increased for years served
between ages 60 and 65. For a retiree who participated in Social Security and who
is not eligible to receive Social Security retirement benefit at time of retirement,
a temporary annuity is available which provides larger benefits from retirement to
date Social Security begins (at ages 62 or 65) and smaller benefits thereafter.

Annual cumulative cost-of-living adjustment in the original benefit is made
corresponding to the annual change in the "California" Consumer Price Index but
annual increase is not to exceed 11/2 %.

Retirement Age: With either 20 years of service or EE contributions in excess of

a
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$500: normal: age 60; early: age 55 (actuarially reduced below age 60). Com-
pulsory: age 70.
Vesting Provisions: Benefits vest after 20 years of service or after accumulated
EE contributions exceed $500. EE may elect to leave contributions on deposit vnd
receive actuarially reduced deferred annuity at age 55 or full annuity at age 60
based on benefit formula. Upon termination of employment prior to vesting, EE
contributions returned with interest.

If a nonvested EE elects to leave contributions on deposit, retains credited
service when he returns to service. After withdrawal, nonvested EE loses credited
service and membership status.

Preretirement Death Benefit: Return f EE contributions with interest, plus lump
sum death benefit equal to 1 month's salary times years of service np to 6 years.
If EE was at least age 55 with 5 years of service, widow or dependent widower or
children under 18 may elect to receive allowance equal to 50% of benefit formulr,
based on service to date of death.

Disability Provisions: At any age with either 10 years of service or EE contribu-
tions in excess of $500, benefit of 1.5% (:!f final average salary times actual years
of service and, if EE has 10 years of service, additional service EE would have
earned if he had continued in service to age 60. Minimum benefit if additional
service is included: 331/2 % of final average salary.

SAN FRANCISCO CITY AND COUNTY EMPLOYEES' RETIREMENT SYSTEM

Member Institutions:
City College of San Francisco

OASDHI

Provisions Apply To: All EEs. (Faculty and administrative officers may elect
coverage under the California State Teachers' Retirement System.)
Required &/ or Voluntary: Required.
Waiting Period: Nor.e.
Contributions:

Individual: Percentage of basic annual salary varies according to sex and age
at entry into plan, e.g., males age 25, 5.37%; males age 45, 7.45%.

Institution: Balance necessary to provide benefit.
Pension Benefit Formula: 1/60 of average salary of 3 highest years (final average
salary) times years of service.
Retirement Age: Normal: age40 with 10 years of service. Compulsory: age 65.
Early: age 55 with 20 years of service (actuarially reduced below age 60).
Vesting Provisions: Benefits vest after 10 years of service. EE may elect to leave
contributions on deposit and receive deferred money purchase annuity provided
by EE contributions matched by ER contributions at age 55 or over if the EE has
contributed $1,000 or more; otherwise he matched annuity may be received at
age 60. Upon termination of employment prior to vesting, EE contributions
returned with interest.

If a non-vested EE elects to leave contributions on deposit and returns to service,
retains credited service. After withdrawal, EE regains credited service by repaying
refund with interest.

Preretirement Death Benefit: Return of EE contributions with interest, plus lump
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sum death benefit of final 6 months' salary. If EE is eligible to retire, spouse or
orphaned children under 18 may elect survivor annuity payable until death or
remarriage of 1/2 the benefit EE is entitled to if he had retired at date of death.
Disability Provisions: Temporary disability: sick leave at full salary. Permanent
disability: after 10 years of service, benefit of 11/2 % of final average salary times
years of service. Minimum, 331/2 % of final average salary.

STATE TEACHERS' RETIREMENT SYSTEM

Member Institutions:
Allan Hancock College
Antelope Valley College
Barstow Coliege
Butte College
Cabrillo Junior College
Cerritos College
Chabot College
Chaffey College
Citrus College
College of the Canyons
College of the Desert
Coll4e of Marin
College of the Redwoods
College of the Sequoias
College of the Siskiyous
Compton College
Contra Costa Junior College District

Contra Costa College
Diablo Valley College

Cuesta College
El Camino College
Foothill Junior College District

De Anza College
Foothill College

Gavilan College
Glendale College
Grossmont College
Hartnell College
Imperial Valley College
Kern Junior College District

Bakersfield College
Porterfile College

Lassen College
Long Beach City College
Los Angeles City Junior College District

East Los Angeles College
Los Angeles City College
Los Angeles Harbor College
Los Angeles PL:rce College
Los Angeles Southwest College
Los Angeles Trade Technical College
Los Angeles Valley College
West Los Angeles College

Los Rios Junior College District
American River College
Sacramento City College

Merced College
Mira Costa College
Monterey Peninsula College
Mount San Antonio College
Mount San Jacinto College
Napa College
North Orange Junior College District

Cypress Junior College
Fullerton Junior College

Ohlone College
Orange Coast Junior College District

Golden West College
Orange Coast College

Palo Verde College
Palomar College
Pasadena City College
Peralta Junior College District

College of Alameda
Feather River College
Laney College
Merritt College

Rio Hondo Junior College
Riverside City College
Saddleback College
San Bernardino Valley College
San Diego Junior Colleges

San Diego City College
San Diego Evening College
San Diego Mesa College

San Joaquin Delta College
San Jose City College
San Mateo Junior College District

Canada College
College of & a Mateo
Skyline College

Santa Ana College
Santa Barbara City College
Santa Monica College
Santa Rosa Junior College
Shasta College
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Sierra College
Solano College
State Center Junior College District

Fresno City College
Reed ley College

Sweetwater Junior College District
Taft College
Ventura Junior College District

Moorpark College
Ventura College

OASDHI

Victor Valley College
West Hills Junior College
West Valley College .

Yosemite Junior College District
Columbia Junior College
Modesto Junior College

Yuba College

Provisions Apply To: Faculty and administrative officers in positions requiring
credentials. (Faculty and administrative officers in the Los Angeles City Junior
College District may elect to participate in the Los Angeles City School District
Retirement System-Junior College Branch. Other EEs participate in the Public
Employees' Retirement Syr.tem. Faculty and administrative officers who were
members of the Public Employees' Iletirement System when hired may retain
membership in that system.)

Required &/or Voluntary: Required.
Waiting Period: None.
Contributions:

Individual: Percentage of basic annual salary varies according to sex and age
of entry into plan, e.g., males age 25, 6.50%; males age 59 or over,
11.09%.

Institution: Balance necessary to provide benefit; approximately half the total
cost.

Pension Benefit Formula: 1/60 of average salary of highest 3 consecutive years
(final average salary) times years of service; actuarially increased for service
between ages 60 and 65. Minimum: $80 times years of service up to 40 years;
maximum; 75% of final average salary.

Retirement Age: Normal: age 60 with 5 years of service. Early: age 55 with
5 years of service (actuarially reduced below age 60). No compulsory retirement
age; however, "tenure" ceases at age 65.
Vesting Provisions: Benefits vest after 5 years of service. EE may elect to leave
contributions on deposit and receive deferred annuity at age 60 based on benefit
formula. Upon termination of employment prior to vesting, EE contributions
returned with interest.

If a non-vested EE elects to leave contributions on deposit, he retains credited
service when he returns to service. After withdrawal, EE regains credited service
by repaying refund with interest within 5 years and by serving additional 2 years
after absence.
Preretirement Death Benefit: Return of EE contributions with interest, plus lump
sum death benefit of 1/12 of final annual salary times years of service up to 6 years.
After 1 year of service, additional monthly survivor benefit to one of the following:
(1) widow or dependent widower with children, $180 to maximum $250 with 2 or
more children paid until spouse remarries or children reach 18, marry or die;
(2) widow age 62 or dependent widower age 65, $90 until remarriage or death; if
children, total family benefit of $250; (3) to orphaned children or children of
remarried spouse: 1 child, $90; 2 children, $180; 3 or more children, $250;
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paid until children reach 18, marry or die; (4) dependent mother age 62 or
dependent father age 65 paid until remarriage or death, $90 each. Adult benefits
are reduced whenever earnings exceed $2,400; children then receive orphaned
children's benefits. If EE is eligible to retire, widow or dependent widower or
orphaned children under 18 may elect to receive the following monthly survivor
benefit-in-lieu of lump sum death benefit: benefit of 50% of benefit formula based
on service to date of death (reduced by options chosen by EE) is paid until spouse
remarries or children reach 18, marry or die. Minimum benefit: amount payable
as lump sum death benefit plus return of EE contributions with interest.

Disabit,., Provisions: After 5 years of service, 90% of benefit formula based on
service to date of disability, not actuarially reduced. Minimum with 10 years of
service if amount calculated is under 25% of final average salary: 90% of benefit
formula based on service EE would have earned if he had continued in service to
age 60. Under age 55 benefit is reduced whenever disability benefit plus earnings
exceed final annual salary; not reduced after age 55.

COLORADO

COLORADO PUBLIC EMPLOYEES' RETIREMENT ASSOCIATION (PERA)

Member Institutions:
Aims College *
Arapahoe Junior College
Colorado Mountain College *
Community College of Denver

North Campus
West Campus

El Paso Commur y College
Lamar Community College
Mesa Junior College *
Morgan County Community College*
Northeastern Junior College *
Otero Junior College
Range ly College *
Southern Colorado State College-Junior College Division
Trinidad State Junior College
No OASDHI

Provisions Apply To: All EEs.

Required &/ or Voluntary: Required.

Waiting Period: None.

Contributions:
Individual: 7% of total salary, plus initial nonrefundable $5 membership fee.
Institution: State Division, 8%; School Division, 7.5%. After July, 1972:

State Division, 8.5%; School Division, 9.25%.

Pension Benefit Formula: 2.5% of average of highest 5 years' salary out of last
10 years (final average salary) times years of service through 20 years, plus addi-

* All EEs participate in the School Division of PERA. In institutions not asterisked,
EEs participate in the State Division of PERA.
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tional 1% of final average salary times years of service over 20 years. Maximum:
70% of final average salary.

Annual cost of living adjustment: Annual increase in retirement benefit equal
to increase in Consumer Price Index, but not more than 11/2 %. Determinations
are made annually as of May 1.

Retirement Age: Normal: age 60 with 20 years of service. Early: age 65 with
5 years of service (partial benefit) or age 55 with 35 years of service in the School
Division (actuarially reduced below age 60); 30 years of service with no age
minimum in the State Division (actuarially reduced bcic age 60).
Vesting Provisions: Benefits vest after 5 years of service. Terminating EE may
elect to leave contributions on deposit and receive deferred annuity at agc 65.
Upon termination )1 employment prior to vesting, EE contributions returned
without interest.

If a non-vested EE elects to leave contributions on deposit, returns to service.
within 5 years and pays amount equal to EE contributions due during absence, he
letains credited service (no service is credited during absence). After withdrawal,
EE must meet the above requirements plus repay refund with interest.

Preretirement Death Benefit: Return of EE contributions without interest. Non-
service-connected: after 3 years of service, survivor benefits to (1) widow or
dependent widower with children under 18, $250 per month; or (2) widow or
dependent widower with no dependent children and age 62 or more (ot, if EE
had 15 years of service, to widow or dependent widower at age 50), 1.25% of final
average salary times years of service not to exceed 20 years; minimum: the lesser
of $150 per month or 25% of final average salary; or (3) children under 18, $100
per month; maximum family benefit: $250; or (4), if no other survivors, depen-
dent parents: $100 per month. Service-connected: same as nonservice-connected,
but no minimum length of service requirement.
Dirability Provisions: Nonservice-connected: after 15 years of service, 50% of
final average salary. Service-connected: after 5 years of service, same benefit as
nonservice-connected.

CONNECTICUT

CONNECTICUT TEACHERS' RETIREMENT SYSTEM

Member Institutions:
Greater Hartford Community College
Hartford State Technical College
Housatonic Community College
Manchester Community College
Mattatuck Community College
Middlesex Community College
Northwestern Connecticut Community College
Norwalk Community College
Norwalk State Technical College
South Central Communit- College
Thames Valley State Tect, :al College
Waterbury State Technica: College
No OASDHI

Provisions Apply To: Faculty and administrative officers. (Faculty and adminis-
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trative officers may elect participation in and other EEs participate in the State
Employees' Retirement System.)

Required &/ or Voluntary: Required.
Waiting Period: None.
Contributions:

Individual: 6% of basic annual salary.
Institution: Balance necessary to provide benefit.

Pension Benefit Formula: 2% of highest 3 years' average salary (final average
salary) times years of service. Maximum: 75% of final average salary.

Cost of living adjustment: On July 1 of odd-numbered years, benefits will
increase in accordance with the percentage increase in the Consumer Price Index
from July 1 to July 1 of the two preceding even-numbered years. Benefits will
increase if CPI has risen 1% or mole; maximum two-year increase, 6 %.
Retirement Age: Normal: age 60 with 20 years of Connecticut service or any
age with 35 years of service (25 years of Connecticut service). Compulsory:
age 70. Early (reduced benefits) : age 65 with 15 years of service, or any age
with 25 years of service.

Vesting Provisions: Benefits vest after 10 years of service. Terminating EE may
leave contributions on deposit and receive deferred annuity at age 60. Upon termi-
nation of employment prior to vesting, EE contributions returned with interest
(reduced by 1% for survivor and dependents program).

After withdrawal, a non-vested EE may regain credited service if repays refund
with interest.

Preretireinent Death Benefit: If no eligible survivors, EE contributions plus interest
paid to beneficiary or estate. Or, for eligible survivors: if 5 years of service or
less, $500; after 5 years of service, $500 plus $100 per year of service over 5
($1,000 maximum), plus, for eligible survivors and dependents, annual benefit to
widow of $1,500 and benefits to dependent children, with total family benefits not
to exceed $300 per month.

Disability Provisions: After 10 years of Connecticut service, 1/65 of highest 3
years of average salary for each year of service to date of disability.

STATE EMPLOYEES' RETIREMENT SYSTEM

Member Institutions:
Greater Hartford Community College
Hartfo:d State Technical College
Housatonic Community College
Manchester Community College
Mattatuck Community College
Middlesex Community College
Northwestern Connecticut Community College
Norwalk Community College
Norwalk State Technical College
South Central Community College
Thames Valley State Technical College
Waterbury State Technical College
OASDHI
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Provisions Apply To: All EEs. (Faculty and administrative officers may elect
participation in the Connecticut Teachers' Retirement System.)

Required & / or Voluntary: Required.

Waiting Period: None for EEs in classified service. 6 months for EEs in unclassified
service.

Contributions:

Individual: Choice of Plan A or B. Plan A: 5% of total salary. Plan B: 2%
on OASDHI earnings base, 5% on balance.

Institution: Balance necessary to provide benefit.

Pension Benefit Formula: Plan A: for 25 or more years of service, 2% of highest
3 years' average salary (final average salary) times years of service. Under 25 years
of service, 2.50% of final average salary times years of service up to a maximum
countable 20 years.

Plan B: for 25 years of service, 2% of final average salary times years of service
paid from retirement until age 65. Paid after age 65: / % times years of service
times final average salary on which OASDHI taxes were paid (up to $4,800
regardless of the OASDHI maximum), plus 2% times years of service times bal-
ance of final average salary. Under 25 years of service, 1.25% times final average
salary on which OASDHI taxes were paid (up to $4,800 regardless of the OASDHI
maximum) times years of service up to 20 years, plus 2.50% times years of service
up to 20 years times balance of final average salary.

Cost of living adjustment: On July I of odd-numbered years, benefits will in-
crease in accordance with the percentage increase in the Consumer Price Index
from July 1 to July I of the two preceding even-numbered years. Benefits will
increase if CPI has risen 1% or more; maximum two-year increase, 6%.

Retirement Age: Normal: age 55 for men with 25 years of service or age 50 for
women with 25 years of service; age 65 for men with 10 years of service or age 60
for women with 10 years of service. Compulsory: age 70. Early (actuarially
reduced benefits): age 55 for men with 10 years of service, age 50 for women
with 10 years of service.

Vesting Provisions: Benefits vest after 10 years of service. EE may elect to leave
contributions on deposit for deferred annuity at age 50 for a woman or age 55
for a man, or later, based on benefit formula. Upon termination of employment
prior to vesting, EE contributions returned without interest.

If a non-vested EE with less than 10 years of service elects to leave contribu-
tions on deposit and returns to service within 5 years, retains credited service.
After withdrawal, EE regains credited service if returns to service within 5 years
and repays refund with interest.

Preretirement Death Benefit: Return of EE contributions without interest.

Disability Provisions: Plan A and B: after 10 years of service, 50% of final
average salary. All benefits reduced by Workmen's Compensation.

Plan B: reduced when EE becomes eligible for Social Security to 25% of final
average salary on which OASDHI taxes were paid (up to $4,800 regardless of
the OASDHI maximum), plus 50% of balance.
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DELAWARE

DELAWARE STATE EMPLOYEES' RETIREMENT SYSTEM
Member Institutions:

Delaware Technical and Community College
Northern Branch
Southern Branch

OASDHI
Provisions Apply To: All EEs agc 60 or under at entry into plan.
Required &/ or Voluntary: Required.
Waiting Period: None.
Contributions:

Individual: 5% on salary over $6,000 not to exceed $24,000 per year. No
contributions are required after a pension of $1,000 has accrued
to EE.

Institution: Balance necessary to provide bcnefit.
Pension Benefit Formula: 1/60 of average salary of the highest 60 consecutive
months not to exceed $24,000 per year (final average salary) for each year of
service. Minimum: monthly benefit of $150 ($5 times years of service not to
exceed 30 years); maximum: monthly benefit of $1,000.
Retirement Are: Normal: age 65 with 5 years of membership service or age 60
with 15 years of membership service or 30 ycars of service regardless of age.
Compulsory: age 69 as of 1/1/71; reduced 1 year for each year after 1971. Age
65 as of 1/1/75. Extensions permitted.
Vesting Provisions: Benefits vest after 20 years of service (including 15 years of
membership service). EE may clect to (cave contributions on deposit and receive
deferred annuity at age 60 or later based on benefit formula. Upon termination
of employment prior to vesting, EE contributions returned with interest.

If a non-vested EE leaves contributions on deposit, he retains credited service
by serving 5 additional years after return. After withdrawal, EE regains credited
service by repaying refund with interest and serving additional 5 years after return.
Preretirement Death Benefit: Return of EE contributions with interest. After 15
years of membership service or if EE is eligible to retire, (1) to widow or depen-
dent widower married to EE for 2 years or more, payable until remarriage or
death; or (2) to children, payable until death or until age 18 (if student, 21; or,
if disabled, no age requirement); or (3), if no other survivors, to dependent
parents, payable until death, 50% of benefit to which EE would have been entitled
if he had retired at date of death, not actuarially reduced for EE's age but actu-
arially reduced for each month widow or dependent widower is under age 50 (not
actuarially reduced for widow or dependent widower age 50 or over).
Disability Provisions: After 15 years of membership service, benefit of final
monthly salary paid for 3 months following disability, plus at the end of such
period a benefit based on service to date of disability, not actuarially reduced.
Benefit is reduced before age 60 by earnings of over 50% of final salary.

DISTRICT OF COLUMBIA

U.S. CIVIL SERVICE RETIREMENT SYSTEM

Member Institutions:
Washington Technical Institute *

* All EEs except civil service EEs participate in TIAA-CREF.
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No OASDHI
Provisions Apply To: All civil service EEs (usually cicrical-service EEs).
Required &/ or Voluntary: Required.
Waiting Period: None.
Contributions:

Individual: 7% of basic annual salary.
Institution: 7% of payroll.

Pension Benefit Formula: With final average salary of $5,000 or more (the
average annual salary of the highest 3 consecutive years): benefit formula of
(a) 11/2% of final average salary timcs first 5 years of service, plus (b) 13/4% of
final average salary times years of service over 5 to 10 years, plus (c) 2% of final
average salary times years of service over 10. With final average salary of less
than $5,000: benefit formula of 1% of final average salary, plus $25 times the
greater of (1) total years of service; (2) 5 years of service plus the 13A % formula
(b) and the 2% formula (c); or (3) 10 years of service plus the 2% formula (c).
Maximum benefit: 80% of final average salary.

Automatic cost of living adjustment: whenever the Consumer Price Index goes
up by 3% over the base month (the month the last increase became effective)
and stays up for 3 consecutive months, a cost of living increase of 1% phis the
highest per cent rise in the 3 months becomes effective the first day of the month
following the 3 month period.

Retirement Age: Normal: age 62 with 5 years of service, age 60 with 20 years
of service, or age 55 with 30 years of service. Compulsory: age 70 with 15 years
of service.

Vesting Provisions: Benefits vest after 5 years of service. EE may elect to leave
contributions on deposit and receive deferred annuity at age 62. Upon termination
of employment prior to vesting, EE contributions returned without interest.

If a non-vested EE elects to leave contributions on deposit and returns to service
within 2 years, he retains credited service; after absence of 2 years, EE must serve
additional 1 year of service before past service is credited. After withdrawal, EE
may regain credited service by repaying refund with compound interest; or, with-
out paying refund EE may include credited service in determining both final
average salary and eligibility for retirement but not in calculating benefit formula.
Preretirement Death Benefit: Return of EE contributions with interest. After 18
months of service, survivor benefit (minus deduction if less than 5 years of service)
to one of the following: (1) dependent spouse who, if childless, was married to
EE 2 years, minimum benefit of 55% of the lesser of (a) 40% of final average
salary or (b) benefit formula based on service EE would have earned if he had
continued in service to age 60. Spouse's benefit is paid until remarriage if under
60 (benefit continues if remarriage is after age 60) and is renewed whenever mar-
riage is dissolved. Addition benefit for children (1) if a patent survives, lesser
of (a) 60% of final average salary; (b) $2,835 or (c) $945 each; (2) orphaned
children lesser of (a) 75% of final average salary; (b) $3,402; or (c) $1,134 each.
Children's benefits are paid to age 18 (if student, 22) or death.

Cost-of-living increase in retirement benefits are also applied to survivor benefits;
survivor benefits given in dollar amounts include November 1969 cost-of-living
increase.

Disability Provisions: After 5 years of service, benefit based on service to date
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of disability, not actuarially reduced. Minimum benefit of lesser of 40% of final
average salary or amount EE entitled to if he had continued in service to age 60.
Maximum: 80% of final average salary.

FLORIDA

FLORIDA RETIREMENT SYSTEM (Effective December 1, 1970)

Member Institutions:
Brevard Junior College
Broward Junior College
Central Florida Junior College
Chipola Junior College
Daytona Beach Junior College
Edison Junior College
Florida Junior College at Jacksonville
Florida Keys juniot: College
Gulf Coast Junior College
Hillsborough Junior College
Indian River Junior College
Lake City Junior College and Forest

Ranger School
Lake-Sumter Junior College
OASDHi

Manatee Junior College
Miami Dade Junior College
North Florida Junior College
Okaloosa-Walton Junior College
Palm Beach Junior College
Pensacola Junior College
Polk Junior College
St. Johns River Junior College
St. Petersburg Junior College
Santa Fe Junior College
Seminole Junior College
South Florida Junior College
Tallahassee Junior College
Valencia Junior College

Provisions Apply To: All EEs entering service after December 1, 1970. (EEs
newly hired after that date are not eligible to participate in the former state systems:
the Teachers Retirement System of Florida or the State and County Officers and
Employees Retirement System.)

Required &I or Voluntary: Required.

Waiting Period: None.

Contributions:
Individual: 4% of total salary.
Institution: 4% of total payroll.

Pension Benefit Formula: 1.6% of average salary of highest 5 year's salary out
of the last 10 years (final average salary) times years of service. Benefit is in-
creased for each year of service after age 62 up to age 65 as per the following
schedule: 1.63% at age 63; 1.65% at age 64; 1.68% at age 65.

Annual cost of living adjustment: Beginning January I, 1971 and effective each
July 1st thereafter an adjustment in the initial benefit is made for a retiree who
has attained age 65 or older of the percentage change in the Consumer Price Index
from retirement date to date of adjustment not to exceed 3% for any year as
indicated by Index (April to April).

Retirement Age: Normal: age 62 with 10 years of service or 35 years of service
regardless of age.

Vesting Provisions: Benefits are vested after 10 years of service. EE may leave
contributions on deposit and receive deferred annuity at age 62 or actuarially
reduced deferred annuity at age 55 based on benefit formula. Upon termination
of employment prior to vesting, EE contributions returned without interest.

If a non-vested EE elects to leave contributions on deposit and returns to service
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within 5 years after absence, EE retains credited service. After withdrawal or
absence of over 5 years if less than 10 years of service (automatic refund), EE
regains credited service by repaying refund with interest and serving additional
3 years. Over 10 years of service, EE retains credited service whenever he returns
to service.
Preretirement Death Benefit: Nonservice-connected: return of EE contributions
without interest. If EE was eligible to retire, beneficiary may elect to receive the
benefit formula based on service to date of death, actuarially reduced for the ages
of both the EE and the spouse. Service-connected: widow of male EE receives
50% of final monthly salary until death or remarriage; if widow dies unmarried
children continue to receive benefit until age 18. If EE was eligible to retire,
widow or dependent widower may elect to receive benefit based on service to date
of death. Actuarially reduced for the ages of both the EE and the spouse. The
cost of living provisions as per the pension benefit formula is applied after the date
EE would have attained age 65.
Disability Provisions: Nonservice-connected: after 5 years of service, benefit
formula based on service to date of disability. Minimum: 25% of final average
salary. Service-connected (no minimum length of service requirement) : benefit
formula based on service to date of disability. Minimum: 42% of final average
salary.

STATE AND COUNTY OFFICERS AND EMPLOYEES RETIREMENT SYSTEM

Member Institutions:
Brevard Junior College
Broward Junior College
Central Florida Junior College
Chipola Junior College
Daytona Beach Junior College
Edison Junior College
Florida Junior College at Jacksonville
Florida Keys Junior College
Gulf Coast Junior College
Hillsborough Junior College
Indian River Junior College
Lake City Junior College and Forest

Ranger School
Lake-Sumter Junior College
OASDHI

Provisions Apply To: Clerical-service EEs, teachers first hired at age 60 or over
both entering service prior to December I, 1970. (Prior to December I, 1970
other teachers and administrative officers are covered by the Teachers Retirement
System of Florida. Effective December 1, 1970 all EEs will participate in the
Florida Retirement System; thereafter, the Teachers Retirement System of Florida
and the State and County Officers and Employees Retirement System will be
closed to new employees.)
Required &/or Voluntary: Required.
Waiting Period: None.
Contributions:

Individual: 4% of basic annual salary.
Institution: 4% of payroll.

Manatee Junior College
Miami Dade Junior College
North Florida Junior College
Okaloosa-Walton Junior College
Palm Beach Junior College
Pensacola Junior College
Polk Junior College
St. Johns River Junior College
St. Petersburg Junior College
Santa Fe Junior College
Seminole Junior College
South Florida Junior College
Tallahassee Junior College
Valencia Junior College
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Pension Benefit Formula: 11/2% of average salary of the highest 10 out of the
last 15 years (final average salary) times years of service. Maximum including
primary Social Security: 80% of final average salary.
Retirement Age: Normal: age 62 and 10 years of service. Early: age 55 and 10
years of service ( actuarially reduced below age 62).
Vesting Provisions: Benefits vest after 10 years of service. Terminating EE may
elect to leave contributions on deposit and receive deferred annuity at age 62 based
on benefit formula. Upon termination of employment prior to vesting, EE con-
tributions returned without interest.

If non-vested EE elects to leave contributions on deposit and returns to service,
he retains credited service.
Preretiretnent Death Benefit: Prior to EE being eligible for normal retirement,
return of EE contributions without interest. After EE is eligible for normal retire-
ment, spouse receives survivor annuity provided by benefit formula based on
service to date of death.
Disability Provisions: Under 10 years of service, return of EE contributions with-
out interest. After 10 years of service, benefit formula based on service to date
of disability, not actuarially reduced.

TEACIIERS RETIREMENT SYSTEM OF FLORIDA

Member Institutions:
Brevard Junior College
Broward Junior College
Central Florida Junior College
Chipola Junior College
Daytona Beach Junior College
Edison Junior College
Florida Junior College at Jacksonville
Florida Keys Junior College
Gulf Coast Junior College
Hillsborough Junior College
Indian River Junior College
Lake City Junior College and Forest

Ranger School
Lake-Sumter Junior College
No OASDHI

Provisions Apply To: Faculty and administrative officers under age 60 entering
service prior to December 1, 1970. (Prior to December 1, 1970 other EEs are
covered by the State and County Officers and Employees Retirement System.
Effective December 1, 1970, all EEs will participate in the Florida Retirement
System; thereafter, the Teachers Retirement System of Florida and the State and
County Officers and Employees Retirement System will be closed to new
employees.)

Required IV or Voluntary: Required.
Waiting Period: None.
Contributions:

Individual: 6.25% of basic annual salary (includes 0.25% nonrefundable
contribution for survivor's benefit fund).

Institution: Balance necessary to provide benefit.

Manatee Junior College
Miami Dade Junior College
North Florida Junior College
Okaloosa-Walton Junior College
Palm Beach Junior College
Pensacola Junior College
Polk Junior College
St. Johns River Junior College
St. Petersburg Junior College
Santa Fe Junior College
Seminole Junior College
South Florida Junior College
Tallahassee Junior College
Valencia Junior College
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Pension Benefit Formula: 2% of average of highest 10 years' salary out of final
15 years (final average salary) times years of service.
Retirement Age: Normal: age 62. Compulsory: age 70. Early: age 55 with
10 years of service (actuarially reduced below age 62).
Vesting Provisions: Benefits are vested after 10 years of service. Terminating EE
may leave contributions on deposit and receive deferred annuity at age 62 or
actuarially reduced deferred annuity at age 55. Upon termination of employment
prior to vesting, EE contributions returned with interest.

If a non-vested EE elects to leave contributions on deposit and returns to service
within 5 years after absence, EE retains credited service. .After withdrawal or
absence of over 5 years if less than 10 years of service ( automatic refund), BE
regains credited service by repaying refund with interest and serving additional
3 years. Over 10 years of service, EE retains credited service whenever he returns
to service.

Preretirement Death Benefit: Return of EE contributions with interest. After 1

calendar day of service, additional 1:,mp sum death benefit of $500, plus choice of
one survivor's benefit paid until death to the following: (1) widow or widower
with children under 151: 1 child, $190; $250 maximum; (2) dependent widow
or widower, age 50 but less than age 65: $100; (3) orphaned children paid until
18 or marriage or, if eatiier, adoption into another family; 1 child, $165; $250
maximum; (4) dependent parents, age 65 or older: $100 each. After 10 years
of service, widow or widower, age 65 or older: $125. If EE is eligible to retire,
beneficiary (if spouse) may elect lump sum benefit provided by EE contributions
with interest or amount to which EE is entitled if he had retired at date of death
and chosen 50% joint and survivor option. Benefits are reduced by Social Security
if EE had less than 3 years of service; after 3 years of service, no Social Security
offset.

Disability Provisions: After 10 years of service, benefit EE would have been
entitled to if he had retired at age 55. Minimum benefit: 25% of final average
salary.

GEORGIA

TEACHERS' RETIREMENT SYSTEM OF GEORGIA

Member Institutions:
Abraham Baldwin Agricultural College
Albany Junior College
Brunswick Junior College
Clayton Junior College
Dalton Junior College
De Kalb College

Gainesville Junior College
Kennesaw Junior College
Macon Junior College
Middle Georgia College
South Georgia College
Southern Technical Institute

OASDHI

Provisions Apply To: All EEs.
Required &/ or Voluntary: Required.

Waiting Period: None.

Contributions:
Individual: 6% of total salary.
Institution: Balance necessary to provide benefit, currently 7.25% of payroll.
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Pension Benefit Formula: 13/4% of average salary of highest 5 consecutive years
for each year of service up to 40 ycars.

Automatic cost of living adjustment: At age 63 or six months after retirement,
if later, and each six months thereafter an adjustment is made equal to the per-
centage increase in the Consumer, Price Index; each increase is limited to a maxi-
mum of 11/2 %.

Retirement Age: Normal: age 2. Early, age 55 with 35 years of service or age
60 with 10 years of service (actuarially reduced below age 62).
Vesting Provisions: Benefits are vested after 20 years of service. Terminating EE
may elect to leave contributions on deposit and receive deferred annuity a: age
60 based on benefit formula. Upon termination of employment. prior to veFting,
EE contributions returned with interest.

If nonvested EE elects to leave contributions on deposit and returns to service
after absence of 1 year out of 3 (loses membership) and had 5 years of service,
may regain credited service by paying 31/2 % of his contributions with interest at
time of loss of membership; after 2 ;Tars' but nor more than 3 years' absence,
regains credit by paying 121/2 % of final annual salary; or if m're than 3 years' but
not more than 4 years' absence, pays 25% of final annual salary. After withdrawal,
if EE had 5 years of service may regain credit by repaying refund plus 31/2%
compound interest (allowed to reestablish credited service once after withdrawal).

Preretirement Death Benefit: Return of EE contributions with interest, After 15
years of service or 10 years of service and attainment of age 60, if elected by EE
or beneficiary, survivor annuity based on benefit formula and age of beneficiary.
Disability Provisions: Under age 60 with 15 years of service or age 60 but less
than age 63 with 10 years of service, benefit formula based on service to date of
disability, not actuarially reduced.

HAWAII

EMPLOYEES' RETIREMENT SYSTEM OF THE STATE OF HAWAII

Member Instituticns:
Hawaii Technical School
University of Hawaii Community Colleges

Honolulu Community College
Kapiolani Community College
Kauai Community College
Leeward Community College
Maui Community College

OASDHI

Provisions Apply To: All EEs.

Required &/or Voluntary: Required.

Waiting Period: None.

Contributions:
Individual: 61/2 % annual salary (includes 1/2 % for cost of living benefit).
Institution: Balance necessary to provide benefit.

Pension Benefit Formula: 2% of average of highest 5 years' salary (final average
salary) for each year of service.
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Automatic cum:I:Jive annual cost of living increase: 11/2 % effective each
July 1st.
Retirement Age: Voluntary: age 55 with 5 years of service or any age with 25
years of service (actuarially reduced below age 55). Compulsory: age 70.

Vesting Provisions: Benefits are vested after 5 years of service. Terminating EE
may elect to leave contributions on deposit and receive deferred annuity at age 55.
Upon termination of employment prior to vesting, return of EE contributions
with interest.

If a non-vested EE elects to leave contributions on deposit, retains credited
service when returns to service. After withdrawal, EE retains credited service by
repurchase based on rate and salary at time of purchase ard number of months
purchased.

Preretirement Death Benefit: Nonservice-connected or servic?.-connected other
than for accident: return of EE contributions with interest. After 1 year of service,
additional lump sum of 1/2 firal 12 months' salary. After 10 years of service, EE
contributions with ititerest, lamp sum benefit, plus additional 5% of salary for
each year over 10, up to total final 12 months' salary (after 20 years of service,
this latter benefit is 100% of salary).

If EE Is eligible to retire, spouse may elect benefit to which EE would have
been entitled if he had retired instead of died.

Service- connected accidental death: return of EE contributions with interest
plus a pension benefit (offset by Workmen's Compensation); payable to the EE's
widow during widowhood or to his child or children under age 18 or his dependent
father and mother for life.

Disability Provisions: Nonservice-connected or service-connected other than for
accident: under age 55 with 10 years of service, benefit of 25% of final average
salary, plus 1% for each year of service over 15 years. Service-connected accident
(no minimum length of service requirement) : for total disability, annuity pro-
vided by EE contributions and interest, plus pension of 662/3 % of final average
salary offset by Workmen's Compensation. For occupational disability, same bene-
fit as for total disability with pension reduced after 3 years to 331/2 % of final
average salary.

IDAHO

PUBLIC EMPLOYEE RETIREMENT SYSTEM OF IDAHO

Member Institutions:
College of Southern Idaho
North Idaho Junior College
OASDHI

Provisions Apply To: All EEs.
Required &/or Voluntary: Required.
Waiting Period: One year.
Contributions:

Individual: 3% of first $4,800 of basic annual salary; 6% of balance of basic
annual salary.

Institution: Balance necessary to provide benefit, currently 7.5% of payroll.

Pension Benefit Formula: Annual allowance equal to one-third of accumulated
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member contributions without interest, i.e., I% of first $4,800 of basic annual
career average salary plus 2% of balance of basic career average annual salary
for etch year ol service.

Retirement Age: Normal: age 65 with 5 years of service or age 60 with 35 years
of service. Compulsory: age 70. Early: age 55 with 5 years of service (actu-
arially reduced below age 65).

Vesting Provisions: Benefits vest after 10 years of service. After 10 years of
service and prior to age 55, EE may elect to leave contributions on deposit and
receive deferred annuity at age 65 or actuarially reduced annuity at age 55. After
10 years of service and age 55, EE receives deferred annuity; no refund is per-
mitted. Upon termination of employment prior to vesting, EE contributions
returned with interest.

If a non-vested EE elects to leave contributions on deposit and reNrns to service
within 5 years, he retains credited service. After withdrawal, EE regains credited
service if he returns to service within 5 years and repays refund within 6 months.
Prerettrement Death Benefit: Return of EE contributions with interest. If EE
was age 55 with 10 years of credited service, spouse may elect annuity based on
benefit to which EE would have been entitled if he had retired at date of death
and chosen joint and survivor option.
Disability Provisions: After 10 years of service and 6 months of disability, EE
entitled to benefit as if he had continued in service to age 65. Benefit is reduced
by Workmen's Compensation.

ILLINOIS

STATE UNIVERSITIES RETIREMENT SYSTEM

Member Institutions:
Belleville Area College
Black Hawk Junior College District

Black Hawk College
Black Hawk East College

Carl Sandburg College
Chicago City College

Amundsen-Mayfair Campus
Bogan Campus
Fenger Campus
Kennedy-King College
Loop Campus
Malcolm X College
Southeast Campus
Wright Campus

College of Du Page
College of. Lake County
Danville Junior College
Elgin Community College
Highland Community College
Illinois Central College
Illinois Valley Community College
John A. Logan College
Joliet Junior College
No OASDHI
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Kankakee Community College
Kaskaskia College
Kishwaukee College
Lake Land College
Lincoln Land Community College
McHenry County College
Moraine Valley Community College
Morton College
Olney Central College
Parkland College
Prairie State College
Rend Lake College
Rock Valley College
Sauk Valley College
Shawnee Community College
Southeastern Illinois College
Spoon River College
Thornton Junior College
Triton College
Wabash Valley College
Wauboasee Community College
William Rainey Harper College
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Provisions Apply To: All EEs under age 68.

Required &/ 9r Voluntary: Required.
Waiting Period: None.

Contributions:
Individual: 8% of basic annual salary, which includes 1% fcr survivor's insur-

ance and is refun, ible after $120 per year paid.
Institution: Balance necessary to provide benefit, currently 12% cf payroll.

Pension Benefit Formula: Choice of Plan A or B. Plan A: money purchase an-
nuity. Plan B: 1.67% of average of highest 5 consecutive years of salary (final
average salary) times first 10 years of service; 1.90% of final average salary times
second 10 years of service; 2.10% of final average salary times third 10 years of
service; 2.30% of final average salary times fourth 10 years of service. Maximum
at age 60, 70%; increasing 11/2 % per year to 80% of final average salary at age 66.

Automatic annual cost of living increase: 11/2 % of original benefit (not cumu-
lative) effective later of 1 year after retirement Cr age 60.

Retirement Age: Normal: age 60 with 8 years of service or age 62 with 5 years
of service. Compulsory: age 68. Extensions permitted. Early: age 55 with 8
years of service (actuarially reduced below age 60).

Vesting Provisions: Benefits vest after 5 years of service. EE may elect to leave
contributions on deposit and receive deferred annuity at ago 62; or after 10 years
of service, at age 55 or later. Upon termination of employment prior to vesting,
EE contributions returned with interest.

Preretire.nent Death Benefit: Return of EE contributions with interest, plus lump
sum of $1,000. If EE is under age 58 at entrance to plan with 11/2 years of service,
additional monthly survivor benefit: (1) at age 55, if childless, to widow, depen-
dent widower, or dependent parent: survivor benefit based on benefit formula of
30% of final average salary; $250 maximum; or (2) to widow with children under
18: 1 child, maximum of 60% of final average salary; 2 children, maximum of
80% of final average salary. The maximum survivors annuity is $350 or 80%
of final average salary. To dependent not qualified for survivor benefit: return of
EE contributions with interest, plus benefit of final average salary not to exceed
$5,000.

Disability Provisions: After 2 years of service for illness (no service required for
accident): 50% of greater of (1) contract salary on date of disability or (2)
average of final 24 months salary; paid until 50% of total earnings during member-
ship service is paid but not beyond age 68. Benefit reduced by Workmen's Com-
pensation. Service is credited during disability.

INDIANA

PUBLIC EMPLOYEES' RETIREMENT. FUND

Member Institutions:
Indiana Vocational Technical College *
OASDHI

Provisions Apply To: Clerical-Service EEs.

* Faculty and administrative officers participate in TIAA-CREF.
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Required &c /or Voluntary: Voluntary immediately; required E f ter 1 year for those
under age 60 at entrance into plan.

Waiting Period: None.
Contributions:

Individual: 3% of basic annual salary.
Institution: Balance necessary to provide benefit.

Pension Benefit Formula: (1) Money purchase annuity provided by EE contribu-
tions with interest, plus (2) pension of 1.1% of average of highest 5 years of
salary out of final 10 years (final average salary) times years of service.
Retirement Age: Normal: age 65 with 10 years of service. Early: age 50 with
15 years of service (actuarially reduced below age 65).

Vesting Provisions: Benefits are vested after 10 years of service. Terminating EE
may elect to leave contributions on deposit and receive deferred annuity at age 65
based on benefit formula. After 15 years of service and age 50, EE may elect to
receive annuity immediately or leave contributions on deposit for deferred annuity;
no lump sum withdrawal is permitted. Upon termination of employment prior to
vesting, EE contributions returned with interest.

If a non-vested EE has less than 7 years of service and returns to service within
5 years, retains credited service. After withdrawal or absence of 5 years if less
than 7 years of service, loses membership status and credited service.

Preretirement Death Benefit: Return of EE contributions with interest. After 15
years of service, survivor benefit of (1) annuity, plus (2) pension based on service
to date of death to spouse married to EE for 3 years or to dependent beneficiary
named 6 months before EE's death.

Disability Provisions: After 7 years of service and after 6 months f disability,
benefit of $100 per month plus $1 per month for each year of service over 7 yeas.

IOWA

IOWA PUBLIC EMPLOYEES RETIREMENT

Me.tnber Institutions:
Area I Vocational Technical School
Area III Community College District

Iowa Lakes Community College
Area VI Community College District

Ellsworth College
Marshalltown Community College

Area XI Community College
Boone Junior College
Des Moines Area Community College

Eastern Iowa Community College
Clinton Campus
Muscatine Campus
Scott Campus

Hawkeye Institute of Technology
Iowa Central rommunity College

Eagle Grove Campus
OASDHI
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Fort Dodge Campus
Webster City Campus

Iowa Technical Area XV Community
College

Centerville Community College
Ottumwa Campus

Iowa Western Community College
Clarinda Campus
Council Bluffs Campus

Kirkwood Community College
North Iowa Area Community College
Southeastern Iowa Area Community

College
Burlington Campus
Keokuk Campus

Southwestern Community College
Western Iowa Tech
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Provisions Apply To: All EEs.
Required &Thr Voluntary: Required.
Waiting Period: None.
Contributions:

Individual: 31/2. % of first $7,800 of basic annual salary.
hisfinition: Matches amount of EE contributions.

Pension Benefit Formula: Under 5 years of service: money purchase annuity
provided by EE and ER contributions, plus any retirement dividend credited before
December 31, 1966. After 5 or more years of service: 1.45% of career average
salary (up to $7,000 through December 31, 1970; up to $7,800 after December 31,
1970) times years of service.

Retirement Age: Normal: age 65. Compulsory: age 70. Extensions permitted.
Early: age 55 (actuarially reduced below age 65).

Vesting Provisions: Benefits are vested after 8 years of service or after attainment
of age 55. A vested terminating EE less than age 55 may receive a money purchase
annuity payable at age 55 or later. A vested terminating EE age 55 or more may
elect to leave contributions on deposit and receive a deferred annuity at age 65
based on benefit formula. Upon termination of employment prior to vesting, EE
contributions returned with interest.

After 5 years or more of service, if a non-vested EE elects to leave contributions
on deposit and returns to service within 5 years, retains credited service. After
withdrawal or if EE leaves before he serves 5 years, loses credited service and
membership status.

Preretirement Death Benefit: Return of EE and ER contributions with interest.
If income from EE-ER contributions is over $10, EE may elect or, if no election,
beneficiary may elect lump sum benefit or money purchase annuity.

Disability Provisions: No special disability provision is provided other than early
retirement benefit for EE age 55 or over.

KANSAS

KANSAS PUBLIC EMPLOYEES' RETIREMENT SYSTEM

Member Institutions:
Allen County Community Junior College
Barton County Community College
Butler County Community Junior College
Cloud County Community Junior College
Coffeyville Community Junior College
Colby Community Junior College
Cowley County Community Junior College
Dodge City Community Junior College
Fort Scott Community Junior College
Garden City Community Junior College
Highland Community Junior College
Hutchinson Community Junior College
Independence Community Junior College
Johnson County Community Junior College
Kansas City Kansas Community Junior College

C-1,1



APP. C 481

Labctte Community Junior College
Neosho County Community Junior College
Pratt Community Junior College
Seward County Community Junior College
OASDHI

Provisions Apply To: All EEs under age 59.
Required &/or Voluntary: Required.
Waiting Period: I continuous year of service.
Contributions:

Individual: 4% of basic annual salary.
Institution: Balance necessary to provide benefit,

Pension Benefit Formula: 1.25% of average salary of the highest 5 years out of
the last 10 (final average salary) times years of service.
Retirement Age: Normal: age 65. Compulsory: age 70. Extensions arc per-
mitted. Early: age 60 with 10 years of service (actuarially reduced below age 65).
Vesting Provisions: Benefits vest after 10 years of service. Terminating EE may
elect to leave contributions on deposit and receive actuarially reduced deferred
annuity at age 60 or full annuity at age 65 based on benefit formula. Upon termi-
nation of employment prior to vesting, EE contributions returned with interest.

If a non-vested EE leaves contributions on deposit and returns to service within
120 days, he retains credited service. After withdrawal or refund after 120 day
absence, EE loses credited service and membership status.
Preretiretnent Death Benefit: Return of EE contributions with interest. If EE is
age 60 with 10 years of service or agc 65, spouse, if sole beneficiary, may elect
benefit to which EE would have been entitled if he had retired at date of death
and chosen 50% joint and survivor option in lieu of lump sum return of EE contri-
butions with interest. Plus, group life insurance in accordance with the following
schedule:

less than age 61 50% of final annual salary
61 but less than. 62 40% " "
62 " " " 63 30% " " ti

63 " " " 64 20% " " 66 66

64 " " " 65 10% " " it

age 65 or over no coverage
For a service-connected accident: benefit equal to 50% of final average salary
reduced by Workmen's Compensation, payable to spouse until spouse's remarriage
or death, then to children to age 18 or death.
Disability Provisions: After 180 days of disability, an insured benefit of 42% of
final annual salary reduced by Social Security, Workmen's Compensation or any
other ER paid disability benefit (such as for a service-connected accident). Service-
connected accident: 50% of final average salary reduced by Workmen's Compen-
sation; not payable if insured disability benefits are received.

LOUISIANA

EMPLOYEES' RETIREMENT SYSTEM OF THE CITY OF NEW ORLEANS

Member Institutions:
Delgado College
OASDHI
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Provisions Apply To: Clerical-service EEs. (Other EEs are covered by the
Teachers' Retirement System of Louisiana.)
Required cV or Voluntary: Required.
Waiting Period: None.
Contributions:

Individual: 4% of basic annual salary over $1,200.
Institution: Balance necessary to provide benefit.

Pension Benefit Formula: The following percentages of the average salary of the
highest 60 consecutive months minus $100 (final average salary) times years of
service: 2% of first 10 years; 21/2 % of second 10 years; 3% of service over 20
years. Under age 62, benefit is increased by benefit formula percentages times
$100 times years of service; the increase ceases at the earlier of age 62 or the
date Social Security begins. Minimum benefit at age 65 with 20 years of service:
$100 per month including Social Security benefit.

Retirement Age: Normal: age 62 or age 55 with 30 years of service. Compulsory:
age 65 (year-to-year extensions by Board after age 65 not to exceed 3 continuous
additional years). Early: age 60 with 10 years of service (actuarially reduced
below age 62).

Vesting Provisions: Benefits vest after 10 years of service. EE may elect to leave
contributions on deposit and receive actuarially reduced deferred annuity at age 60
or full annuity at age 62. Upon termination of employment prior to vesting, EE
contributions returned with interest.

If a non-vested ER elects to leave contributions on deposit and returns to service
within 5 years, he retains credited service. After withdrawal or refund after absence
of 5 years, EE with less than 10 years of service loses credited service and member-
ship status.

Preretirement Death Benefit: Return of EE contributions with interest. After 3
years of service, additional lump sum death benefit of 25% of final annual salary.

Disability Provisions: Nonservice-connected or service-connected illness: after
10 years of service, 75% of benefit to which EE would have been entitled if he
had continued in service to age 65. Minimum: $25 per month. A Social Security
reduction at age 62 or as soon as eligible for Social Security disability benefits is
calculated by subtracting the benefit formula percentages times $100 times years
of service from the disability benefit. Service-connected accident without willful
negligence (no minimum length of service requirement): benefit of 65% of final
annual salary reduced by Workmen's Compensation.

LOUISIANA STATE EMPLOYEES' RETIREMENT SYSTEM

Member Institutions:
Louisiana State University Two Year Campuses

Alexandria Campus
Eunice Campus
Shreveport Campus

No OASDHI

Provisions Apply To: Nonacademic EEs under age 55. (At Louisiana State Uni-
versity Two Year Campuses nonacademic EEs who are not members of this
system when hired must participate in the self-administered plan. Nonacademic
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EEs who are members of this system when hired must retain membership in this
system. Faculty and administrative officers are covered by the self-administered
plan or, if a participant of the Teachers' Retirement System of Louisiana when
hired, EE may elect to retain membership.)
Required &/ or Voluntary: Required.
Waiting Period: None.
Contributions:

Individual: 6% of basic annual salary.
Institution: Balance necessary to provide benefit.

Pension Benefit Formula: 2% of average salary of highest 60 consecutive months.
(final average salary) times years of service, plus lump sum benefit of $300.

Retirement Age: Normal: age 65 with 10 years of service or age 55 with 30 years
of service. Extensions after age 65 require approval of ER. Early: age 60 with
10 years of service (actuarially reduced below age 65).

Vesting Provisions: Benefits vest in accordance with the following schedule:
Percentage ER

Years of Service Contributions Vested
16 20%
17 40%
18 60%
19 80%
20 100%

After 20 years of service, EE may elect to leave contributions on deposit and
receive actuarially reduced deferred annuity at age 60 or full annuity at age 65.
Upon termination of employment prior to vesting, EE contributions returned with
interest.

If a non-vested EE elects to leave contributions on deposit and returns to service
within 5 years, retains credited service. After withdrawal or absence of 5 years
unless vested, EE regains credited service by serving additional 4 years and repaying
refund with compound interest at. 2%.

Preretirement Death Benefit: Return of EE contributions with interest. After 5
years of service, monthy survivor benefit to one of the following: (1) unmarried
widow with unmarried children under 18 or (2) to orphaned children, benefit of
75% of final average salary to maximum of $300, paid until children reach 18,
marry or die or spouse remarries; (3) children of remarried spouse, 50% of final
average salary to maximum of $200, paid until children reach 18, marry or die.
After 15 years of service, to unremarried childless widow married to EE 2 years,
monthly benefit payable at age 50 of 50% of final average salary to maximum of
$200, paid until remarriage or death. If EE had 25 years of service or was eligible
to retire, to spouse married to EE for 5 years, benefit to which EE would have
been entitled if he had retired at date of death and chosen joint and survivor
option; reduced if EE was less than age 55.
Disability Provisions: Under age 60 with 10 years of service, (1) money purchase
annuity provided by EE contributions with interest, plus (2) pension of 75% of
benefit to which EE would have been entitled if he had continued in service to
age 60, not actuarially reduced. If EE has 30 years of service or has attained age
55, 100% of benefit to which EE would have been entitled if he had continued to
age 60, not actuarially reduced. Under age 60, benefit is reduced to final average
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salary whenever amount which EE is capable of earning plus disability benefit
could exceed final average salary; after age 60, original unreduced benefit. Benefits
are offset by Workmen's Compensation.

TEACHERS' RETIREMENT SYSTEM OF LOUISIANA

Member Institutions:
Delgado College
Louisiana State University Two Year Campuses

Alexandria Campus
Eunice Campus
Shreveport Campus

No OASDHI
Provisions Apply To: Faculty and administrative officers under age 50. EEs age
50 or over may join if EE is transferring from a reciprocal system and able to
complete a total of 15 years of service by age 65. (At Louisiana State University
Two Year Campuses: Only faculty and administrative officers who are already
members of the system when hired may participate or may elect within 1 year to
join the self-administered plan. Faculty and administrative officers who are not
members of the system when hired must join the self-administered plan. Non-
academic EEs of the University must participate in the self-administered plan
unless members of the Louisiana State Employees' Retirement System when hired;
members of the Louisiana State Employees' Retirement System must continue
participation.) (At Delgado College other EEs are covered by the Employees'
Retirement System of the City of New Orleans.)
Required &/or Voluntary: Required. EEs at Louisiana State University Two Year
Campuses who are participating members when hired may elect to terminate
membership within 1 year of employment and enter self-administered plan.
Waiting Period: None.
Contributions:

Individual: 7% of basic annual salary.
Institution: Balance necessary to provide benefit.

Pension Benefit Formula: 2% of average salary of highest 5 consecutive years
(final average salary) plus $300. Minimum: $2,400.
Retirement Age: Normal: age 60 with 15 years of service or 20 years of service.
Compulsory: age 68 (unless ER elects to terminate EE's service at age 65).
Vesting Provisions: Benefits vest after 20 years of service. EE may elect to leave
contributions on deposit and receive deferred annuity at age 60 based on benefit
formula. Upon termination of employment prior to vesting, EE contributions
returned with interest.

If a non-vested EE elects to leave contributions on deposit and returns to service
within 5 years out cf 6 consecutive years, he retains credited service. After with-
drawal or absence of 5 years out of 6 consecutive years, EE regains credited service
by repaying refund with interest.
Preretirement Death Benefit: Return of EE contributions with interest. After 5
years of service, monthly survivor benefit to one of the following: (1) widow or
dependent widower married to EE 2 years, 75% of final average salary to maximum
$300, paid until children reach 18 or die or spouse remarries or dies; (2) orphaned
children or children of remarried spouse: 1 child, 50% of final average salary to
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maximum $200; 2 children or more, 75% of final average salary to maximum
$300; children's benefits are paid until they reach 18 or die. After 15 years of
service, benefit to unremarried widow or dependent widower at age 60 or over of
50% of final average salary to maximum $200. If EE was eligible to retire. benefit
to spouse married to EE 5 years of amount to which EE would have been entitled
if he had retired at date of death and choscn joint and survivor option.
Disability Provisions: After 5 years of service, (1) money purchase annuity pro-
vided by EE contributions with interest: plus (2) pension of 75% of benefit to
which EE would have been entitled if he had continued in service to age 60. Benefit
is reduced to final avcragc salary if disability benefit plus earnings which EE is
capable of earning could exceed final avcragc salary.

MAINE

MAINE STATE RETIREMENT SYSTEM

Member Institutions:
Eastern Maine Vocational Technical Institute
Northern Maine Vocational Technical Institute
No OASDHI

Provisions Apply To: All EEs.
Required &I or Voluntary: Required.
Waiting Period: None.
Contributions:

Individual: 6,14% of basic annual salary.
Institution: Balance necessary to provide benefit.

Pension Benefit Formula: 1/60 of average highest 3 years' salary (final average
salary) times years of service. Minimum for EEs with 10 or more years of service:
$80 per month.

A cost-of-living benefit equal to the per cent increase or decrease in the active
EEs' salaries becomes effective as of the first of the month following the date of
the adjustment in the active EEs' salaries.
Retirement Age: Normal: age 60. Compulsory: age 70, Early: any age with
30 years of service (actuarially reduced below age 60).
Vesting Provisions: Benefits vest after 10 years of service. BE may elect to leave
contributions on deposit and receive deferred annuity at age 60 based on benefit
formula. Upon termination of employment prior to vesting, EE contributions
returned with interest.

Preretirement Death Benefit: Nonservice-connected: return of EE contributions
with interest or,, after 18 months of service out of final 42 months before death,
survivor benefit to (1) unremarricd widow or dependent widower: I child, $200:
2 children, $250; 3 children or more, $300; if no spouse, to (2) children under 18
until death or marriage: I child, $100; 2 children, $150; 3 children or more, $200;
(3) if no other beneficiary, to unremarried widow or widower age 60, $100; or
to unremarried parent at age 60, $100; 2 parents, $175. Benefits are payable to
children to age 22 if full-time unmarried students. After 10 years of service,
benefit at any age to unremarried spouse without children, $100 per month to
death. If EE eligible to retire, benefit to which EE would have been entitled if
he had retired at date of death and chosen joint and survivor option or a reduced
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retirement plan acceptable to Board. Service-connected: return of EE contribu-
tions with interest, and after 18 months of service out of final 42 months before
death, additional survivor benefits as per nonservice-connected. All survivor bene
fits are adjusted as per cost-of-living provision.

Disability Provisions: Nonservice-connected: under age 60 with 10 years of ser-
vice, greater of 90% of benefit formula or 25% of final average salary. Maximum:
90% of benefit torrnula based on years of service EE would have earned if he had
continued in service to age 60. Recomputed at age 60 if normal retirement benefit
is greater. Service-connected no minimum length of service requirement): 2/3 of
final average salary. All disability benefits are reduced to final average salary
whenever earnings EE could have earned plus disability benefit exceed final average
salary. Disability benefits are also reduced by Workmen's Compensation.

MARYLAND

EMPLOYEES' RETIREMENT SYSTEM OF BALTIMORE COUNTY

Member Institutions:
Catonsville Community College
OASDHI

Provisions Apply To: Service EEs. (Other EEs covered by Teachers' Retirement
System of the State of Maryland.)

Required &/ or Voluntary: Required.
Waiting Period: None.
Contributions:

Individual: Percentage of basic annual salary varies according to age and sex,
i.e., for male age 30, 5.20%; for male age 50, 7.16%.

Institution: Balance necessary to provide benefit.
Pension Benefit Formula: 1/60 of average highest 5 consecutive years' salary
(final average salary) times years of service. At the discretion of the Board a
supplementary benefit is paid. Total maximum benefit, $50 per year times years
of service up to 30 years.

A cost of living increase in the benefit (excluding any supplementary benefit)
of 3% will be made if the Consumer Price Index increases by 3% during a calen-
dar year, if reserves are sufficient. If reserves are insufficient to cover the full 3%,
the increase will be made at a lower multiple to the nearest 0.25%, but not less
than 1%. No increase will be made in any year in which the increase in the Con-
sumer Price Index is less than 3 %.

Retirement Age: Normal: age 60. Compulsory: age 70. Extensions permitted.
Early: any age with 30 years of service (actuarially reduced below age 60).
Vesting Provisions: Benefits vest after 10 years of service. EE may elect to leave
contributions on deposit and receive deferred annuity at age 60 based on benefit
formula. Upon termination of employment prior to vesting, EE contributions
returned with interest.

If a non-vested EE elects to leave contributions on deposit and returns to
service within 2 years, he retains credited service. After withdrawal, EE regains
credited service by returning to service and repaying refund with interest.
Preretirement Death Benefit: Nonservice-connected: return of EE contributions
with interest. After 1 year of service, additional lump sum, benefit of 50% of
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final annual salary. If EE is age 50 with 15 years of service or eligible to retire
and spouse is named beneficiary, spouse may elect annuity EE would have been
entitled to if he had retired at date of death and chosen the joint and survivor
option, or lump sum consisting of refund of contributions, plus 50% of final annual
salary.

Disability Provisions: Nonservice-connected: after 5 years of service, benefit
based on service to date of disability. Minimum, 25% of final average salary;
increasing 12/3% per year over 5 to maximum 331/2 % of final average salary.
Disability benefit may not be greater than normal service retirement benefit. Service-
connected (no minimum length of service requirement), if EE is ineligible to
retire, benefit of (1) money purchase annuity provided by EE contributions with
interest, plus (2) pension of 2/3 of final average salary.

EMPLOYEES RETIREMENT SYSTEM OF THE CITY OF BALTIMORE

Member Institutions:
Community College of Baltimore
OASDI-11

Provisions Apply To: Clerical-service EEs. (Faculty and administrative officers
participate in the Teachers' Retirement System of the State of Maryland.)
Required &I or Voluntary: Required.

Waiting Period: None.

Contributions:
Individual: Percentage of basic annual salary varies according to age of entry

into plan and sex, e.g., male teacher age 25, 6.50%; male teacher
age 50, 8.28%.

Institution: Balance necessary to provide benefit.

Pension Benefit Formula: (1) Money purchase annuity provided by EE contribu-
tions, plus (2) pension provided by ER contributions of 1/120 of salary of 5
highest consecutive years (final average salary) times years of service. Minimum
at age 60 or with 35 years of service: 1/60 of final average salary times years of
service.

Retirement Age: Normal: age 60. Compulsory: age 70. Early: any age with
30 years of service (actuarially reduced below age 60).

Vesting Provisions: Benefits vest after 30 years of service. Terminating EE may
elect to leave contributions on deposit and receive annuity and pension based on
benefit formula payable at age 60. Upon termination of employment prior to
vesting, EE contributions returned with interest.

If a non-vested EE elects to leave contributions on deposit and returns to service
within 5 years he retains credited service. After withdrawal, EE may regain
credited service by returning to service within 5 years and by repaying refund
with interest.

Preretirement Death Benefit: Nonservice-connected: Return of EE contributions
with interest. After 1 year's service, additional benefit of 6 months' salary. Service-
connected (no minimum length of service requirement) : ( I ) return of EE con-
tributions with interest, plus (2) pension of 100% of final annual salary both
payable in the following order: to widow during widowhood; if no widow, or
widow remarries or dies, to children to age 18. If EE is eligible to retire, spouse
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may elect retirement allowance EE would have received if EE had retired at date
of death and had chosen joint and full survivor option.
Disability Provisions: Nonservice-connected: after 5 years of service, 90% of
1/60 of final average salary times years of service. Service connected accident
(no minimum length of service requirement): 662/3 % of final average salary,
plus annuity provided by EE contributions plus interest.

EMPLOYEES' RETIREMENT SYSTEM OF THE STATE OF MARYLAND

Member Institutions:
Allegany Community College
Anne Arundel Community College
Cecil Community College
Frederick Community College
Hagerstown Junior College
Harford Junior College
Howard Community College
Prince George's Community College
OASDHI

Provisions Apply To: Nonacademic EEs under age 681/2. (Other EEs are covered
by the Teachers' Retirement System of the State of Maryland.)

Required & /or Voluntary: Voluntary for EEs of Community Colleges.
Waiting Period: None.
Contributions:

Individual: Percentage of basic annual salary varies according to sex and age
of entry into plan, e.g., for males age 30, 5.65%; males age 59 and
over, 7.40%.

Institution: Balance necessary to provide benefit.
Pension Benefit Formula: (1) Annuity based on EE contributions with interest,
plus (2) pension of 1/120 of average salary of highest 5 consecutive years (final
average salary) times years of service. Minimum total benefit: 1/60 of final
average salary times years of service.

Retirement Age: Normal: age 60 or any age with 35 years of service. CompulsorK'
age 70. Early: any age with 30 years of service (actuarially reduced below age 60).

Vesting Provisions: Benefits vest after 15 years of service. Terminating EE may
leave contributions on deposit and receive deferred annuity and pension at age 60
of 1/60 of final average salary times years of service. Upon termination of
employment prior to vesting, EE contributions returned with interest.

If a non-vested EE elects to leave contributions on deposit and returns to service
within 2 years, he retains credited service. After withdrawal or absence of 2 years
(contributions are automatically refunded) EE regains credited service by repaying
refund with interest and serving additional 3 years.

Preretirement Death Benefit: Return of EE contributions with interest. After 1
year of service, amount in addition equal to 50% of final average salary. If EE
was eligible to retire or attained age 55 and completed 15 years of service, spouse,
if sole primary beneficiary, may elect survivor benefit based on service to date of
death.

Disability Provisions: Nonservice-connected disability: under age 60 with 5 years
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of service, benefit of 1/60 of final average salary times years of service. Minimum:
25% of final average salary. Service-connected accidental disability: under age 60
with no minimum service requirement, annuity based on EE contributions with
interest, plus pension of 2/3 of final average salary. Maximum: total final average
salary.

MONTGOMERY COUNTY EMPLOYEES' RETIREMENT SYSTEM

Member Institutions:
Montgomery Community College
OASDHI

Provisions Apply To: All EEs. (Optional participation for faculty and adminis-
trative officers in the Teachers' Retirement System of the State of Maryland.)
Required &/ or Voluntary: Required.
Waiting Period: None.
Contributions:

Individual: 6% of basic annual salary.
Institution: Balance necessary to provide benefit.

Pension Benefit Formula: 2% of average highest 4 consecutive years' salary (final
average salary) times years of service up to 36 years. All service in excess of 36
years will be at the Teachers' Retirement System's rate.

Automatic cost of living adjustment: effective each January 1, 20% of base
pension is adjusted to the increase or decrease in the Consumer Price Index up to
3% annually. Benefit is not decreased below original base pension.

Retirement Age: Normal: age 60 or any age with 35 years of service. Compulsory:
age 70. Early: any age with 30 years of service (actuarially reduced below
age 60).

Vesting Provisions: Benefits vest in accordance with the following schedule;
Years of Service Per Cent Vesting

10 75
11 80
12 85
13 90
14 95
15 100

After 15 years of service, deferred annuity based on benefit formula payable at
age 60. Upon termination of employment prior to vesting, EE contributions
returned with 4% interest.

Preretirement Death Benefit: Return of EE contributions with interest. After 1 year
of service, lump sum death benefit of 50% of final average salary. At age 55 with
15 years of service or. if EE eligible to retire, and also if EE was living with spouse,
spouse may elect survivor benefit based on service to date of death.

Disability Provisions: Nonservice-connected: highest of (1) or (2). (1) Benefit
formula based on service to date of disability up to 36 years; (2) 30% of final
average salary. Service-connected: money purchase annuity provided by EE
contributions with interest, plus pension of 662/3 % of final average salary. Maxi-
mum not to exceed 100% of final average salary.
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TEACHERS' RETIREMENT SYSTEM OF THE STATE OF MARYLAND

Member Institutions:
Allegany Community College *
Anne Arundel Community College *
Catonsville Community College
Cecil Community College
Charles County Community College
Chesapeake College
Community College of Baltimore

Essex Community College
Frederick Community College *
Hagerstown Junior College *
Harford Junior College *
Howard Community College *
Montgomery Community College
Prince George's Community College *

OASDHI
Provisions Apply To: Faculty and administrative officers. (Nonacademic EEs
at the asterisked colleges (*) are covered by the Employees' Retirement System
of the State of Maryland; service EEs at Catonsville Community College partici-
pate in the Employees' Retirement System of Baltimore County; clerical-service
EEs at the Community College of Baltimore participate in the Employees Retire-
ment System of the City of Baltimore; and all EEs at the Montgomery Community
College may join the Montgomery County Employees' Retirement System.)

Required &/ or Voluntary: Required.
Waiting Period: None.
Contributions:

Individual: Percentage of basic annual salary varies according to sex and age
of entry into plan, e.g., for males, ranges from 5.60% at ages 21
to 31 to 8.25% at age 59 and over.

Institution: Balance necessary to provide benefit.
Pension Benefit Formula: (1) Annuity based on EE contributions with interest,
plus (2) pension of 1/120 of average salary of highest 5 consecutive years (final
average salary) times years of service. Minimum total benefit: 1/60 of final
average salary times years of service.

Retirement Age: Normal: age 60 or any age with 35 years of service. Compulsory:
age 70. Early: any age with 30 years of service (actuarially reduced below age 60).

Vesting Provisions: Benefits vest after 15 years of service. Terminating EE may
leave contributions on deposit and receive deferred annuity and pension at age 60
of 1/60 of final average salary times years of service. Upon termination of
employment prior to vesting, EE contributions returned with interest.

If a non-vested EE elects to leave contributions on deposit and returns to
service within 5 years, EE retains credited service. After withdrawal, EE may
regain credited service by completing 3 years of additional service and repaying
refund with interest.

Preretirement Death Benefit: Return of EE contributions with interest. After 1
year of service, amount in addition equal to 50% of final average salary. If EE
was eligible to retire or attained age 55 and completed 15 years of service, spouse,
if sole primary beneficiary, may elect surfivor benefit based on service to date of
death.

Disability Provisions: Nonservice-connected disability: under age 60 with 5 years
of service, benefit of 1/60 of final average salary times years of service. Minimum:
25% of final average salary. Service-connected accidental disability: under age
60 with no minimum service requirement, annuity based on EE contributions with
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interest, plus pension of 7/3 of final average salary. Maximum: total final average
salary.

MASSACHUSETTS

THE STATE BOARD OF RETIREMENT

Member Institutions:
The Commonwealth of Massachusetts Board of Regional Community Colleges

Berkshire Community College
Bristol Community College
Cape Cod Community College
Greenfield Community College
Holyoke Community College
Massachusetts Bay Community College
Massasoit Community College
Mount Wachusett Community College
North Shore Community College
Northern Essex Community College
Quinsigamond Community College
Springfield Technical Community College

No OASDHI
Provisions Apply To: All EEs under age 65 at time of employment and earning
more than $200 per year.

Required &/ or Voluntary: Required.
Waiting Period: None.
Contributions:

Individual: 5% of basic annual salary.
Institutions: Balance necessary to provide benefit.

Pension Benefit Formula: Annuity provided by ER contributions plus interest with
pension based on EE contributions totalling 2.5% of average salary of the 3
highest years (final average salary) times years of service. Maximum: 80% of
the greater of the final average salary or the average salary of the last 3 years the
EE worked. Veterans with less than 20 years of service receive additional $15
per year of service; with 20 or more years of service, an additional pension of $300.

Cost of living adjustment: For pensions under $6,000, whenever the Consumer
Price Index rises by more than 3% over any previous increase or more than the
initial benefit, a proportionate cost-of-living increase is payable in December of
the year in which the increase is applied.

Retirement Age: Normal: age 65. Compulsory: age 70. Extensions to end of
70th year are permitted. Early: age 55 or any age with 20 years of service (ac-
tuarially reduced below age 65).
Vesting Provisions: Benefits vest after 20 years of service. Under age 55, EE may
elect to leave contributions on deposit and receive an actuarially reduced annuity
immediately or deferred to age 55 or a full annuity at age 65 based on the benefit
formula. After age 55, EE may elect immediate or deferred annuity but not a
return of EE contributions. Upon termination of employment prior to vesting,
EE contributions returned with interest.

If EE elects to leave contributions on deposit, deposits earn interest for 2 years
(none thereafter) and EE retains credited service when he returns to service. After
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withdrawal, EE regains credited service by repaying refund and serving additional
2 consecutive years of service.
Preretirement Death Benefit: Nonservice-connected: before age 55, return of EE
contributions with interest; or eligible beneficiary receives 2/3 of benefit to which
EE would have been entitled at age 55 based on actual service; or a monthly
survivor benefit to the following: to eligible widow, $100, plus to 1 child under
18, $50; each additional child under 18, $35. After age 55, 1/2 joint and survivor
benefit. Under certain conditions widow of terminated EE may receive $100 per
month if deposit is not withdrawn. Service-connected: return of EE contributions
with interest, plus monthly survivor benefit to wife or children under 18 or depen-
dent family member, benefit of 2/5 of final +annual salary, plus $312 per year per
child under 18. Maximum: 100% of final annual salary. (Separate group life
insurance of $2,000 double indemnity reduced to $1,000 at retirement is provided
by the State.)
Disability Provisions: Nonservice-connected: for nonveteran under age 55 with
15 years of service, benefit based on service to date of disability and EE's final
annual salary, actuarially reduced from age 65 to age 55; for veteran under age
70 with 10 years of service, (1) money purchase annuity provided by EE contri-
butions with interest, plus the ER contributions made during EE's military leave
with interest, plus (2) pension of 50% of final 12 months' salary. Minimum:
amount of benefit formula based on actual service. Maximum veteran's benefit:
80% of highest 5 years of average salary. Service-connected (no minimum length
of service requirement) : under age 55 ( I ) annuity provided by EE contributions
with interest, plus (2) pension of 2,6 of final average salary, plus (3) survivor
benefit to unmarried children under 18, $312 each. Maximum benefit: 100% of
final annual salary. Disability benefits are reduced to final annual salary whenever
EE's outside earnings plus pension (excluding annuity) exceed final annual salary
by $1,000; benefits are reduced by Workmen's Compensation (excluding funeral
or hospital payments).

MICHIGAN

MICHIGAN PUBLIC SCHOOL EMPLOYEES'

Member Institutions:
Alpena Community College
Bay de Noc Community College
Delta College
Flint Community Junior College
Glen Oaks Community College
Gogebic Community College
Grand Rapids Junior College
Henry Ford Community College
Highland Park College
Jackson Community College
Kalamazoo Valley Community College *
Kellogg Community College
Kirtland Community College *
Lake Michigan College
Lansing Community College

RETIREMENT SYSTEM

Macomb County Community College**
Center Campus
South Campus

Mid Michigan Community College
Monroe County Community College
Montcalm Community College
Muskegon Community College
North Central Michigan College
Northwestern Michigan College
Oakland Community College *
St. Clair County Community College
Schoolcraft College
Southwestern Michigan College
Washtenaw Community College *
Wayne County Community College
West Shore Community College

OASDHI
* Faculty and administrative officers participate in supplementary TIAA-CREF plan.
** Faculty may elect TIAA-CREF as supplement.
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Provisions Apply To: All EEs.

Required &/ or Voluntary: Required.
Waiting Period: None.
Contributions:

Individual: 3% of first $4,200 of salary; 5% of balance.
Institution: Balance necessary to provide benefit.

Pension Benefit Formula: 1% of first $4,200 of salary times years of service, plus
11/2 % of final average salary above $4,200 times years of service. Final average
salary is average salary of highest 5 consecutive years.
Retirement Age: Normal: age 60 with 10 years of service. Early: age 55 with
30 years of service (actuarially reduced below age 60).

Vesting Provisions: Benefits are vested at age 50 with 10 years of service or at any
age with 25 years of service. EE may elect to leave contributions on deposit and
receive deferred annuity at age 60 based on benefit formula. Upon termination of
employment prior to vesting, EE contributions returned with interest.

If a non-vested EE elects to leave contributions on deposit, retains credited
service when returns to service. After withdrawal, EE regains credited service by
repaying refund with interest and serving additional two consecutive years.
Preretirenient Death Benefit: Return of EE contributions with interest. After 15
years of service, widow, dependent and disabled widower, orphan children under
18 or an individual dependent on the EE for 50% or more of regular support
receive survivor benefit based on service to date of death.

Disability Provisions: After 10 years of service, benefit based on service to date
of disability, not actuarially reduced.

MINNESOTA

MINNESOTA STATE RETIREMENT SYSTEM

Member Institutions:
Minnesota State Junior College System

Anoka-Ramsey State Junior College
Austin State Junior College
Brainerd State Junior College
Fergus Falls State Junior College
Hibbing State Junior College
Inver Hills State Junior College
Itasca State Junior College
Lakewood State Junior College
Mesabi State Junior College
Metropolitan State Junior College

Normandale State Junior College
North Hennepin State Junior College
Northland State Junior College
Rainy River State Junior College
Rochester State Junior College
Vermilion State Junior College
Willmar State Junior College
Worthington State Junior College

University of Minnesota Technical In-
stitute

OASDHI

Provisions Apply To: Nonacademic EEs. (Faculty and administrative officers
are covered by Minnesota State Teachers' Retirement System except that faculty
and administrative officers at the University of Minnesota Technical Institute are
covered by the Northwestern National-Minnesota Mutual Plan.)

Required &/ or Voluntary: Required.

Waiting Period: None.
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Contributions:
Individual: 3% of basic annual salary.
Institution: Matches EE contributions, plus additional contribution (equal to

1/3 of total EE contributions).
Pension Benefit Formula: Career average salary times the following percentages
per years of completed months of service: 1% per year, first 10 years: 1.3%,
second 10 years; 2%, third 10 years; 2.5%, years over 30.

Cost of living adjustment: When value of the fund segregated foi. payment of
retirement benefits (up to 50% of total contributions are invested in common
stocks) averaged over a year is more or less (by 2% or more) than the value of
reserves required to support the payment of benefits, a proportionate adjustment
in benefits will become effective January 1st of the next year. Amount of benefit
originally granted is guaranteed minimum.

Retirement Age: Normal: age 65 with 10 years of service. Compulsory: age 70.
Early: age 58 with 20 years of service (actuarially reduced below age 65).
Vesting Provisions: Benefits are vested after 10 years of service. EE may elect to
leave contributions on deposit and receive deferred annuity at age 65. Upon
termination of employment prior to vesting, EE contributions returned without
interest.

If a non-vested EE elects to leave contributions on deposit and returns to service,
retains credited service. After withdrawal, EE may regain credited service by
completing 1 year of additional service and repaying refund with interest.
Preretirement Death Benefit: Return of EE contributions with interest. If a vested
member of the system dies after termination of employment but prior to retire-
ment, EE contributions are returned without interest.
Disability Provisions: Under age 65 with 10 years of service, benefit formula
based on service to date of disability, not actuarially reduced. Maximum: 50%
of career average salary. Benefits are reduced by Workmen's Compensation.

MINNESOTA STATE TEACHERS' RETIREMENT SYSTEM

Member Institutions:
Minnesota State Junior College System Metropolitan State Junior College

Anoka-Ramsey State Junior College Normandale State Junior College
Austin State Junior College North Hennepin State Junior College
Brainerd State Junior College Northland State Junior College
Fergus Falls State Junior College Rainy River State Junior College
Hibbing State Junior College Rochester State Junior College
Inver Hills State Junior College Vermilion State Junior College
Itasca State Junior College Willmar State Junior College
Lakewood State Junior College Worthington State Junior College
Mesabi State Junior College

OASDHI

Provisions Apply To: Faculty and administrative officers. (Other EEs are covered
by the Minnesota State Retirement System.)

The Supplemental Retirement Fund covers certain personnel employed by the
Junior College Board.

Required &/or Voluntary: Required.
Waiting Period: None.
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Contributions:

Individual: 31/2 % of basic annual salary. Supplemental Retirement Fund:
Individual must make additional contributions of up to $450 per
year (5% of salary between $6,000 and $15,000) which are matched
by the State, and paid into a separate Minnesota Supplementary
Retirement Fund, under which EE may elect "income" share account
(up to 45% of which is invested in common stocks) or a "growth"
share account (up to 100% of which is invested in common stocks).

Institution: 31/2% of basic annual salary of each EE. Supplemental Retirement
Fund: Matches amount of EE contributions.

Pension Benefit Formula: Formula: career average salary times the following:
first 10 years, 0.625% per year of service; second 10 years, 1.4% per year of
service; third 10 years, 1.9% per year of service; years over 30, 2.45% per year
of service.

Supplemental Retirement Fund: Money purchase annuity or cash refund provided
by EE and ER contributions with earnings, increased or decreased depending on
the financial experience of the account elected, "income" or "growth."

Cost of living adjustment: At the time of retirement, the reseivcs needed to pay
EE's formula retirement benefits are transferred to a special fund. Up to 50% of
this fund is invested in common stocks. When the value of the fund averaged over
a year is more or less (by 2% or more) than the value of reserves required to
support the payment of benefits, a proportionate adjustment in benefits will become
effective January 1st of the next year. Amount of benefit originally granted is
guaranteed minimum.

Optional State Variable Annuity: Instead of electing the full formula benefit,
within 1 year of joining the system a participant may elect to allocate 3/7 of total
EE-ER contributions to a variable annuity, with the balance (4/7) paid to the
formula plan, or can allocate 100% of EE-ER contributions to variable annuity.
If 4/7 to formula is elected, benefit is variable annuity plus career average salary
times the following reduced percentages: first 10 years, 0.36% per year of service;
second 10 years, 0.8% per year of service; third 10 years, 1.1% per year of service;
years over 30, 1.4% per year of service.

Retirement Age: Normal: age 65. Early: age 55 with 10 years of service or any
age with 30 years of service (actuarially reduced below age 65).

Supplemental Retirement Fund: age 65.

Vesting Provisions: Formula: Benefits vest after 10 years of service. EE may
elect to leave contributions on deposit and receive deferred annuity at age 55 or
older based on benefit formula, actuarially reduced below age 65. Upon termina-
tion of employment prior to vesting and prior to attainment of age 65, EE contri-
butions returned without interest. Upon termination of employment prior to vest-
ing and after attainment of age 65, EE contributions returned with interest.

Variable Annuity: Benefits vest after 10 years of service. EE may elect to
leave EE accumulation on deposit and receive an annuity at age 55 or older. The
annuity would be computed on a money purchase basis and would be determined
by the member's age, sex, and EE and ER accumulations. Upon termination of
employment prior to vesting, total EE accumulation is returned (no service or age
requirement).

Supplemental Retirement Fund: No vesting until death, disability or age 65.

Preretirement Death Benefit: Formula: Return of EE contributions with interest.
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Variable Annuity: Amount of EE contributions with earnings in variable
annuity fund paid in lump sum.

Supplemental Retirement Fund: full vesting at death for survivor benefit.
Disability Provisions: Formula: After 10 years of service or at age 50 with 5
years of service, benefit formula based on service to date of disability.

Variable Annuity: After 10 years of service or at age 50 with 5 years of service,
total EE accumulation is returned or EE may elect to receive an annuity based on
age, sex, and EE and ER accumulations.

Supplemental Retirement Fund: full vesting at disability.

MISSISSIPPI

PUBLIC EMPLOYEES' RETIREMENT SYSTEM OF MISSISSIPPI

Member Institutions:
Coahoma Junior College
Copiah-Lincoln Junior College
East Central Junior College
East Mississippi Junior College
Hinds Junior College
Holmes Junior College
Itawamba Junior College
Jones County Junior College
Meridian Municipal Junior College
Mississippi Delta Junior College
OASDHI

Provisions Apply To: All EEs under age 60.

Required &/ or Voluntary: Required.

Waiting Period: None.

Contributions:
Individual: 41/2 % of monthly salary ($15,000 is maximum annual covered

salary).
Institution: 41/2 % of monthly payroll ($15,000 per EE is maximum annual

covered salary).

Pension Benefit Formula: 11/2 % of average salary of highest 5 consecutive years
(final average salary) not to exceed $15,000 for any year times years of service.

Retirement Age: Normal: age 65. Compulsory: age 70. Early: age 55 with
30 years of service, or age 60 with 10 years of service (actuarially reduced below
age 65).

Vesting Provisions: Benefits vest in accordance with the schedule below. EE may
elect to leave contributions on deposit and receive a percentage of the benefit
formula at age 60, in accordance with the schedule.

Mississippi Gulf Coast Junior College
District

Jackson County Campus
Jefferson Davis Junior College
Perkinston College

Northwest Mississippi Junior College
Pearl River Junior College
Southwest Mississippi Junior College
T. J. Harris Junior College
Utica Junior College

Years of Service
Per Cent of

Formula Benefit
16 20%
17 40%
18 60%
19 80%
20 100%
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Upon termination of employment prior to vesting, return of EE contributions with
interest.

If a non-vested EE elects to leave contributions on deposit and returns to service
within 5 years or if returns after 5 years and completes 5 additional years of service,
retains credited service. After withdrawal, EE may regain credited service by
completing 5 years of additional service and repaying refund.

Prerefirement Death Benefit: Return of EE contributions with interest. After 20
years of service, if widow was married to EE during last 5 years prior to death of
the EE and if the widow is age 45 or over but not yet eligible for Social Security,
the widow may elect survivor annuity based on benefit to which EE would have
been entitled if EE had retired instead of died.

Disability Provisions: Under age 60 and after 10 years of service, benefit to which
EE would have been entitled if he had continued in service to age 60 times 85%
times 75%. Workmen's Compensation benefit is deducted.

MISSOURI

PUBLIC SCHOOL RETIREMENT SYSTEM OF MISSOURI

Member Institutions:
Crowder College
East Central Junior College
Junior College District of Jefferson County
Junior College District of St. Louis *

Florissant Valley Community College *
Forest Park Community College *
Meramec Community College *

Metropolitan Junior College District
Longview College
Maple Woods College

Penn Valley Junior College
Mineral Area College
Missouri Southern College **
Missouri Western College **
Moberly Junior College
State Fair Community College
Three Rivers Junior College
Trenton Junior College **
OASDHI

Provisions Apply To: Faculty and certified administrative officers.

Required &I or Voluntary: Required.

Waiting Period: None.

Contributions:
Individual: 8% of basic annual salary.
Institution: Matches EE contributions; credited to reserve account.

Pension Benefit Formula: 11/2% of average salary of highest 10 consecutive years

* Nonacademic EEs participate in a self-administered plan.
** Nonacademic EEs participate in State Employees' Retirement System.
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(final average salary) times years of service, plus 60 cents per year times years of
service; increased by 3/4 of 1% per month of service between ages 60 and 65.
Retirement Age: Normal: age 60 with 5 years of service or any age with 40 years
of service. Compulsory: age 70. Early: any age with 30 years of service (actu-
arially reduced below age 60).
Vesting Provisions: Benefits vest after 20 years of service or after 5 years of
service including 1 year served after age 55. EE may elect to leave contributions
on deposit and receive deferred annuity at age 60 based on benefit formula. Upon
termination of employment prior to vesting, EE contributions returned without
interest if less than 5 years of service; after 5 or more years of service, contribu-
tions with interest.

If a non-vested EE elects to leave contributions on deposit and returns to service
within 4 out of 5 consecutive years, he retains credited service. After withdrawal,
EE regains credited service by repaying refund within 5 years and serving an
additional 7 years.

Preretirement Death Benefit: Return of EE contributions with interest. After 2
years of service, one of the following additional monthly survivor benefits to the
designated sole beneficiary: (1) to unremarried widow at age 60 or unremarried
dependent widower at age 65, $200 paid until remarriage or death; (2) to widow
with children, $200 paid until remarriage or death; plus $100 per child to maximum
of $500 paid until children marry, reach 18 (if student, 22), or die; continued
after marriage of widow; (3) to each unmarried child under 1.8 (if student, 22),
$150 to maximum of $500; (4) to each dependent parent at age 65 until re-
marriage or death, $150.

Disability Provisions: Under age 60 with 8 years of service, greater of (1) 90%
of benefit to which EE would have been entitled if he had continued in service to
age 65 or (2) 50% of final annual salary. Maximum: benefit to which EE would
have been entitled if he had continued in service to age 65.

STATE EMPLOYEES' RETIREMENT SYSTEM

Member Institutions:
Missouri Southern College
Missouri Western College
Trenton Junior College
OASDHI

Provisions Apply To: Nonacademic EEs. (Faculty and administrative officers are
covered by the Public School Retirement System of Missouri.)

Required &/or Voluntary: Required.
Waiting Period: None.
Contributions:

Individual: 4% of total salary up to $15,000.
Institution: Balance necessary to provide benefit (not to exceed 4% of payroll).

Pension Benefit Formula: 1% of average salary of 5 highest consecutive years
(final average salary) not to exceed $15,000 for any year times years of service.
Retirement Age: Normal: age 65 or age 60 with 20 years of service. Compul-
sory: age 70. Early: age 60 with 15 years of service (actuarially reduced below
age 65).
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Vesting Provisions: Benefits vest after 20 years of service and age 60. EE may
elect to receive annuity based on benefit formula. Upon termination of employment
prior to vesting, return of EE contributions with interest.

Preretirement Death Benefit: Return of EE contributions with interest. After
20 years of service and age 60, spouse may elect to receive survivor benefit based
on EE service to date of death.

Disability Provisions: After 5 years of service, benefit formula based on service
to date of disability, not actuarially reduced. Benefits are reduced by Workmen's
Compensation.

MONTANA

MONTANA TEACHERS' RETIREMENT SYSTEM

Member Institutions:
Dawson College
Flathead Valley Community College
Miles Community College
OASDHI

Provisions Apply To.' Faculty and administrative officers. (Other EEs covered by
Public Employees' Retirement System.)

Required &/or Voluntary: Required.

Waiting Period: None.

Contributions:
Individual: 5% of basic annual salary, plus annual membership fee of $1.00.
Institution: 41h % of payroll.

Pension Benefit Formula: (1) Money purchase annuity provided by EE contribu-
tions plus (2) pension of 1/140 of average salary )f highest 3 consecutive years
(final average salary) times years of service (maximum 35 years unless more years
earned by age 60).

Retirement Age: Normal: age 60 with 5 years of service. Compulsory: age 70.

Vesting Provisions: Benefits are vested after 5 years of service. EE may elect to
leave contributions on deposit and receive deferred annuity and pension at age 60.
Upon termination of employment prior to vesting, contributions returned without
interest.

If a non-vested EE elects to leave contributions on deposit and returns to
service, retains credited service. After withdrawal, EE may regain credited service
by repaying refund upon return to system.

Preretirement Death Benefit: Return of EE contributions with interest. After 5
years of service, beneficiary may elect to receive a survivor benefit based on EE's
service, average salary, deposits and beneficiary's age. Additional benefit of $50
per month for each minor child.

Disability Provisions: Under age 60 and after 5 years of service but less than 20
years of service, 25% of final average salary. Percentage increases for the 20th
year and each additional year of service over 20; maximum: 45% for 35 years
of service.
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PUBLIC EMPLOYEES' RETIREMENT SYSTEM

Member Institutions:
Dawson College
Flathead Valley Community College
Miles Community College
OASDHI

Provisions Apply To: Clerical-service EEs. (Other EEs arc covered by the Mon-
tana Teachers' Retirement System.)

Required ctl or Voluntary: Required.
Waiting Period: None.
Contributions:

Individual: 5.75% of basic annual salary.
Institution: 4.3% of payroll.

Pension Benefit Formula: 1/70 of average salary of highest 3 consecutive years
(final average salary) times years of service.

Retirement Age: Normal: age 60 with 10 years of service. Early: age 55 with
10 years of service (actuarially reduced below age 60).

Vesting Provisions: Benefits vest after 10 years of service. A vested terminating
EE may have contributions returned with interest or may elect to leave contribu-
tions on deposit and receive deferred annuity at age 55 based on benefit formula.
Upon termination of employment prior to vesting, EE contributions returned
without interest.

If a non-vested EE elects to leave contributions on deposit, he retains credited
service when he returns to service. After withdrawal, EE regains credited service
by repaying refund with interest.

Preretirement Death Benefit: Nonservice-connected: return of EE contributions
with interest. Additional lump sum benefit of 1 month's salary times years of
service to 6 years or, after 10 years of service, money purchase annuity provided
by EE and ER contributions with interest. Service-connected: if Workmen's
Compensation is awarded for accidental death, return of EE contributions with
interest only. If Workmen's Compensation is not awarded, benefit is same as
nonservice-connected death.

Disability Provisions: Nonservice-connected (after 10 years of service): under
age 60, 90% of benefit based on service to date of disability, not actuarially re-
duced. Service-connected (no minimum length of service requirement): benefit
of 50% of final average salary when no Workmen's Compensation is payable;
25% of final average salary when Workmen's Compensation is payable. Benefit
is reduced whenever earnings plus disability benefit exceeds amount of benefit to
which EE would have been entitled at retirement.

NEBRASKA

NEBRASKA SCHOOL EMPLOYEES' RETIREMENT SYSTEM

Member Institutions:
Central Nebraska Technical College
Fairbury Junior College
McCook College
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Nebraska Western College
Northeastern Nebraska College
North Platte Junior College
Platte Junior College
°ASCOT

Provisions Apply To: All EEs under age 65. (Central Nebraska Technical College
von-certified professional and administrative EEs may elect self-administered plan.)

Required &I or Voluntary: Voluntary for EEs who do not have a certificate or
credentials (most non-academic EEs), required for others over age 21.
Waiting Period: None.
Contributions:

Individual: 31/2 % of basic annual salary.
Institution: Balance necessary to provide benefit.

Pension Benefit Formula: Choice of A or B. (A) Normal School Retirement
Allowance consisting of a "Service Annuity" provided by ER contributions of $36
times years of service plus a "Savings Annuity" provided by EE contributions with
interest for a money purchase annuity, or (B) 1% of average salary of highest
10 years of service (final average salary) times years of service.

Retirement Age: Normal: age 65 with 5 years of service or any age with 35 years
of service. No compulsory retirement age.
Vesting Provisions: Benefits vest after 5 years of service. EE may elect to leave
contributions on deposit and receive deferred annuity at age 65. Upon termina-
tion of employment prior to vesting, EE contributions returned with interest.

After withdrawal of contributions with interest, EE may regain credited service
if returns to service within 3 years and repays refund plus 3% interest.
Preretirement Death Benefit: Return of EE contributions with interest.
Disability Provisions: After 15 years of service, (1) service annuity based on
service to date of disability, plus (2) savings annuity based on actuarial value of
EE contributions with interest.

NEVADA

PUBLIC EMPLOYEES' RETIREMENT SYSTEM

Member Institutions:
Elko Community College *
No OASDHI

Provisions Apply To: All EEs.
Required &I or Voluntary: Required.
Waiting Period: None.
Contributions:

Individual: 6% of basic annual salary plus 3N per month administrative fee.
Institution: 6% of payroll, plus amount equal to EE administrative fee.

Pension Benefit Formula: 2.5% of average salary of highest 3 consecutive years
of last 10 (final average salary) for each year of service up to 20, plus additional

* Faculty and professional staff may join TIAA -CREF as alternate.
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1.5% of final average salary for each year of service over 20 to a maximum of
10 additional years.

Annual cost-of-living increase: 1.5% of original benefit added each July 1

following the calendar year after retirement.
Retirement Age: Normal: age 60 with 10 years of service or age 55 with 30 years
of service.

Vesting Provisions: Benefits are vested after 15 years of service. EE may leave
contributions on deposit and receive deferred annuity at age 60 based on benefit
formula reduced by 4% for each year service is under 20. Full benefit at age 60
with 20 years of service. Minimum: 80% of benefit formula. Upon termination
of employment prior to vesting, E.F. contributions returned with interest.

If a non-vested EE elects to leave contributions on deposit and returns to service
within 5 years, retains credited service. After withdrawal, EE may regain credited
service if returns to service within 5 years and repays refund plus interest.
Preretirement Death Benefit: Less than 2 years of service, return of EE contribu-
tions without interest. After 2 or more years of service, survivor may elect one
of the following benefits: (1) children under 18, $75 monthly per child (maximum
$210 monthly); (2) dependent spouse with children under 18, $100 per month
(total income not to exceed $5,000 per year after taxes); (3) spouse without
children, $100 per month unless capable of gainful employment; (4) if no other
survivors, to dependent parents, $75 each. After 15 years of service, $100 per
month at age 60; after 20 years of service, $125 per month at age 60. Benefits
stop when spouse or dependent parent dies or remarries or child dies, marries or
reaches 18.

Disability Provisions: After 10 years of service, benefit formula based on service
to date of disability, not actuarially reduced.

NEW HAMPSHIRE

NEW HAMPSHIRE RETIREMENT SYSTEM

Me Pnber Institutions:
New Hampshire Technical Institute
OASDHI

Provisions Apply To: All EEs.
Required &/ or Voluntary: Required.
Waiting Period: None.
Contributions:

Individual: Contribution as percentage of basic
to sex and age of entry into plan and
earning. base; e.g., male age 35,
earnings base); male age 50. 8.90%
base).

Institution: Balance necessary to provide benefit.

annual salary varies according
is reduced by half on OASDHI
7.80% (3.90% on OASDHI
(4.45% on OASDHI earnings

Pension Benefit Formula: Benefit paid from retirement to age 65: money purchase
annuity provided by EE contributions with interest, plus pension equal to 1/60
of average salary of highest 5 years (final average salary) times years of service
to 30 years; plus 1/120 of final average salary for each year over 30. Benefit paid
after age 65: same money purchase annuity plus pension based on the benefit
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formula reduced by (a) 1/120 on OASDHI earning, times years of service to 30
years and; (b) 1/240 on OASDHI earnings times years of service over 30 years.
Minimum formula benefit after reduction including Social Security benefit: 1/60
of final average salary times years of service up to 30 years.
Retirement Age: Normal: age 60. Compulsory: age 70.
Vesting Provisions: Benefits vest after 15 years of service. EE may elect to leave
contributions on deposit and receive deferred annuity at age 60. Upon termination
of employment prior to vesting, EE contributions returned with interest.

If a non-vested EE elects ro leave contributions on deposit and returns to service
within 6 out of 7 consecutive years, retains credited service. After withdrawal or
absence for 6 out of 7 consecutive years, loses credited service and membership
status.
Preretirement Death Benefit: Nonservice-connected or service-connected illness:
return of EE contributions with interest. Service-connected accident with no will-
ful negligence (no minimum length of service requirement): survivor benefit paid
until death to one of the following: (1) unremarried widow or widower; (2) or-
phaned children or children of remarried parent until age 18; (3) dependent
parents. Survivor benefit is annuity plus pension equal to 25% of up to $6,600
of final average salary; plus 50% of balance. Minimum pension benefit including
Social Security benefit (not including annuity): 53% of final average salary.
Pension benefit is reduced by any Workmen's Compensation.
Disability Provisions: Nonservice-connected or service-connected illness (10 years
of service required): paid from disability retirement to age 65: annuity and
pension equal to 90% of benefit formula based on service to date of disability,
actuarially reduced. Minimum: 25% of final average salary; maximum: 90%
of 1/60 of final average salary. Paid after age 65: minimum benefit (after reduc-
tion and including Social Security benefit), amount of disability benefit before
reduction. Service-connected accident with no willful negligence (no minimum
length of service requirement): paid from disability retirement to age 65: money
purchase annuity provided by EE contributions plus pension equal to 50% of final
average salary. After age 65 the pension payable is based on 30 years of service.
All disability pension benefits are reduced by Workmen's Compensation and may
be reduced whenever earnings plus disability benefit exceed final average salary
prior to age 60.

NEW JERSEY

PUBLIC EMPLOYEES' RETIREMENT SYSTEM

Member Institutions:
Atlantic Community College *
Bergen Community College *
Brookdale Community College *
Burlington County College *
Camden County College *
County College of Morris *
Cumberland County College *
OASDHI

* Faculty and top administrative officers who are not members of the Public Employees'
Retirement System participate in TIAA-CREF and faculty and top administrative officers
who are members of the Public Employees' Retirement System when hired may elect to
participate in TIAA-CREF.

Essex County College *
Gloucester County College *
Mercer County Community College *
Middlesex County College *
Ocean County College *
Somerset County College *
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Provisions Apply To: Designated classes of nonacademic EEs and administrative
officers, and faculty and top administrative officers who are members of the system
when hired and who elect to remain in the system.
(Other EEs participate in TIAA-CREF.)
Required &/or Voluntary: Required.
Waiting Period: None.

Contributions:
Individual: Percentage of basic annual salary varies according to sex and age

of entry into plan and is reduced by 2% on OASDHI earnings, e.g.,
males age 30, 5.19% (3.19% on OASDHI earnings); males age
50, 7.12% (5.12% on OASDHI earnings); plus contributions to
the Contributory Life Insurance Plans for all EEs (for EEs age 60
evidence of insurability is required) of 1% of basic annual salary
(required for first 12 months of service; voluntary thereafter). Addi-
tional contributions may be made up to 10% of salary to the New
Jersey Supplemental Annuity program for (1) a fixed annuity;
(2) a variable annuity; or (3) a combination.

Institution: Balance necessary to provide benefit.

Pension Benefit Formula: 1/60 of average salary of highest 5 years (final average
salary) times years of service.

Supplemental voluntary program provides a variable annuity.

Retirement Age: Normal: age 60. Compulsory: age 70 (ER can request exten-
sion for 1 year). Early: any age with 25 years of service (actuarially reduced
below age 60).

Vesting Provisions: Benefits vest after 15 years of service. EE may elect to leave
contributions on deposit and receive deferred annuity at age 60 based on benefit
formula. Upon termination of employment prior to vesting, EE contributions
returned without interest with less than 3 years of service; after 3 years of service,
with interest.

If a non-vested EE elects to leave contributions on deposit and returns to
service within 2 years, retains credited service.

Preretireinent Death Benefit: Nonservice-connected or service-connected illness
(no minimum length of service requirement): return of EE contributions (with
interest after 3 years of service); plus Noncontributory Life Insurance benefit:
for EE under age 70, 11/2 times salary; age 70 or over, 3/16 times salary. Service-
connected accident without EE negligence (no minimum length of service require-
ment): return of EE contributions (with interest after 3 years of service); plus
Contributory Life Insurance benefit: for EE under age 70, 11/2 times salary; age
70 or over, 3/16 times salary. Additional survivor benefit of 50% of final average
salary to widow until remarriage or death or to orphaned children until age 18 or
death; or, if no widow or child, Noncontributory Life Insurance benefit paid to
beneficiary in lieu of survivor benefit.

Disability Provisions: Nonservice-connected or service-connected illness: under
age 60 with 10 years of service, benefit of 11/2% of final average salary times
years of service to date of disability, not actuarially reduced. Minimum: 40%
of final average salary; maximum: 90% of benefit EE would have been entitled
to if he had continued in service to age 60. Service-connected accident: under
age 65, benefit of 24 of annual salary at time of accident, plus annuity provided
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by EE contributions with interest. Service and nonservice-connected disability
benefits are not paid concurrently with Workmen's Compensation; EE is considered
active while receiving Workmen's Compensation and ER is required to pay EE
contributions.

NEW MEXICO

NEW MEXICO EDUCATIONAL RETIREMENT SYSTEM

Member Institutions:
East New Mexico University

Clovis Community College
Roswell Campus

New Mexico Junior College
New Mexico Military Institute
New Mexico State University

Alamogordo Branch
Carlsbad Branch
Grants Branch College
San Juan Branch

University of New Mexico
Gallup Branch

OASDHI
Provisions Apply To: All EEs.

Required &/ or Voluntary: Required for professionals (teachers, nurses, and ad-
ministrative EEs); voluntary for other EEs.

Waiting Period: None.

Contributions:
Individual: 4% of total salary, plus $5.00 initial membership fee.
Institution: 61/2 % of payroll.

Pension Benefit Formula: 11/2% of the first $6,600 of average salary of highest
final 5 years or highest 5 consecutive years times years of service, plus 1% of
excess over $6,600 times years of service.

Retirement Age: Normal: age 60 with 15 years of service, age 65 with 10 years
of service, or any age with 35 years of service. Early: any age with 30 years of
service (actuarially reduced below age 60).

Vesting Provisions: Benefits are vested after 15 years of service. EE may leave
contributions on deposit and receive deferred annuity at age 60. Upon termination
of employment prior to vesting, EE contributions returned without interest.

If a non-vested EE withdraws contributions and returns to service, EE may
regain credited service by repaying refund plus compound interest.

Preretirement Death Benefit: Return of EE contributions with interest. After
15 years of service, if EE had previously elected such an option, survivor may
receive the survivor's benefit provided under the option in lieu of the refund and
interest.

Disability Provisions: After 10 years of service, benefit formula based on service
to date of disability. Actuarially reduced if under normal retirement age. After
30 years of service, benefit not actuarially reduced.
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NEW YORK

EMPLOYEES' RETIREMENT SYSTEM OF NEW YORK CITY

Member Institutions:
Borough of Manhattan Community College *
Bronx Community College *
Kingsborough Community College *
New York City Community College *
Queensborough Community College *
Staten Island Community College *
OASDHI

Provisions Apply To: All EEs.
Required &/ or Voluntary: Required. (Optional for first 6 months and for EEs
in provisional class or in noncompetitive class, i.e., positions for which no exami-
nation is required and no tenure granted.)

Waiting Period: None.
Contributions:

Individual: Percentage of basic annual salary varies according to sex, age at
entry into plan, and plan selected, reduced by 4% for ER paid
Increased-Take-Home-Pay Reserve, e.g., Plan A for males: at age
30, 6.05% (2.05% after reduction); at age 45, 3.50% (no contri-
bution is required after reduction). Plan B for males: at age 30,
8.20% (4.20% after reduction); at age 45, 10.60% (6.60% after
reduction).

Institution: Balance necessary to provide benefit, plus 4% for Increased-Take-
Home-Pay Reserve.

Pension Benefit Formula: Plan A: For 25 years of service, 55% of final average
salary or 2.2% of final average salary for each year of service which is composed
of (1) a money purchase annuity provided by EE contributions and (2) a pension
provided by ER contributions to the Increased-Take-Home-Pay Reserve, plus
(3) a pension based on ER contributions to provide the balance of the benefit.
Additional benefit for years of service over 25 years is 1.7% of final annual salary
times years of service over 25 years, plus annuity provided by EE contributions
and pension provided by Increased-Take-Home-Pay Reserve. For less than 25
years of service, same as Plan B with no additional contributions required. Plan B:
(1) Money purchase annuity provided by EE contributions, plus (2) pension
provided by ER contributions to Increased-Take-Home-Pay Reserve, plus (3)
pension of 1.53% of final average salary times years of service. Final average
salary for both plans is the higher of the final annual salary or the average salary
of the highest 3 calendar years.

Automatic cost of living adjustment: Effective January 1971 the first $8,000
of the original benefit is increased each year by the percentage increase in the
Consumer Price Index during the year.

Retirement Age: Normal: 25 years of service regardless of age for Plan A; age 55
with no service requirement for Plan B. Compulsory: age 65 for Plan A and B.
Extensions permitted.

Vesting Provisions: Plan A: Benefits vest after 20 years of service. Terminating

* Faculty may elect TIAA-CREF as alternate.
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EE may elect to leave contributions on deposit and receive deferred annuity at the
later of age 55 or date on which 25 years of service would have been completed.
Plan B: Benefits vest after 15 years of membership service (including last 5 years
of service). Terminating EE may elect to leave contributions on deposit and
receive deferred annuity at age 55 based on benefit formula.

Preretirement Death Benefit: Nonservice-connected: return of EE contributions
with interest, plus payment of Increased-Take-Home-Pay Reserve. Additional death
benefit payable either as lump sum or annuity as follows: after 6 months but less
than 10 years of service, benefit equal to final 6 months' salary (prorated for less
than 6 months); after 10 years but less than 20 years, benefit equal to the final
12 months' salary. After 20 years or more of service, benefit equal to twice the
final 12 months' salary. If EE was eligible to retire at date of death, beneficiary
receives the greater of (1) the nonservice-connected benefit or (2) the benefit
formula based on service to date of death. Service-connected (no minimum length

of service requirement) : return of EE contributions with interest and payment
of Increased-Take-Home-Pay Reserve, plus to the following a survivor benefit of
50% of the average salary of the highest 5 years of service, reduced by Workmen's
Compensation: (1) widow payable until death or remarriage; or (2) children
until 18 or death; or (3), if no other survivors, dependent parents until death.

Disability Provisions: Nonservice-connected: after 10 years of membership ser-
vice, (1) money purchase annuity provided by EE contributions with interest and
payment of Increased-Take-Home-Pay Reserve, plus (2) pension of 75% of
average salary of the highest 5 years reduced by Workmen's Compensation.

NEW YORK STATE EMPLOYEES' RETIREMENT SYSTEM

Member Institutions:
Adirondack Community College
Auburn Community College *
Broome Technical Community College '^
Clinton Community College *
Columbia-Greene Community College*
Community College of the Finger

Lakes*
Corning Community College *
Dutchess Community College *
Erie County Technical Institute *
Fulton-Montgomery Community Col-

lege*
Genesee Community College *
Herkimer County Community College *
Hudson Valley Community College *
Jamestown Community College *
Jefferson Community College *
Mohawk Valley Community College*
Monroe Community College"
Nassau Community College *
OASDHI

* Faculty and administrative officers in
TIAA-CREF as an alternate.

Niagara County Community College *
North Country Community College *
Onondaga Community College *
Orange County Community College *
Rockland Community College'
Schenectady Community College*
State University of New York Agricul-

tural and Technical College"
Alfred *
Canton
Cobleskill "
Delhi*
Farmingdale *
Morrisville *

Suffolk County Community College *
Sullivan County Community College *
Tompkins Cortland Community Col-

lege*
Ulster County Community College"
Westchester Community College"

educationally related positions may elect
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Provisions Apply To: All EEs. (Faculty and administrative officers may elect
the New York State Teachers' Retirement System as an alternate.)

Required &/ or Voluntary: Required.

Waiting Period: None.

Contributions:

Individual: Noncontributory.
Institution: Amount necessary to provide benefit.

Pension Benefit formula: For 20 years or more service; 1/50 of average salary
of highest 3 consecutive years of service (final average salary) times years of
service. For an EE with less than 20 years of service: the formula percentage
becomes 1/60.

Cost of living adjustment: After age 62, effective each June and annually re-
newed by the legislature, an adjustment in the first $8,000 of retirement income is
made each year as a percentage increase equal to the percentage increase in the
Consumer Price Index for the year. Initial increase after retirement is in the year
in which the cost of living rises by 3% above Consumer Price Index in the retire-
ment year.

Retirement Age: Normal: age 55 with 20 years of service. Compulsory: age 70.
Early: age 55 with less than 20 years of service (smaller benefit formula applied).

Vesting Provisions: Benefits vest after 10 years of service (including last 5 years).
Terminating EE may elect to leave contributions on deposit and receive deferred
annuity at age 55 based on benefit formula.

If a non-vested EE elects to leave contributions on deposit and returns to service
within 5 years, retains credited service. After 5 year absence (automatic refund)
or after withdrawal, EE regains credited service by repaying refund and serving
an additional 2 years after return.

Preretirement Death Benefit: Illness or nonservice-connected accident: return of
EE contributions with interest. After 1 year of service, additional death benefit
of 1/12 of final 12 months' salary times years of service. Maximum: 3 years of
final 12 months' salary. Minimum with 90 or more days of service and if EE was
under age 60 at entry to plan: 3 times final 12 months' salary; maximum: $20,000.
If EE was eligible to retire, greater of the service retirement benefit or death benefit.
Service-connected accident: Return of EE contributions plus benefit of 50% of
final average salary reduced by Workmen's Compensation payable to (1) widow
until remarriage or death or (2) children until age 18 or death or (3), if no other
survivors, dependent parents until death.

Disability Provisions: Eligibility for nonservice-connected or service-connected
benefits requires Comptroller approval. Nonservice-connected accident: under
age 60 with 10 years of service, benefit formula based on service to date of dis-
ability, not actuarially reduced. Minimum: 331/2 % of final average salary (pro-
rated if entry to plan is at age 40 or over). Service-connected accident (no service
requirement) : under age 60, (1) money purchase annuity provided by EE contri-
butions, if any, plus (2) pension of 75% of final average salary reduced by Work-
men's Compensation. An annual cost-of-living adjustment is made per the pension
benefit formula.

518



APP. C 509

NEW YORK STATE TEACHERS' RETIREMENT SYSTEM

Member Institutions:
Adirondack Community College*
Auburn Community College *
Broome Technical Community College *
Clinton Community College *
Community College of the Finger

Lakes*
Corning Community College *
Dutchess Community College*
Erie County Technical Institute *
Fashion Institute of Technology
Fulton-Montgomery Community Col-

lege*
Genesee Community College*
Herkimer County Community College *
Hudson Valley Community College *
Jamestown Community College*
Jefferson Community College*
Mohawk Valley Community College*
Monroe Community College*
Nassau Community College *
OASDHI

Provisions Apply To: Faculty and certified administrative officers. (Faculty and
administrative officers may elect coverage under and other EEs are covered by the
New York State Employees' Retirement System; except at the Fashion Institute of
Technology other EEs are covered by the Teachers' Retirement System of the
City of New York if already members of the system when hired.)

Required ck/or Voluntary: Required. (Optional with reduced pension benefits
for part-time EEs and for substitute or adult education teachers.)

Waiting Period: None.

Contributions:
Individual: Noncontributory.
Institution: Amount necessary to provide benefit.

Pension Benefit Formula: (1) Money purchase annuity provided by EE contribu-
tions with interest, plus (2) 2% of average salary of highest 3 consecutive years
(final average salary) times years of service. Benefit is increased 12% for retire-
ments occurring during July 1970; the 12% is decreased for later retirements by
1/6 of 1% per month.

Automatic cost of living adjustment: For a retired EE age 62 or over the first
$8,000 of the original benefit is increased each year by the percentage increase in
the Consumer Price Index during the year.

Retirement Age: Normal: age 55 with 20 years of service or 35 years of service
regardless of age. Compulsory: age 70.

Vesting Provisions: After 10 years of service, EE receives deferred annuity at age

*Faculty and administrative officers in educationally related positions may elect
TIAA -CREF as an alternate.

Niagara County Community College *
North Country Community College *
Onondaga Community College *
Orange County Community College *
Rockland Community College*
Schenectady Community College*
State University of New York Agricul-

tural and Technical College*
Alfred *
Canton
Cobleskill*
Delhi *
Farmingdale *
Morrisville *

Suffolk County Community College *
Sullivan County Comrmtnity College *
Tompkins Cortland Community Col-

lege*
Ulster County Community College *
Westchester Community College*
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55 or later based on benefit formula (reduced 5% per year for each year under
20 years of service).

Preretirement Death Benefit: Return of EE contributions with interest. After
3 months of service, additional lump sum death benefit of the higher of (1) 1/12
of final 12 months' salary for each of the first 36 years of state service or (2) three
times final 12 months' salary. Maximum: $20,000 (if latter computation is used
in the calculation the maximum is decreased by $1,000 for each year EE served
from age 51 through age 70). If EE was eligible to retire, beneficiary may elect
in lieu of lump sum death benefit to receive benefit formula based on service to
date of death.

Disability Provisions: Under age 55 with 10 years of service, (1) money purchase
annuity provided by EE contributions with interest and (2) a pension equal to
1/60 of final average salary times the higher of the actual years of service or the
years of service EE would have earned if he had continued in service to age 60
(but not to exceed 20 years).

TEACHERS' RETIREMENT SYSTEM OF THE CITY OF NEW YORK

Member Institutions:
Bronx Community College *
Fashion Institute of Technology
Kingsborough Community College *
New York City Community College *
Staten Island Community College *
OASDHI

Provisions Apply To: Faculty and administrative officers who are members of the
Teachers' Retirement System of the City of New York when hired. (Faculty and
administrative officers who are not members of the Teachers' Retirement System
of the City of New York when hired participate in the following systems: in the
Employees' Retirement System of New York City at all colleges except the Fashion
Institute of Technology; faculty and administrative officers of that college partici-
pate in the New York State Teachers' Retirement System. Nonacademic EEs at
all colleges other than the Fashion Institute of Technology participate in the
Employees' Retirement System of New York City.)
Required &/or Voluntary: Required.
Waiting Period: None.
Contributions:

Individual: Percentage of basic annual salary varies according to sex, age at
entry into plan, and plan selected (A or B). EE may elect any of
the following: (1) to make contributions toward annuity with EE
contributions reduced by 5% for Take-Home Pay Reserve, and to
receive annuity provided by EE contributions reduced by 5%, plus
a pension based on 5% Take-Home Pay Reserve; (2) to waive the
5% Take-Home Pay Reserve reduction, pay the full contribution
rate, and receive annuity provided by full contribution plus pension
provided by 5% Take-Home Pay Reserve; (3) to contribute 15%,
if regular rate exceeds 15%, either at full rate or reduced Take-
Home Pay Reserve rate and receive 2% of final average salary times

* Faculty may elect TIAA-CREF as an alternative.
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service not to exceed 121/2 years; (4) to reduce any EE paid con-
tributions by Social Security and receive reduced annuity benefit;
(5) to place 50% or 100% of both the EE contributions and Take-
Home Pay Reserve into a separate Variable Annuity account.

Institution: Balance necessary to provide pension benefit, plus 5% of EE's basic
annual salary for Take-Home Pay Reserve which is included in the
amount elected for the Variable Annuity Fund; additional contribu-
tions by EE are not matched by ER.

Pension Benefit Formula: Plan A: At age 55 with 25 years of service (or age 55
with 20 years of service with annuity deferred until age 60 when EE would have
completed 25 years of service if he had continued in service), 37.5% of final
average salary or 1.5% per year for each 25 years of service which is composed
of (1) a money purchase annuity provided by EE contributions and (2) a pension
provided by ER contributions to the Take-Home-Pay Reserve, plus (3) a pension
based on ER contributions to provide the balance of the benefit. Additional benefit
for years of service over 25 years of 1,7% of final average salary times years of
service over 25 years. For less than 25 years of service (or less than 20 yearF of
service with annuity deferred to completion of 25 years), benefit is same as Plan B
with no additional contributions required. Plan B; (1) Money purchase annuity
provided by EE contributions, plus (2) pension provided by ER contributions to
Take-Home-Pay Reserve, plus (3) pension of 1.53% of final average salary times
years of service. Final average salary for both plans is the higher of the final annual
salary or the average salary of the highest 3 years.

Retirement Age: Normal: For Plan A, age 55 with 25 years of service (or age 55
with 20 years of service and payments deferred until date EE would have com-
pleted 25 years of service); for Plan B, age 55 regardless of years of service. Com-
pulsory at age 70 for both Plans A and B.

Vesting Provisions: Benefits vest after 15 years of service (including the final 5
years of service). Terminating EE may elect to leave contributions on deposit
and receive a deferred annuity at age 55 based on benefit formula. Upon termi-
nation of employment prior to vesting, EE contributions returned without interest.

If a nonvested EE leaves contributions on deposit and returns to service within
5 years (and was never absent for more than 5 years out of 10 consecutive years),
he retains credited service. After withdrawal, EE regains credited service by
repaying refund.

Preretirement Death Benefit: Return of EE contributions with interest, plus Take-
Home Pay Reserve. Plus an additional benefit for (1) an EE with less than 10
years of service, an amount equal to final 6 months' salary; or (2) an EE with
at least 10 but less than 20 years of city service, an amount equal to salary for the
final 12 months; or (3) an EE with 20 years or more of city service, an amount
equal to twice the final annual salary.

Disability Provisions: Illness or nonservice-connected accident: after 10 years of
city service, greater of benefit of (1) 1.53% of final average salary times years of
service, plus an annuity provided by EE contributions with interest, plus Take-
Home Pay Reserve or (2) benefit under "old law" of 20% of average of first 10
years' salary, plus 1/5 of 1% of final average salary times years of service over
10 years. Service-connected accident (no service requirement); pension of 75%
of average salary of the final 5 years of service, plus an annuity provided by EE
contributions with interest, plus Take-Home Pay Reserve.
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NORTH CAROLINA

TEACHERS' AND STATE EMPLOYEES' RETIREMENT SYSTEM OF NORTH CAROLINA

Member Institutions:
Anson Technical Institute
Asheville-Buncombe Technical Institute
Beaufort County Technical Institute
Bladen Technical Institute
Caldwell Technical Institute
Cape Fear Technical Institute
Carteret, Technical Institute
Catawba Valley Technical Institute
Central Carolina Technical Institute
Central Piedmont Community College
Cleveland County Technical Institute
College of the Albemarle
Craven County Technical Institute
Davidson County Community College
Durham Technical Institute
Edgecombe County Technical Institute
Fayetteville Technical Institute
Forsyth Technical Institute
Gaston College
Guilford Technical Institute
Halifax County Technical Institute
Haywood Technical Institute
Henderson County Technical Institute
Isothermal Community College
James Sprunt Institute
Johnston County Technical Institute
Lenoir County Community College
OASDHI

Provisions Apply To: All EEs.
Required &/ or Voluntary: Required.

Waiting Period: None.

Martin Technical Institute
McDowell Technical Institute
Montgomery Technical Institute.
Nash Technical Institute
Onslow Technical Institute
Pamlico Technical Institute
Pitt Technical Institute
Randolph Technical Institute
Richmond Technical Institute
Roanoke Chowan Technical Institute
Robeson Technical Institute
Rockingham Community College
Rowan Technical Institute
Sampson Technical Institute
Sandhills Community College
Southeastern Community College
Southwestern Technical Institute
Surry Community College
Technical Institute of Alamance
Tri-Cc unty Technical Institute
Vance County Technical Institute
W. W. Holding Technical Institute
Wayne Community College
Western Piedmont Community College
Wilkes Community College
Wilson County Technical Institute

Contributions:
Individual: 5% of first $5,600 of basic annual salary; 6% of balance.
Institution: Balance necessary to provide benefit (currently 8.95% of payroll).

Pension Benefit Formula: 11/4% of first $5,600 of final average salary plus 11/2 %
of balance, both times years of service. Final average salary is average salary of
the highest 60 consecutive calendar months of the last 120 calendar months of
service.

Annual cost of living adjustment: When the Consumer Price Index has in-
creased 3% or more during any calendar year, benefits will increase 3% as of
the following July 1, if the resulting increase in liabilities does not require an
increase in the ER's rate of contribution. If the CPI does not increase 3% during
the calendar year, the index will be compared to the index at the end of the last
year when a benefit increase was indicated.

Retirement Age: Normal: age 62 with 30 years of service or age 65 regardless
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of years of service. Early: age 60 or age 50 with 20 years of service (for EE with
30 years of service, actuarially reduced below age 62; otherwise, below age 65.
If retirement is before age 60, benefit is actuarial equivalent of deferred annuity at
age 60).

Vesting Provisions: Benefits vest after 12 years of service. EE may elect to receive
return of EE contributions with full interest or to leave contributions on deposit
and receive actuarially reduced deferred annuity at age 60 or full annuity at age 65,
based on benefit formula. Upon termination of employment prior to vesting, EE
contributions returned with lh interest.

If a non-vested EE elects to leave contributions on deposit and returns to service
within 7 years, he retains credited service. After absence of 7 consecutive years,
EE loses membership and credited service.

Preretirement Death Benefit: Return of EE contributions with interest. Under
age 65 with 1 year of service, additional Death Benefit equal to the preceding
calendar year's salary (up to $15,000). At age 55 or at any age with 30 years of
service, EE may elect or, if no election, spouse may elect to receive in lieu of
return of contributions benefit to which EE would have been entitled if he had
retired at date of death.

Disability Provisions: Under age 60 with 10 years of service, benefit to which EE
would have been entitled if he had continued in service to age 65, actuarially
reduced for EE contributions during this period.

NORTH DAKOTA

NORTH DAKOTA STATE EMPLOYEES' RETIREMENT PLAN

Member Institutions:
Bismarck Junior College
Lake Region Junior College
North Dakota School of Forestry *
North Dakota State School of Science *
OASDHI

Provisions Apply To: Nonacademic EEs. (Other EEs are covered by the Teachers'
Insurance and Retirement Fund.)

Required &I or Voluntary: Required at age 21.

Waiting Period: 5 months.

Contributions:
Individual: 4% of basic annual salary, plus $5 initial membership fee.
Institution: 4% of payroll not to exceed $500 per year for each participant.

(75% is credited to the Vesting Fund; 25% to the Administrative
Expense and Benefit Fund).

Pension Benefit Formula: Money purchase annuity provided by EE contributions
with interest and ER contributions in the Vesting Fund with interest.
Retirement Age: Normal: age 65. Early: age 55 if account is sufficient to pro-
vide $50 monthly annuity with benefit provided as per vesting schedule.
Vesting Provisions: Gradual vesting, full vesting after 20 years of service. For

*Faculty and administrative officers and designated clerical EEs participate in supple-
mentary TIAA-CREF plan.
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EE under age 55 (or after age 55 if income provided would be less than $50 per
month), EE contributions returned with the following percentages of ER contribu-
tions from the Vesting Fund per years of service:

Between 3 and 7 years 20%
7 " 11 30%

11 " 15 " 40%
15 " 18 " 60%
18 " 20 " 80%

Over 20 years 100%

After age 55 if income provided exceeds $50 per month, EE receives annuity in
lieu of lump sum.

Preretirement Death Benefit: Retarn of EE contributions and ER contributions
in the Vesting Fund with interest.

Disability Provisions: Money purchase annuity provided by EE contributions and
ER contributions with interest from the Vesting Fund.

TEACHERS' INSURANCE AND RETIRhMENT FUND

Member InstRutions:
Bismarck Junior College
Lake Region Junior College
North Dakota School of Forestry *
North Dakota State School of Science *
OASDHI

Provisions Apply To: Faculty and administrative officers. (Other EEs are covered
by the North Dakota State Employees' Retirement Plan.) North Dakota School
of Forestry and North Dakota State School of Science participate in Plan A;
Bismarck Junior College and Lake Region Junior College participate in Plan B.

Required &/ or Voluntary: Required; voluntary if entrance is at age 50 or over.

Waiting Period: None.

Contributions:
Individual: Plan A: First 8 years of service, 4% of first $3,000 of total salary;

second 8 years, 5% of first $3,600; third 8 years, 6% of first $3,333.
Plan B: 3% of first $7,500 of total salary.

Institution: Plan A: First 8 years of service, $50 per year; after 8 years of
service, $120 per year. Plan B: 2% of first $7,500 of total salary.

Pension Benefit Fainula: 2% of career average salary times years of service up
to 25 years. Maximum: $1,200 for Plan A, $1,500 for Plan B. After 25 years of
service, the following increase in benefit is received (Plan B is within parentheses;
Plan A, outside): if EE's benefit for 25 years of service equals the maximum
benefit fat 25 years of service of $1,200 ($1,500), the benefit increases $60 ($75)
per year for eacli year of service over 25 years; it benefit is less than $1,200
($1,500) for 25 years of service, the benefit increases by $100 ($125) per year
for each year over 25 up to $1,200 ($1,500), plus $60 ($75) per year for each
year thereafter.

* Faculty and administrative officers and designated clerical EEs participate in supple-
mentary TIAA-CREF plan.
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Retirement Age: Plan A and Plan B: Normal: age 55 with 25 years of service.
Early: age 55 with 10 years of service (prorated on years of service under 25 years.
Vesting Provisions: None. For terminating EE under Plan A, return of EE con-
tributions without interest; for Plan B, return of EE contributions with interest.
Preretirement Death Benefit: Plan A and Plan B: with less than 25 years of
service, return of EE contributions without interest. After 25 years of service,
(1) benefit to which EE would have been entitled if he had retired at date of
death and chosen a survivor option or (2) return of EE and ER contributions with
interest.

Disability Provisions: Plan A and Plan B: after 15 years of service, benefit based
on service to date of disability, not actuarially reduced. Maximum benefit: for
Plan A, $1,200; for Plan B, $1,500.

OHIO

CITY OF CINCINNATI RETIREMENT FUND

Member institutions:
University of Cincinnati *

Raymond Walters Branch *
University College *

OASDHI

Provisions Apply To Nonacademic civil service EEs. (Nonacademic civil service
EEs may elect and nonacademic noncivil service EEs are covered by the Public
Employees' Retirement System. Faculty, administrative officers and designated
clerical EEs participate in TIAA-CREF.)

Required &I or 'Voluntary: Required.

Waiting Period: None.

Contributions:
Individual: 6% of basic annual salary.
Institution: Balance necessary to provide benefit (currently about $1.80 per

$1.00 of EE contributions).

Pension Benefit Formula: 1.7% of average salary of highest 5 years (final average
salary) times years of service, plus $14 per year times years of service.

Automatic cost of living adjustment: after 4th year of retirement an annual
increase of 1% of original benefit becomes effective as of the nearest January 1
and each January 1 thereafter.

Retirement Age: Normal: age 60 or age 55 with 30 years of service. Compulsory:
age 70 (approved extensions are permitted to age 72). Early: age 55 with 25
years of service (actuarially reduced below age 60).

Vesting Provisions: Benefits vest after 20 years. Terminating EE may elect to
leave contributions on deposit and receive deferred annuity at age 60 based on
benefit formula. Upon termination of employment prior to vesting, EE contribu-
tions returned with interest at 2%.

If a non-vested EE elects to leave contributions on deposit and returns to

* Faculty, administrative officers and designated clerical EEs participate in TIAA-
CREF.
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service, he retains credited service. After withdrawal, EE regains credited service
by repaying refund plus penalty of 50% of ER liability.

Preretirement Death Benefit: Return of EE contributions with interest at 2%.
After 18 months of service, lump sum death benefit of 50% of final 12 months'
salary, plus the following survivor benefit paid until death to one of the following:
(1) to unremarried widow or dependent widower with unmarried children under
18: 1 child, $140; maximum of $190; (2) to unmarried orphaned children while
under 18: 1 child, $70; 2 children, $140; maximum of $190; (3) to widow or
dependent widower, age 62, $70; (4) to dependent parents, $70 each; reduced
by Social Security. After 15 years of service, to widow or dependent widower
age 50, $70.

Disability Provisions: Illness and nonservice-connected accident: after 10 or more
years of service and under age 60, 90% of benefit formula EE would have received
if he had continued in service to age 60. Service-connected accident: same benefit
as nonservice-connected but without service requirement.

PUBLIC EMPLOYEES' RETIREMENT SYSTEM

Member Institutions:
Cuyahoga Community College

Metropolitan Campus
Western Campus

Four County Technical Institute
Kent State University

Ashtabula Branch
Columbiana County Branch

Lorain County Community College
Miami University

Hamilton Campus
Middletown Campus

Ohio State University Regional Cam-
puses

Lima Campus
Mansfield Campus

No OASDHI

Marion Campus
Newark Campus

Ohio University Regional Campuses
Belmont County Campus
Chillicothe Campus
Lancaster Campus
Zanesville Campus

Sinclair Community College
University Community and Technical

College of Akron
University of Cincinnati *

Raymond Walters Branch *
University College *

University of Toledo Community and
Technical College

Provisions Apply To: Nonfaculty EEs. (Faculty participate in the State Teachers
Retirement System except that at the University of Cincinnati faculty, administra-
tive officers and designated clerical EEs participate in TIAA-CREF; nonacademic
civil service EEs of the University of Cincinnati may elect the City of Cincinnati
Retirement Fund as an alternate to the Public Employees' Retirement System.)

Required &/ or Voluntary: Required.

Waiting Period: None.

Contributions:
Individual: 7.7% of total salary.
Institution: Matches amount of EE contributions plus balance necessary to pro-

vide benefit.

* Faculty, administrative officers and designated clerical EEs participate in TIAA-
CREF.
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Pension Benefit Formula: If less than 3 years of service out of last 10 years before
retirement, money purchase annuity provided by EE and ER contributions.
After 3 years of service out of last 10 years, greater of (1) 1.9% of average
salary of highest 5 years (final average salary) times years of service, or (2) $82
times years of service. Maximum: under age 66 or after 41 years of service, 80%
of final average salary; increased 1% for each year served between ages 65 and
70 and each year served between 41 and 45 years to maximum 85% of final
average salary.

Automatic cost of living adjustment: 1.5% of original benefit annually, begin-
ning 36 months after retirement. Increases depend upon percentage rise in Con-
sumer Price Index of at least 1.5%. Subsequent increases after first as determined
on cumulative rise in CPI from date of retirement.
Retirement Age: With 3 years of Ohio service out of final 10 years: normal, age
65 or any age with 35 years; early, age 60 with 5 years of service or age 55 with
25 years of service (actuarially reduced below age 65).
Compulsory: age 70 (extensions beyond 70 require physician's certification).
Vesting Provisions: Benefits vest after 5 years of service. EE may elect to leave
contributions on deposit and receive deferred annuity at age 60. Upon termination
of employment prior to vesting, EE contributions returned with interest.

If a non-vested EE elects to leave contributions on deposit, he retains credited
service when he returns to service. After withdrawal, EE regains credited service
by repaying refund with compound interest plus amount to cover ER liability
which for first redeposit is equal to 1/2 of amount produced by refund with interest
(total amount to cover ER liability is required for subsequent redeposits).

Preretirement Death Benefit: Return of EE contributions with interest. After 18
months of service (1/4 year of Ohio service out of final 2 years), survivor benefit
paid to death to one of the following: (1) unremarried widow or dependent
widower with children: 1 child, $156 to $186; 2 or more children, $156 to $236;
(2) unmarried, orphaned children: 1 child, $81 to $96; 2 children, $156; 3 children
or more, $156 to $236; (3) unremarried widow age 62 or widower age 65, married
to EE 3 years, $81 to $96; or with 15 years of EE service widow or dependent
widower at age 50 married to EE for 3 years, $106; (4) unmarried dependent
parents, $81 to $96 each. Maximum amounts are paid unless benefit exceeds 75%
of final 12 months' salary. If EE was eligible to retire, beneficiary receives benefit
to which EE would have been entitled if he had retired at date of death and
chosen joint and survivor option. Cost of living adjustment applies as per pension
benefit formula.

Disability Provisions: Under age 60 with 5 years of service, higher of $82 or 1.9%
of final average salary both times years of service EE would have earned if he
had continued in service to age 60. Maximum: 60% of final average salary.

SCHOOL EMPLOYEES' RETIREMENT SYSTEM

Member Institutions:
Clark County Technical Institute
Columbus Technical Institute
Jefferson County Technical Institute
Lakeland Community College
Penta County Technical Institute
Vanguard Technical Institute.
No OASDHI
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Provisions Apply To: Nonfaculty EEs. (Faculty participate in the State Teachers
Retirement System.)

Required &/or Voluntary: Required.

Waiting Period: None.

Contributions:
Individual: 7.9% of total salary, plus any actuarial adjustment.
Institution: Balance necessary to provide benefit.

Pension Benefit Formula: Greater of (1) annuity provided by EE contributions
with interest, plus pension equal to annuity provided by ER contributions with
interest; (2) 1.9% of average salary of highest 5 years (final average salary) times
years of service; (3) $82 times years of service. Maximum: under age 66 or
after 41 years of service, 80% of final average salary; increased 1% for each
year served between ages 65 and 70 and each year of service between 41 and 45
years to maximum 85% of final average salary.

Automatic cost of living adjustment: 1.5% of original benefit annually, begin-
ning 36 months after retirement. Increases depend upon percentage rise in Con-
sumer Price Index of at least 1.5%. Subsequent increases after first as determined
on cumulative rise in CPI from date of retirement.

Retirement Age: With 3 years of Ohio service out of final 10 years: normal, age
65 with 5 years of service or any age with 35 years of service; early, age 60 with
5 years of service or age 55 with 25 years of service (actuarially reduced below
age 65). Compulsory: age 70 at discretion of ER.

Vesting Provisions: Benefits vest after 5 years of service. EE may elect to leave
contributions on deposit and receive actuarially reduced deferred annuity at age
60 or full annuity at age 65 based on benefit formula. Upon termination of em-
ployment, EE contributions returned with interest.

if a non-vested EE elects to leave contributions on deposit, he retains credited
service when he returns to service. After withdrawal, EE regains credited service
by serving additional 11/2 years of service, and repaying 11/2 times refund with
compound interest.

Preretirernent Death Benefit: Return of EE contributions with interest. After 18
months of service (1/4 year of Ohio service out of final 2 years prior to death),
survivor benefit paid to death to one of the following: (1) unremarried widow
or dependent widower with children: 1 child, $156 to $186; 2 or more children,
$156 to $236; (2) unmarried orphaned children under 18 or unremarried widower
with children: 1 child, $81 to $96; 2 children, $156; 3 children or more, $156 to
$216; (3) unremarried widow age 62 or widower age 65, married to BE 3 years,
$81 to $96; or with 15 years of EE service widow or dependent widower at age 50
married to EE for 3 years, $106; (4) dependent parents, $81 to $96 each. If EE
is eligible to retire, spouse may elect to receive benefit to which EE would have
been nti ie tled if he had retired at date of death and chosen joint and survivor option.
Cost of living adjustment applies as per pension benefit formula.

Disability Provisions: Under age 60 with 5 years of service, higher of $82 or 1.9%
of final average salary both times years of service EE would have earned if he
had continued in service to age 60. Maximum: 60% of final average salary.
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STATE TEACHERS RETIREMENT SYSTEM

Member Institutions:
Clark County Technical Institute
Columbus Technical Institute
Cuyahoga Community College

Metropolitan Campus
Western Campus

Four County Technical Institute
Jefferson County Technical Institute
Kent State University

Ashtabula Branch
Columbiana County Branch

Lakeland Community College
Lorain County Community College
Miami University

Hamilton Campus
Middletown Campus

Ohio State University Regional Cam-
puses

No OASDHI

Lima Campus
Mansfield Campus
Marion Campus
Newark Campus

Ohio University Regional Campuses
Belmont County Campus
Chillicothe Campus
Lancaster Campus
Zanesville Campus

Penta County Technical Institute
Sinclair Community College
University Community and Technical

College of Akron
University of Toledo Community and

Technical College
Vanguard Technical Institute

Provisions Apply To: Faculty. (Coverage is mandatory in the State Teachers
Retirement System for all faculty and teachers; nonteaching EEs are covered by
the Public Employees' Retirement System or the School Employees' Retirement
System.)

Required &c /or Voluntary: Required.
Waiting Period: None.
Contributions:

Individual: 7.8% of total salary, plus any actuarial adjustment.
Institution: Balance necessary to provide benefit.

Pension Benefit Formula: Greater of (1) annuity provided by EE contributions
with interest, plus pension provided by ER contributions with interest which is
equal to annuity; or (2) 1.9% of average salary of highest 5 years (final average
salary) times years of service; or (3) $82 times years of service. Maximum:
under age 66 or after 41 years of service, 80% of final average salary; increased
1% for each year served between ages 65 and 70 and each year served between
41 and45 years to maximum 85% of final average salary.

Automatic cost of living adjustment: 1.5% of original benefit annually, begin-
ning 36 months after retirement. Increases depend upon percentage rise in Con-
sumer Rice Index of at least 1.5%. Subsequent increases after first as determined
on cumulative rise in CPI from date of retirement.

Retirement Age: With 3 years of Ohio service out of the final 10 years; normal,
age 65 with 5 years of service or any age with 35 years of service; early, age 60
with 5 years of service or age 55 with 25 years of service (actuarially reduced
below age 65). Compulsory: age 70 at discretion of ER.

Vesting Provisions: Benefits vest after 5 years of service. EE may elect to leave
contributions on deposit and receive actuarially reduced deferred annuity at age 60
or full annuity at age 65 based on benefit formula. (In order to receive 'pension
benefit formula' (2) or (3) above EE must have 3 years of Ohio service in the
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10-year period prior to retirement.) Upon termination of employment prior to
vesting, EE contributions returned without interest.

If a non-vested EE elects to leave contributions on deposit, he retains credited
service when he returns to service. After withdrawal and after serving additional
11/2 years of service, EE may restore canceled service credit by repaying refund
with compound interest plus 50% of that amount.

Preretirement Death Benefit: Return of EE contributions without interest. After
18 months of service (1/4 year of Ohio service out of final 2 years), survivor benefit
paid at death in one of the alternate programs to one of the following: Alternate I:
(1) unremarried widow or dependent widower with 1 child, $186; 2 or more
children, $236; (2) unmarried orphaned children under 18, or unremarried
widower with children: 1 child, $96; 2 children, $162; 3 children, $228; 4 children
or more, $234; (3) unremarried widow age 62 or unremarried widower age 65,
$96; or with 10 years of EE service, widow or dependent widower at age 50, $106;
(4) dependent parent, $96; two dependent parents, $192. Alternate II: (1) bene-
fits under (1) and (2) above continue to children to age 22 if in school; (2) sur-
vivor may elect the above benefits or benefits based on average salary and number
of dependents remaining. For EE with 1 dependent, benefit is 25% of final average
salary; 2 dependents, 40%; 3 dependents, 50%; 4 dependents, 55%; 5 dependents,
60%; (3) if EE is eligible to retire, spouse or a dependent may elect benefit to
which EE would have been entitled if he had retired at date of death and chosen
joint and survivor option. Cost of living adjustment applies as per pension benefit
formula.

Disability Provisions: Under age 60 with 5 years of service, highest of $82 or
1.9% of final average salary both times years of service EE would have earned
if he had continued in service to age 60. Maximum: 60% of final average salary.

OKLAHOMA

TEACHERS' RETIREMENT SYSTEM OF OKLAHOMA

Member Institutions:
Altus Junior College
Connors State College
Eastern Oklahoma State College
Murray State College of Agriculture and Applied Science
Northeastern Oklahoma A & M College
Northern Oklahoma College
Oklahoma Military Academy
Poteau Community College
Sayre Junior College
Seminole Junior College
OASDHI

Provisions Apply To: All EEs able to complete 10 years of service by age 65 and
earning over $1,000 per year. (Oklahoma Military Academy clerical-service EEs
may elect self-administered plan.)

Required &/or Voluntary: Required for professional staff. (Optional for clerical-
service EEs or for EEs age 55 at entry to plan.)

Waiting Period: None.
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Contributions:
Individual: 5% on salary up to $7,800.
Institution: Balance necessary to provide benefit.

Pension Benefit Formula: 11/4% of average salary of highest 5 years (final average
salary) up to $7,800 times years of service. By 1975, the percentage will increase
to 11/2 %.

Retirement Age: Normal: age 62 with 10 years of membership service. Early:
age 60 with 10 years of service or any age with 30 years of service (actuarially
reduced below age 62).

Vesting Provisions: Benefits vest after 20 years of service. Terminating EE may
elect to leave contributions on deposit and receive actuarially reduced deferred
annuity at age 60 or full annuity at age 62 based on benefit formula. Upon termi-
nation of employment prior to vesting, EE contributions returned without interest
if less than 7 years of service; after 7 years of service, EE contributions returned
with 50% of interest; 16 years, 60%; 21 years, 75%; 26 years, 90% interest.

If a non-vested EE elects to leave contributions on deposit and returns to
service within 5 years out of 6 consecutive years, retains credited service. After
withdrawal, EE regains credited service by repaying refund with interest and
serving 1 additional year after return.

Preretirement Death Benefit: Return of EE contributions with interest. If EE
contributions with interest will provide monthly benefit of not less than $25, spouse,
if beneficiary, may elect to receive annuity benefit in lieu of lump sum.

Disability Provisions: After 10 years of service, greater of money purchase annuity
provided by EE contributions with interest or $66 per year times years of service.

OREGON

PUBLIC EMPLOYEES' RETIREMENT SYSTEM

Member Institutions:
Blue Mountain Community College
Central Oregon Community College
Chemeketa Community College
Clackamas Community College
Clatsop Community College
Lane Community College
Linn-Benton Community College
Mount Hood Community College
Portland Community College
Southwestern Oregon Community College
Treasure Valley Community College
Umpqua Community College
OASDHI

Provisions Apply To: All EEs.

Required &/ or Voluntary: Required.

Waiting Period: 6 continuous months (interruptions of up to 30 days permitted).
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Contributions:
Individual:

Institution:

Percentage varies according to the following schedule of basic
monthly salary: 4% on salary under $500; 5% on salary from
$500 to $1,000; 6% on salary from $1,000 to $1,500; 7% on
salary of $1,500 or more.
Balance necessary to provide benefit.

Pension Benefit Formula: (1) money purchase annuity provided by EE contribu-
tions with interest. Up to 50% of EE contributions may be placed in a variable
annuity account; at time of retirement EE may receive a variable and fixed annuity
or transfer funds and receive a fixed annuity only; plus (2) pension of 0.67% of
average salary of highest 5 years out of the last 10 years (final average salary)
times years of service reached by age 65 not to exceed 30 years.

Retirement Age: Normal: age 65; extensions after age 65 with Board and ER
approval. Compulsory: age 70. Early: age 60 (actuarially reduced below age 65).

Vesting Provisions: Benefits vest after 5 years of service or at age 55. EE may
elect to leave contributions on deposit and receive actuarially reduced deferred
annuity at age 60 or full annuity at age 65 based on benefit formula. Upon termi-
nation of employment prior to vesting, EE contributions returned with interest.

If a non-vested EE elects to leave contributions on deposit and returns to service
within 5 years, retains credited service. After withdrawal, EE regains credited
service if he returns within 5 years and repays refund within 6 months after return.

Preretirement Death Benefit: Return of EE contributions with interest, plus sur-
vivor benefit of ER's contributions for EE's' account, not to exceed 6 months'
salary to one of the following: (1) spouse; or (2) orphaned children under 18;
or (3) dependent parents. Benefit is paid in a lump sum if amount is less than
$1,200; in 12 equal installments if $1,200 or more.

Disability Provisions: Nonservice-connected: EE under age 65 with 10 years of
service, (1) money purchase annuity provided by EE contributions with interest,
plus (2) pension EE entitled to if he had continued in service to age 60, actuarially
reduced below age 65. Service-connected (no minimum length of service require-
ment) : same benefit as nonservice-connected.

PENNSYLVANIA

PENNSYLVANIA PUBLIC SCHOOL EMPLOYEES' RETIREMENT SYSTEM

Member Institutions:
Bucks County Community College *
Butler County Community College *
Community College of Allegheny County **

Allegheny Campus **
Boyce Campus **
South Campus **

Community College of Beaver County **
Community College of Delaware County **
Community College of Philadelphia **
Harrisburg Area Community College *'''
Lehigh County Community College **
Luzerne County Community College **
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Montgomery County Community College *
Northampton County Area Community College
Williamsport Area Community College
OASDHI

Provisions Apply To: All EEs able to complete at least 5 years of service by age 70.

Required &/or Voluntary: Required.
Waiting Period: None.
Contributions:

Individual: 53/2% of basic annual salary.
Institution: Balance necessary to provide benefit.

Pension Benefit Formula: (1) Money purchase annuity provided by EE contribu-
tions with interest, plus (2) pension of 1/120 of average salary of highest 5 years
(final average salary) times years of service. Minimum: $60 times years of service
up to 30.

Retirement Age: Normal: age 60 with 30 years of service, age 62 with 5 years
of service, or any age with 35 years of service. Compulsory: age 70. Early: any
age with 25 years of service (actuarially reduced below age 62).

Vesting Provisions: Benefits vest after 10 years of service. EE may elect to leave
contributions on deposit and receive deferred annuity at age 62. Upon termination
of employment prior to vesting, EE contributions returned with interest.

If a non-vested EE elects to leave contributions on deposit, he retains credited
service when he returns to service. After withdrawal, EE regains credited service
by repaying refund.

Preretirement Death Benefit: Prior to 10 years of service, return of EE contribu-
tions with interest. After 10 years of service but less than 25 years and if EE is
not eligible for normal retirement, beneficiary receives (1) return of EE contribu-
tions with interest, plus (2) the lesser of the following percentages times the pension
formula: (a) the years of EE service in relation to 25 years; or (b) the years of
EE service in relation to the number of years which the EE would have earned if
he had continued in service to age 62. After 25 years of service or if EE is eligible
to retire, beneficiary receives annuity based on benefit formula. If benefit is under
$5,000, beneficiary receives lump sum; if benefit is $5,000 or over, beneficiary may
elect lump sum, annuity or combination.

Disability Provisions: If BE is not eligible to retire and has 10 years of service,
benefit of 1/60 of final average salary times years of service. Minimum: 1/3 of
final average salary; maximum: 8/9 of benefit payable at normal retirement.
After 25 years of service, greater of disability or retirement benefit reduced to
retirement benefit if earnings plus retirement benefit would exceed the greater of
the last annual salary or $5,000.

PENNSYLVANIA STATE EMPLOYEES' RETIREMENT SYSTEM

Member Institutions:
Pennsylvania State University Com- Altoona Campus

monwealth Campuses Beaver Campus
Allentown Center Behrend Campus

* Faculty and administrative officers may elect TIAA-CREF as alternate.
** All employees may elect TIAA-CREF as alternate. . ''
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Berks Center
Delaware County Campus
Dubois Campus
Fayette Campus
Hazleton Campus
McKeesport Campus
Mont Alto Campus

OASDHI
Provisions Apply To: All EEs.
Required & / or Voluntary: Required.

Waiting Period: None.
Contributions:

Individual: Plan A: varies from 4.28% to 10.18% according to sex and age
and date of entry into plan. Plan B: 5% on OASDHI earnings,
10% on balance.

Institution: Balance necessary to provide benefit.
Pension Benefit Formula: Plan A: 2% of average salary of 5 highest years (final
average salary) times years of service. Plan B: Same benefit as Plan A, plus
additional 2% of average of all earnings in excess of OASDHI base times covered
years of service (2% on OASDHI earnings plus 4% on excess over OASDHI, for
each year of service).

Retirement Age: Normal: age 60 or any age with 35 years of service. No com-
pulsory retirement age. Early: any age with 25 years of service (actuarially re-
duced below age 60).

Vesting Provisions: Benefits vest after 10 years. EE may elect to leave contribu-
tions on deposit and receive deferred annuity at age 60. Upon termination of
employment prior to vesting, EE contributions returned with interest.

If a non-vested EE elects to leave contributions on deposit and returns to service,
EE retains credited service. After withdrawal, EE may regain credited service by
repaying refund.

Preretirement Death Benefit: Return of EE contributions with interest to benefi-
ciary. After 10 years of service, additional benefit of a portion of state contribu-
tions. If EE is eligible to retire, survivor annuity is based on service to date of
death, and on age of beneficiary.

Disability Provisions: After 5 years of service, benefit formula based on years of
service to date of disability, actuarially reduced. If less than 10 years of service,
EE may elect to withdraw Social Security integration contributions, if any, in
addition to receiving disability benefit. Minimum: lesser of 1/3 final annual
salary or 8/9 of benefit EE is entitled to if he had continued in service to age 60.

RHODE ISLAND

EMPLOYEES' RETIREMENT SYSTEM

Member Institutions:
Rhode Island Junior College *

* Faculty and administrative officers who are not members of the Employees' Retire-
ment System participate in and faculty and administrative officers who are members of the
Employees' Retirement System when hired may elect to participate in TIAA-CREF.

APP. C

New Kensington Campus
Ogontz Campus
Schuylkill Campus
Shenango Valley Campus
Wilkes Barre Campus
Worthington Scranton Campus
York Campus
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OASDHI

Provisions Apply To: All nonacademic EEs and faculty and administrative officers
who are members when hired and who elect to remain in the system. (Other EEs
participate in TIAA-CREF.)

Required &/ or Voluntary: Required.
Waiting Period: None.
Contributions:

Individual: 5% of basic annual salary.
Institution: Balance necessary to provide benefit, currently 5.55% of payroll.

Pension Benefit Formula: The following percentages of the average salary of the
3 highest consecutive years of service (final average salary) times the following
periods of service: 1.7% for first 10 years; 1.9% for 11 through 20 years; 2.4%
for over 20 years of service. Maximum after 38 years of service: 80% of final
average salary.

Retirement Age: Normal: age 60 with 10 years of service or any age with 35
years of service or age 58 with 30 years of service. Compulsory: age 70. Early:
at any age with 30 years of service (actuarially reduced below age 58).
Vesting Provisions: Benefits vest after 10 years of service. EE may elect to leave
contributions on deposit and receive deferred annuity at age 60 based on benefit
formula. Upon termination of employment prior to vesting, EE contributions
returned without interest.

If a non-vested EE elects to leave contributions on deposit, he retains credited
service when he returns to service. After withdrawal, EE regains credited service
by repaying refund with interest after serving 1 additional year of service.
Preretirement Death Benefit: Nonservice-connected: return of EE contributions
without interest, plus lump sum death benefit of $400 times years of service.
Minimum of $2,000 is reduced if EE service is less than 1 year; maximum, $8,000.
Service-connected: return of EE contributions with interest, plus survivor benefit
of 50% of final annual salary to one of the following: (1) widow until remarriage
or death; (2) any children until 18 or death; (3) dependent parents until death.
Disability Provisions: Nonservice-connected: after 7 years of service, benefit based
on service to date of disability. Minimum: 26.5% of final average salary. Service-
connected (no minimum length of service requirement): under age 65, benefit
of 662/3% of final annual salary reduced by Workmen's Compensation.

SOUTH CAROLINA

SOUTH CAROLINA RETIREMENT SYSTEM

Member Institutions:
Technical Education Centers

Greenville Technical Education Cen-
ter

Orangeburg-Calhoun
Piedmont Technical Education Cen-

ter
Richland
Spartanburg County
Sumter Area
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Aiken Regional Campus
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Coastal Carolina Regional Campus
Florence
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Midlands Regional Camrus
Salkehatchie Regional Campus

OASDHI

Spartanburg Regional Campus
Union Regional Campus

Provisions Apply To: All EEs.
Required &/ or Voluntary: Required.

Waiting Period: None.
Contributions:

Individual: 4% of first $4,800; 6% of balance of basic annuai salary.
Institution: Balance necessary to provide benefit.

Pension Benefit Formula: 1% of average salary of highest 5 consecutive years
out of the last 10 years (final average salary) up to $4,800 times years of service;
plus 11/2 % of balance of final average salary over $4,800 times years of service.

Retirement Age: Normal: age 65 or any age with 35 years of service. Compul-
sory: (for teachers, retirement is compulsory at 65 but extensions with Board's
approval from age 65 to age 72; for others, retirement is compulsory at age 70
but extensions are granted from age 70 to age 72). Early: age 60 (actuarially
reduced below age 65).

Vesting Provisions: Benefits vest after 15 years of service. EE may elect to leave
contributions on deposit and receive actuarially reduced deferred annuity at age
60 or full benefit at age 65 based on benefit formula. Upon termination of employ-
ment prior to vesting, EE contributions returned with 1/2 interest.

If a non-vested EE elects to leave contributions on deposit and returns to service,
he retains credited service. After withdrawal, EE loses credited service and mem-
bership status.

Preretirement Death Benefit: Return of EE contributions with interest. After 1
year of membership service, additional lump sum benefit of final annual salary.
If EE is eligible to retire or is age 60 with 20 years of service, spouse may elect to
receive lump sum without contributions, plus benefit to which EE would have been
entit1..4 if he had retired at date of death and chosen joint and survivor option.

Disability Provisions: After 5 years of service, benefit to which EE would have
been entitled if. he had continued in service to age 65, actuarially reduced.

TENNESSEE

TENNESSEE STATE RETIREMENT SYSTEM

Member Institutions:
Chattanooga State Technical Institute
Cleveland State Community College
Columbia State Community College
Dyersburg State Community College
Jackson State Community College
Motlow State Community College
State Technical Institute at Memphis
OASDHI

Provisions Apply To: Nonacademic EEs. (Faculty and administrative officers are
covered by the Tennessee Teachers' Retirement System.)
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Required &/ or Voluntary: I; equired.

Waiting Period: None.
Contributions:

Individual: 3% of current OASDHI base, 5% of balance.
Institution: Balance necessary to provide benefit.

Pension Benefit Formula: 11/8% of average salary of 5 highest years (final average
salary) on which OASDHI taxes were paid times years of service, plus 1%% of
final average salary above OASDHI base times years of service.

Retirement Age: Normal: age 65. Compulsory: age 70. Early: age 55 (actu-
arially reduced below age 65).

Vesting Provisions: Benefits vest after 10 years of service. EE may elect to leave
contributions on deposit and receive deferred annuity at age 55, actuarially reduced.
If a terminating EE is ineligible for a retirement allowance exceeding $120 per
year, EE contributions are returned witho,:i interest or, after 5 years of service,
with interest.

If a non-vested EE elects to leave contributions on deposit and returns to service
within 7 years, retains credited service. After withdrawal or absence of 7 years
if service is less than 10 years, loses status as member and credited service.

Preretirement Death Benefit: Return of EE contributions with interest.

Disability Provisions: After 10 years of service (the last 5 of which must be
continuous), 9/10 of benefit formula based on years of service if over 20. Other-
wise, 9/10 of benefit formula based on the lesser of 20 years of service or service
EE would have had if he had continued in service to age 65.

TENNESSEE TEACHERS' RETIREMENT SYSTEM

Member Institutions:
Chattanooga State Technical Institute
Cleveland State Community College
Columbia State Community College
Dyersburg State Community College
Jackson State Community College
Motlow State Community College
State Technical Institute at Memphis
OASDHI

Provisions Apply To: Faculty and administrative officers. (Other EEs are covered
by the Tennessee State Retirement System.)

Required &/ or Voluntary: Required

Waiting Period: None.

Contributions:
Individual: 3% of OASDHI earnings base; 5% on the balance of basic annual

salary.
Institution: Balance necessary to provide benefit.

Pension Benefit Formula: 11/2% of average salary of 5 highest years (final average
salary) on which OASDHI taxes were paid times years of service, plus 13/4 %
of final average salary above OASDHI base times years of service.
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Retirement Age: Normal: age 65. Compulsory: age 70. Early : age 60 or any
age with 30 years of service (actuarially reduced below age 65).
Vesting Provisions: Benefits vest after 10 years of service or 4 years of service in
institution of higher learning. EE may elect to leave contributions on deposit and
receive reduced deferred annuity at age 60 or full annuity at age 65 based on
benefit formula. Upon termination of employment prior to vesting, EE contribu-
tions returned with interest.

If a non-vested EE elects to leave contributions on deposit and returns to
service within 18 months out of 9 consecutive years, retains credited service. After
withdrawal, EE with under 10 years of service, regains credited service by repay-
ing refund with 6% interest.
Preretirement Death Benefit: Return of EE contributions with interest.
Disability Provisions: After 20 years of service, 9/10 of benefit formula based on
service to date of disability, or, if service is 10 or more years but less than 20 years,
9/10 of benefit formula based on the lesser of 20 years or service EE would have
had if he had continued in service to age 65. Minimum: 20% of final average
salary. Benefit is reduced to final average salary if disability benefit plus earnings
which EE is capable of earning could exceed final average salary.

TEXAS

TEACHER RETIREMENT SYSTEM OF TEXAS

Member Institutions:
Alvin Junior College
Amarillo Junior College
Angelina College
Bee County College
Blinn College
Brazosport Junior College
Central Texas Union Junior College
Cisco Junior College
Clarendon Junior College
College of the Mainland
Cooke County Junior College
Dallas County Junior College District **

El Centro College * *
Del Mar College *
Frank Phillips College
Galveston Community College
Grayson County Junior College
Henderson ,County Junior College
Hill Junior College
Howard County Junior College
Kilgore College
Laredo Junior College
Lee College

(Ma'' elect commercial insurance company and TIAA-CREF retirement plans
authorized under Optional Retirement Plan and contracted by ER.)

OASDHI

* Faculty and administrative officers participate in TIAA-CREF.
** Faculty, administrative officers and designated clerical EEs participate in TIAA-

CREF.

McLennan Community College *
Navarro Junior College
Odessa College
Panola College
Paris Junior College
Ranger Junior College
San Antonio College *

St. Philip's College *
San Jacinto College
South Plains College
Southwest Texas Junior College
Tarrant County Junior College District*

Northeast Campus *
South Campus*

Temple Junior College
Texarkana College
Texas Southmost College *
Tyler Junior College
Victoria County Junior College Dis-

trict
Weatherford College
Wharton County Junior College
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Provisions Apply To: All EEs.
Required &/ or Voluntary: Required; voluntary for EEs employed at age 60 or over.
Waiting Period: None.
Contributions:

Individual: 6% of basic annual salary up to $25,000, plus $5.00 annual mem-
bership fee.

Institution: Amount equal to total EE contributions.
Pension Benefit Formula: 1.65% of highest 10 years' average salary (not to
exceed $25,000) times years of service.
Retirement Age: Normal: age 60 and 20 years of service, or age 65 and 10 years
of service. Early: age 55 with 15 years of service (benefit actuarially reduced
from age 65); or, age 55 with 20 years of service or any age with 30 years of
service (with benefits for the latter two actuarially reduced from age 60).
Vesting Provisions: Benefits are vested after 10 years of service. EE may leave
contributions on deposit and receive an annuity upon attaining normal retirement
age. Upon termination of employment prior to vesting, EE contributions returned
with interest.

If a non-vested EE elects to leave contributions on deposit and returns to service
within 6 years, EE retains credited service. After withdrawal, EE may regain
credited service by completing 5 years of additional service, and repaying refund
fee, membership fee and reinstatement fee.
Preretirement Death Benefit: (1) 1 year's salary up to $25,000, or (2) 60 months
of survivor annuity payments based on service to date of death, or (3) a reduced
survivor life annuity based on service to date of death, or (4) return of EE contri-
butions with interest, or (5) a $500 lump sum payment, plus $150 per month
to a widow or dependent widower with minor children payable until the youngest
child reaches age 18, plus $75 per month for life beginning at age 65 for the
unremarried widow or dependent widower. Monthly payments are $100 and $50
respectively for beneficiaries of "auxiliary" employees who earn less than $3,800
annually.

In the event the designated beneficiary is other than a surviving widow, aependent
widower, child, brother, sister, or dependent parent of the deceased, or other
person financially dependent on the deceased, the death benefit payable is limited
to a return of EE contributions with interest.
Disability Provisions: Less than 10 years of service: $50 per month for a period
of time equal to the number of creditable months of service with no further benefit
after this time. With 10 or more years of service, formula benefit based on service
to date of disability, not actuarially reduced (minimum, $50 per month).

UTAH

UTAH STATE RETIREMENT SYSTEM

Member Institutions:
College of Eastern Utah *
Dixie Junior College
Snow College **
Utah Technical College at Provo
Utah Technical College at Salt Lake
OASDHI

* All EEs may elect TIAA-CREF as an alternate.
*' Faculty and administrative officers and designLted clerical EEs may elect TIAA-

CREF as an al1erna
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Provisions Apply To: All EEs.

Required &/ or Voluntary: Required.

Waiting Period: None.

Contributions:
Individual: 41/4 % of basic annual salary, rising in the future according to the

following schedule: 41/2% on 7/1/71; 43/4% on 7/1/73; and 5%
on 7/1/75.

Institution: Matches amount of EE contributions.

Pension Benefit Formula: 1% of average salary of highest 3 consecutive years
(final average salary) times years of membership service.

Automatic annual cost of living adjustment: effective at end of anniversary
month after 5 years of retirement, the lesser of 5% increase in original benefit or
percentage equal to the increase in the cost of hying as shown by the Consumer
Price Index since EE's retirement. At end of anniversary month of each year after
5th year of retirement, 1% increase in current benefit. If Consumer Price Index
does not rise at least 1% in a year, this 1 percent is applied in nearest subsequent
year in which Consumer Price Index increase reaches 1 percent.

Retirement Age: Normal: age 65 with 4 years of service. Early: age 55 with
30 years of service, or age 60 with 20 years of service, or age 62 with 10 years of
service (all actuarially reduced below age 65).

Vesting Provisions: Benefits vest after 4 years of service. EE may elect to leave
contributions on deposit and receive deferred annuity at age 65 based on benefit
formula. Upon termination of employment prior to vesting, EE contributions
returned with interest less reduction for withdrawal fee for an EE under age 65.

If a non-vested EE elects to leave contributions on deposit, he retains credited
service when he returns to service. After withdrawal, EE regains credited service
by repaying refund with interest, plus administrative fee if EE has not made
repayment within 24 months after return to service.

Preretirement Death Benefit: Return of the greater of EE contributions with
interest or $600 payable to beneficiary; plus additional survivor benefit of 50%
of final average salary to spouse or children under 21, if beneficiary of EE who
had entered plan prior to age 65. If EE was age 55 with 30 years of service, age
60 with 20 years of service, or age 65 with 10 years of service, spouse married
to EE 5 years may elect benefit to which EE would have been entitled if he had
retired at date of death and chosen joint and survivor option. The latter benefit
is suspended until age 65 if spouse with no children remarries. Benefit is adjusted
by cost of living provision.

Disability Provisions: After 10 years of service: under age 60, 90% of benefit
based on service to date of disability not actuarially reduced; age 60 or over, 80%
of benefit based on service to date of disability not actuarially reduced. If benefit
is less than 25% of final average salary, a supplement is added which for EE under
age 60 is 9/10 of 1% of final average salary and for EE age 60 or over is 8/10
of 1% of final average salary both times the total service EE would have earned
to age 65. Maximum with supplement: 25% of fi-:al average salary; minimum:
10% of final average salary. Benefits are reduced 'by Workmen's Compensation.
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VERMONT

VERMONT EMPLOYEES' RETIREMENT SYSTEM

Member Institutions:
Vermont Technical College *
OASDHI

Provisions Apply To: All EEs.
Required &/ or Voluntary: Required.
Waiting Period: 3 years.

Contributions:
Individual: Percentage of basic annual salary varies according to sex and age

of entry into plan, e.g., males age 30, 5.4%; males age 64 and over,
27.31%. (EEs may elect to contribute 4% of basic annual salary
and receive correspondingly reduced benefits.)

Institution: Balance necessary to provide benefit.
Pension Benefit Formula: (1) Money purchase annuity provided by EE contribu-
tions with interest, plus (2) pension of 1/140 of average salary of highest 5 con-
secutive years (final average salary) times years of membership service plus 3
additional years. Total countable years not to exceed 35 years.
Retirement Age: Normal: age 65. Compulsory: age 70. Early: age 60 for
male and 55 for female with 10 years of service or any age for any EE with 32
years of creditable service (all actuarially reduced below age 65).
Vesting Provisions: Benefits vest after 10 ye.,:s of service. EE may elect to leave
contributions on deposit an receive deferred annuity and pension at age 65. Upon
termination of employment prior to vesting, return of EE contributions with interest
earned.

If a non-vested EE elects to leave contributions on deposit and returns to service
within 3 years, he rerains credited service. After withdrawal, EE forfeits member-
ship and credited service.

Preretirement Death Benefit: Return of EE contributions with interest. If EE
is age 65 or has 25 years of service, dependent spouse may elect to receive benefit
to which EE would have been entitled if he had retired at date of death and chosen
joint and survivor option.

Disability Provisions: Under age 65 with 12 years of service, benefit of (1) annuity
providel by EE contributions with interest, plus (2) pension of 9/10 of benefit
based on service to date of disability. Benefits are reduced by Workmen's Com-
pensation and are reduced whenever earnings arm the disability benefit exceed final
average salary.

VIRGINIA

VIRGINIA SUPPLEMENTAL RETIREMENT SYSTEM

Member Institutions
Blue Ridge Community College
Central Virginia Community College
Dabney S. Lancaster Community College

* Faculty and administrative officers participate in TIAA-CREF.
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Danville Community College
John Tyler Community College
New River Vocational Technics: School
Northern Virginia Community College
Old Dominion College, Division of Technology
Richard Bland College of the College of William and Mary
Southwest Virginia Community College
Thomas Nelson Community College
Tidewater Community College
University of Virginia Branch Campuses

Eastern Shore Branch
Patrick Henry College

Virginia Highlands Community College
Virginia Western Community College
Wytheville Community College

OASDHI

Provisions Apply To: All EEs.

Required &/ or Voluntary: Required for those under ae, 60 at time of employment.

Waiting Period: None.

Contributions:

Individual: 51/2% of basic annual salary in excess of $1,200.
Institution: Balance necessary to provide benefit.

Pension Benefit Formula: 11/2% of highest 5 consecutive years' average salary
(final average salary) in excess of $1,200 times years of service.

Retirement Age: Normal: age 65. Compulsory: age 70. Early: age 60 (benefit
actuarially reduced if service is less than 30 years and EE has not attained age 65).

Vesting Provisions: Benefits vest after 5 years of service. EE may elect to leave
contributions on deposit and receive deferred retirement annuity at age 60 based
on benefit formula. Upon termination of employment prior to vesting EE contri-
butions returned with interest.

If a non-vested EE elects to leave contributions on deposit, retains credited
service when returns to service.

Preretirement Death Benefit: Under age 60 with less than 30 years' service, refund
of EE contributions with interest. Over age 60 or after 30 years of service at any
age, beneficiary, if spouse or parent, may elect monthly survivor benefit.

Disability Provisions: After 10 years of service and under age 65, disability retire-
ment allowance computed under retirement formula except that credited service
is the smaller of (a) twice the actual period of credited service; or (b) the service
the member would have completed at age 60 had he remained in service. Minimum
disability allowance including Social Security primary benefit is the larger of (a)
$1,000, or (b) 25% of final average salary. Minimum for service-connected dis-
ability including Social Security primary benefit and Workmen's Compensation:
2/3 of final average salary.
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WASHINGTON

WASHINGTON PUBLIC EMPLOYEES' RETIREMENT SYSTEM

Member Institutions:
Bellevue Community College *
Big Bend Community College *
Centralia College *
Clark College *
Columbia Basin College *
Community College District V *

Edmonds Community College *
Everett Community College *

Fort Steilacoom Community College 4'
Grays Harbor College *
Green River Community College r
High line Community College

Lower Columbia College *
Olympic Community College
Peninsula College *
Seattle Community College *
Shoreline Community College *
Skagit Valley Community College *
Spokane Community College *
Tacoma Community College *
Walla Walla Community College *
Wenatchee Valley College *
Yakima Valley College *

OASDHI

Provisions Apply To: All nonacademic EEs. (Faculty and administrative officers
who are not members of the Washington State Teachers' Retirement System when
hired participate in TIAA-CREF. Faculty and administrative officers who are
members of the Washington State Teachers' Retirement System may elect to retain
membership in that system or join TIAA-CREF.)
Required &Jor Vt,!untary: Required.
Waiting Period: None.
Contributions:

Individual: 5% of basic annual salary (including $2.50 nonrefundable annual
administrative fee). Additional contributions may be made for
money purchase annuity.

Institution: 6% of payroll for pension benefit.

Pension Benefit Formula: (1) money purchase annuity provided by EE contribu-
tions with interest, plus (2) pension of 1/100 of average salary of the greater of
the highest 2 consecutive years or highest 24 consecutive months of service (final
average salary) times years of service, plus basic pension of $100 per year.

Retirement Age: Normal: age 60 with 5 years of service or any age with 30 years
of service. Compulsory: age 70. Extensions after 70 with ER approval. Early:
age 55 with 25 years of service (actuarially reduced below age 60).

Vesting Provisions: Benefits vest after 5 years of service. EE may elect to leave
contributions on deposit and receive actuarially reduced deferred annuity at age 60
or full annuity at age 65. Upon termination of employment prior to vesting, return
of EE contributions with interest.

If a non-vested EE elects to leave contributions on deposit and returns to service
within 10 years, he retains credited service. After withdrawal, EE regains credited
service by returning to service within 10 years, serving addititcaal 6 consecutive
months and repaying refund within 5 years after return to active service.

* Faculty and administrative officers who are not members of either of the state systems
when hired participate in TIAA-CREF. Faculty and administrative officers who are
members of either of the state systems when hired may elect to participate in TIAA-
CREF.
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Preretireinent Death Benefit: Return of EE contributions with interest. After 10
years of service, spouse, if beneficiary, may elect benefit EE would have been
entitled to if he had retircd at date of death and chosen joint and survivor option.
Disability Provisions: Nonservice-connected or service-connected illness: under
age 60 with 5 years of service, (1) money purchase annuity provided by EE con-
tributions with interest, plus ( 2) pension provided by ER contributions with
interest of 1 /100 of final average salary times years of service to date of disability,
not actuarially reduced. Pension portion is recomputed at age 60. Service-
connected accident (no minimum length of service requirement) : under age 60,
benefit of 2/3 of final average salary (not to exceed $2,400). Benefit is recomputed
at age 60. Both service benefits are reduced by Workmen's Compensation.

WASHINGTON STATE TEACHERS' RETIREMENT SYSTEM

Member Institutions:
Bellevue Community College *
Big Bend Community College
Centralia College *
Clark College *
Columbia Basin College *
Community College District V *

Edmonds Community College *
Everett Community College *

Fort Steilacoom Community College *
Grays Harbor College *
Green River Community College *
Highline Community College *
OASDHI

Provisions Apply To: Faculty and administrative officers who are already members
at the time of employment and who elect to retain membership. (Faculty and
administrative officers who are not members at time of employment participate in
TIAA-CREF. All other EEs are covered by the Washington Public Employees'
Retirement System.)

Required &/ or Voluntary: Required.

Waiting Period: 3 months with coverage retroactive to beginning date of em-
ployment.

Contributions:
Individual: 5% of total salary (includes the following nonrefundable contribu-

tions: $5.50 Disability Reserve Fund contribution; $1.50 Death
Benefit Fund contribution).

Institution: Amount necessary to fund pension benefit provided under formula.

Pension Benefit Formula: (1) Money purchase annuity provided by EE contribu-
tions with interest, plus (2) pension of 1/ 100 of average salary of highest 2 con-
secutive years (final average salary) times years of service (minimum, $66 per
year) plus basic pension of $100 per year.

Lower Columbia College *
Olympic Community College *
Peninsula College *
Seattle Community College *
Shoreline Community College *
Skagit Valley Community College *
Spokane Community College *
Tacoma Community College *
Walla Walla Community College *
Wenatchee Valley College *
Yakima Valley College *

* Faculty and administrative officers who are not members of either of the state bystems
when hired participate in TIAA-CREF. Faculty and administrative officers who are
members of either of the state systems when hired may elect to participate in TIAA-
CREF.
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Retirement Age: Normal: age 60 with 5 years of service or at any age with 30
years of service. Early: age 55 with 25 years of service (actuarially reduced
below age 60).

Vesting Provisions: Benefits vest after 5 years of service. EE may elect to leave
contributions on deposit and receive deferred annuity and pension at age 60. Upon
termination of employment prior to vesting, EE contributions returned with interest.

If a non-vested EE with less than 5 years of service elects to leave contributions
on deposit and returns to service within 5 years, retains credited service. After
withdrawal or refund (after 5 year absence of EE with less than 5 years of service),
EE may regain credited s. ;ce subject to repurchase laws then in effect.
Preretirement Death Benefit: Return of EE contributions with interest. After 1
year of service, additional lump sum death benefit of $400. After 15 years of
service, monthly survivor benefit of $50 to childless widow or dependent widower
at age 50 paid until death or remarriage. If EE is eligible to retire, spouse or
dependent, if beneficiary, may elect benefit EE is entitled to if he had retired at
date of death .1nd chosen joint and survivor option.
Disability Provisions: Temporary disability: benefit of $120 per month provided
by the Disability Retirement Fund for a minimum 60 day and maximum 2 year
period. Permanent disability: after 5 years of service, (1) money purchase
annuity provided by EE contributions with interest, plus (2) pension based on
service to date of disability. Minimum pension: $66 per year.

WEST VIRGINIA

WEST VIRGINIA TEACHERS' RETIREMENT SYSTEM

MembPr Institutions:
West Liberty State College *

Hancock County Branch *
West Virginia University **

Parkersburg Center **
Potomac State College of West Virginia University *

OASDHI
Provisions Apply To: All EEs.

Required &/ or Voluntary: Required.

Waiting Period: None.

Contributions:
Individual: 6% of basic annual salary up to $4,800, including nonrefundable

supplemental fee not to exceed $20 or 1/6 of EE contributions.
Institution: Matches amount of EE contributions with interest.

Pension Benefit i7ortnula: Greater of Plan A or Plan B. Plan A: (1) money
purchase annuity provided by matched EE and ER contributions, plus (2) pension
of .v24 times years of service, plus $6 times years of service up to $192. Nan B:
2% of average salary (not to exceed $4,800) of highest 5 years out of the last
15 years times years of service.

* All EEs participate in supplementary TIAA-CREF plan.
** Faculty participate in supplementary TIAA-CREF plan; supplementary plan is

voluntary for others.
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Retirement Age: Normal: age 60 with 5 years of service or any age with 35 years
of service. Compulsory: age 65 (extensions beyor age 65 at ER's request).
Early: age 55 with 30 ycars of service (actuarially reduced below agc 60).
Vesting Provisions: Benefits vest after 20 years of service. EE may elect to leave
contributions on deposit and receive deferred annuity at age 60 based on Plan A
or B benefit formula. Upon termination of employment prior to vesting, EE con-
tributions returned with interest minus supplemental fee,

If a non-vested EE with service of h.ss than 5 years out of 10 consecutive years
terminates employment, he loses credited service. If EE with 5 years of service
but less than 20 years of service teaches every other year or pays - absence it
alternate years, he regains credited service by paying absence fee equal to his annual
deduction less the supplemental fee. After withdrawal or refund after absence of
5 out of 10 consecutive years, regains credited service by repaying refund plus
the amount of contributions due during absence minus supplemental fee, and by
serving additional 2 years after reemployment.
Preretirement Death Benefit: Return of EE and ER contributions with interest
minus supplemental fee. If EE was age 50 with 25 years of service, beneficiary
may elect to receive benefit to which EE would bay .: been entitled if he had retired
at date of death and chosen joint and full survivor option.
Disability Provisions: Under age 50 with 10 years of service, credit is given for
EE and ER contributions which would have been made if he had continued in
service to age 50 (actuarially reduced). Age 50 or over with 10 years of service,
benefit is based on service to date of disability (actuarially reduced).

WISCONSIN

WISCONSIN RETIREMENT FUND

Member Institutions:
Kenosha Technical Institute
Lakeshore Vocational Technical School
Madison Area Technical College
Milwaukee Technical College
Nicolet College and Technical Institute
North Central Technical Institute
Stout State University

Barron County Campus
University of Wisconsin Center System

Baraboo-Sauk County Campus
Marathon County Campus
Marshfield Wood County Campus

OASDHI

Provisions Apply To: Nonacademic EEs.
in State Teachers' Retirement System.)

Required &/ or Voluntary: Required.

Waiting Period: 6 continuous months or 12 intermittent months of service.

Contributions:
Individual: 41/2% of OASDHI earnings base, 7% on balance of Lasic annual

salary. (Includes portion elected for variable annuity contributions.)

Rock County Campus
Sheboygan County Campus
Washington County Campus
Waukesha County Campus

University of Wisconsin at Green Bay
Fox Valley Campus
Manitowoc County Campus
Marinette County Campus
Waukesha County Technical Institute

Western Wisconsin Technical Institute
Wisconsin Statc University

Richland Campus

(Other EEs are covered by the Wiscon-
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In some cases EE contributions are at a lower rate, by agreement
with the employer; the ER pays a higher rate.

Institution: Balance necessary to provide benefit.
Pension Benefit Formula: Choice of A or B. Plan A: 6/7 of 1% of average
salary of highest 5 out of the last 10 years (final a rage salary) times years of
service, plus 3/7 of I % of final average salary in excess of OASDHI earnings base
times years of service. Optional variable annuity plan: up to 50% of EE contribu-
tions and an equal amount of ER contributions may be applied. Participation in
the variable annuity increases or decreases the fvrmula benefit depending on
whether the variable accumulation is greater or less than a corresponding fixed
fund accumulation. Maximum benefit including primary Social Security benefit :
75% of final average salary. Plan B: monr:y purchase annuity provided by EE
contributions, plus pension provided by ER contributions of 50% of benefit under
Plan A.
Retirement Age: Normal: age 65. Early: age 55 (actuarially reduced for retire-
ment below age 65).
Vesting Provisions: Benefits are vested immediately. A terminating EE under age
55 may elect to withdraw his contributions with interest or leave contributions
on deposit and receive actuarially reduced deferred annuity at age 55 or full annuity
at age 65 based on benefit formula or money purchase annuity. A terminating EE
age 55 or more receives an annuity or may elect to receive lump sum benefit (EE
contributions only) if benefit provides under $25 monthly income.
Preretirement Death Benefit: Return of EE contributions with interest. If EE
was age 60, spouse, child under 21, or dependent receives benefit to which EE
would have been entitled if he had retired at date of death and chosen 100% joint
and survivor option. Spouse may elect "180 guaranteed payments" option and,
if under age 62, Social Security integration option. If amount provides under $10
monthly income, benefits are paid only in lump sum; if over $10, either as lump
sum or annuity.
Disability Provisions: Nonservice-connected: under age 65 with 5 years of service,
benefit of greater of (a) 50% of final average salary or (b) 11/2% of final average
salary times total years of service EE would have earned if he had continued in
service to age 65. Service-connected (no minimum length of service requirement):
same 'enefit as nonservice-connected. Benefit is reduced by 20% for Social Se-
curity benefit.

WISCONSIN STATE TEACHERS' RETIREMENT SYSTEM

Member Institutions:
Kenosha Technical Institute
Lakeshore Vocational Technical School
Madison Area Technical College
Milwaukee Technical College
Nicolet College and Technical Institute
North Central Technical Institute
Stout State University

Barron County Campus
University of Wisconsin Center System

Baraboo-Sauk County Campus
Marathon County Campus
Marshfield Wood County Campus

OASDHI
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Provisions Apply To: Faculty and administrative officers. (Other EEs arc covered
by the Wisconsin Retirement Fund. )

Required &/or Voluntary: Required.

Waiting Period: None.

Contributions:

Individual: 41/2 % on OASDHI earnings base; 7% on balance of basic annual
salary.

Institution: Balance necessary to provide benefit.

Pension Benefit Formula: Choice of Plan A or Plan B. Plan A: Formula plan:
6/7 of 1% of average salary of highest 5 years out of the last 10 years (final
average salary) times years of service, plus 3/7 of 1% of final average salary in
excess of the OASDHI earnings base times years of service. Optional variable
annuity plan: 50% of EE and equal amount of ER contribution not to exceed
a total of $5,000 per year which increases or decreases formula benefit depending
on whether the variable accumulation is greater or less than a corresponding fixed
fund accumulation. Optional integrated plan: benefit formula integrated with
Social Security. Maximum with primary Social Security: 75% of final average
salary. Plan B: money purchase annuity provided by EE contributions with
interest, plus pension provided by ER contributions of 50% of benefit under
Plan A.

Retirement Age: Normal: age 65 for formula benefit, age 50 for annuity benefit.
Early: age 50 for formula benefit (actuarially reduced below age 65). No com-
pulsory retirement age; after age 70 no contributions are made and no years of
service are credited.

Vesting Provisions: Benefits are vested immediately. Under age 50, a terminating
EE may elect to receive return of EE contributions with interest or leave con-
tributions on deposit and receive deferred actuarially reduced formula benefit or
full aniguity at age 50, or full formula benefit at age 65. At age 50 a terminating
EE receives a deferred formula or annuity benefit if amount would provide income
of $10 per month or more; if less than $10, EE receives lump sum.

If EE elects to leave contributions on deposit, he retains credited service after
he returns to service. After withdrawal, EE loses credited service and membership
status.

Preretirement Death Benefit: Return of EE and ER contributions with interest.
After age 60, beneficiary may elect to receive benefit to which EE would have
been entitled if he had retired at date of death and chosen joint and survivor option.

Disability Provisions: Under age 65 with 5 years of service out of the last 7 years,
greater of (1) 50% of final average salary or (2) 11/2 % of final average salary
times years of service EE would have earned if he had continued in service to age
65. The disability is reduced after 8 months or whenever EE becomes eligible to
receive primary or disability Social Security. Minimum after reduction: benefit
formula based on service to date of disability, not actuarially reduced.
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WYOMING

WYOMING RETIREMENT SYSTEM

Member Institutions:
Casper College *
Central Wyoming College *
Eastern Wyoming College *
Laramie County Community College
Northwest Community College *
Sheridan College *
Western Wyoming Community College *
OASDHI

Provisions Apply To: All EEs under age 65.

Required &I or Voluntary: Required.
Waiting Period: None.

Contributions:
Individual: 5% of basic annual salary up to $8,600.
Institution: Matches amount of FE contributions.

Pension Benefit Formula: Money purchase annuity provided by EE and ER
contributions.

Retirement Age: Normal: age 60 with 4 years of service or any age with 25 years
of service. Compulsory: age 65 (extensions permitted).
Vesting Provisions: Benefits vest after 4 years of service. EE may elect to leave
contributions on deposit and receive deferred annuity at age 60 based on EE and
ER contributions. Upon termination of employment prior to vesting, EE contribu-
tions returned without interest; if less than 4 y.:.ars of service, with interest.

If a non-vested EE elects to leave contributions on deposit and returns to service,
he retains credited service. After withdrawal, EE regains credited service by
repaying refund with interest.

Preretirement Death Benefit: Return of EE contributions with interest.
Disability Provisions: Under age 60 vith 15 years of service, benefit EE would
have been entitled to if he had continued in service to age 60, not actuarially
reduced.

* All EEs earning over $8,600 participate in supplementary TIAA-CREF plan; par-
ticipation is voluntary for EEs earning over $6,600 up to $8,600.
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APPENDIX D
T1AA-CREF
RETIREMENT
PLANS

This appendix summarizes the principal provisions of the TIAA-CREF
retirement plans in junior colleges. The entries describe the plans as
they apply to new entrants, without reference to prior service or supple-
mental benefits or to alternative plans. Since the summaries are based
on a punch card information system, many of the entries are abbreviated.

The columns show the following information:

INSTITUTION: The name of each institution and the staff member
categories covered by the plan.

PROVISIONS APPLY TO: The categories of full-time staff members
to which the information in the succeeding columns applies. A few
institutions also include certain categories of part-time employees.
The categories listed do not always correspond with the precise
terminology of an institution's retirement plan resolution. For in-
stance, the entry DESIG PRO CL (Designated Professional Classes)
may include librarians, and administrative assistants at one institution
but only librarians at another.

REQ &/ OR VOL: Whether participation in the plan is required, volun-
tary, or is voluntary for a time and then required.

WAITING PERIOD
TIME, AGE, OTHER: The length of employment, attained age, or
other waiting period required before participation begins. The abbre-
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viation IMMED indicates that the individual is eligible to participate
in the plan immediately upon employment. Since most institutions
waive their regular waiting period for newly employed staff members
bringing TIAA-CREF contracts with them, there is no entry describ-
ing this provision.

Examples of waiting period entries:

REQ 3Y Required after 3 years of service

VOL 1Y Voluntary after 1 year

REQ lY & 30 Required after 1 year of service and attainment of
age 30

REQ 3Y or 35 Required after 3 years of service or attainment of
age 35, whichever occurs first

TIAA-CREF CONTRIBUTIONS
SALARY: Entry made only when contribution rates differ on differ-
ent portions of a person's salary. Shows the portion of salary on
which the contribution rates in the columns to the right apply. If
there is no entry in this column, the same rate of contribution applies
to all of the individual's salary. Most of the entries in this column are
for step-rate plans, which usually provide for one contribution rate
on the portion of the participant's salary within the Social Security
earnings base and a higher contribution rate on the portion of salary
above that base.

AGE: Entry made only when contributions are graded by age. Each
age shown is the age at which the contribution rates in the columns
to the right first take effect. Where contributions are graded by age,
no age entry is made until the first change in rates occurs. No entry
indicates that there is no grading of contributions by age.
YRS: Entry made only when contributions are graded by years of
plan participation. Shows the years of participation required before
the contribution rates in the columns to the right apply. No entry
indicates that there is no grading of contributions by years of partici-
pation.

INST: The institution's regular contributions to each participant's
annuity, most frequently expressed as a percentage of salary. (Salary
on which contributions are made is usually base salary.)
INDIV: The individual's contribution to his annuity, most frequently
expressed as a percentage of salary.

END AT: The point at which annuity contributions cease under the
plan. The entry RET indicates that contributions continue throughout
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service, including any extensions, until retirement. An age entry is
made where contributions cease at a stated age even though retirement
may not have occurred.

NORM RET AGE: At institutions not permitting extensions of
service, the age shown here is the mandatory retirement age. At
institutions permitting extensions, the age shown is the age beyond
which extensions must be made in order fcr service to continue.
MAX EXT TO: The age beyond which extensions of service, if any,
are no longer made. Where no extensions of service are made beyond
the normal retirement age, the entry NX is shown. Where extensions
of service are provided for but no maximum age is given, the entry
NL is shown.

ABBREVIATIONS:

ACAD academic IMMED immediately

ACCUM accumulated INDIV individual

APMT appointment INST institution

ASSOC associate LNSTR instructors

ASST assistant M monthly

ATTALN attainment MAINT maintenance
BAL balance of salary NA not applicable
CL classes NL no limit

CLASS classification NONACAD nonacademic

CLER clerical NX no extensions

CONTR.IB contributions OFF officers

Coy covered PARTIC participation

DESIG designated PERM permanent

EDUC educationally PERS personnel

ELEC elected PRO professional

ELIG eligible PROBAT probationary
EQ equal PROF professors

EQUJV equivalent RECOM recommendation

EXT extensions REQ required
FAC faculty RET retirement
FEM female RSCH research

g55 o



544

SAL
SEC
SERV
SUPPL
VOL

salary
secretarial
service
supplements other plan
voluntary

VOL AD

APP. D

voluntary additional
contribution of desig-
nated amount by indi-
vidual increases
institution's contribution
by designated amount *

YRS or Y years or yearly
* Participants in all TIAA-CREF plans may make extra contributions on their own

at any time without accompanying institutional contributions.
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APPENDIX E
SELF-ADMINISTERED
OR TRUSTEED
RETIREMENT
PLANS

Appendix E summarizes the principal provisions of self-administered
or trusteed retirement plans in junior colleges.

The sixteen plans summarized include approximately 75 per cent of
the junior colleges which report a self-administered or trusteed retirement
plan.

Most of the abbreviations are self-explanatory except for EE and ER,
which mean, respectively, employee and employer. OASDHI and No
OASDHI indicate whether or not the Social Security program covers
plan participants.

BAY PATH JUNIOR COLLEGE
Longmeadow, Massachusetts

Provisions Apply To: All full-time EEs under age 55.
Required &/ or Voluntary: Voluntary.
Waiting Period: None.
Contributions:

Individual: None.
Institution.. Amount necessary to provide benefit.

Pension Benefit Formula: 1/2% of average of highest 5 consecutive years of salary
out of the last 10 years (final average salary) times the number of continuous years
of service.
Retirement Age: Normal: age 65. Extensions permitted. Early: age 55 with 15
years of continuous service (actuarially reduced below age 65).
Vesting Provisions: Full vesting at age 40 with 25 years of service of 100% of
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576



568 APP. E

benefit formula. Gradual vesting begins at age 40 with 10 years of service with
25% of pension benefit, increasing 5% for each additional year of service over 10.
Preretirement Death Benefit: None.
Disability Provisions: No special disability provision.

CENTRAL NEBRASKA TECHNICAL COLLEGE
Hastings, Nebraska

Provisions Apply To: All non-certified professional and administrative EEs. (May
elect, and other EEs covered by, the Nebraska School Employees' Retirement
System.)
Required &I or Voluntary: Voluntary.
Waiting Period: 3 years from July 1st anniversary date of the plan.
Contributions:

Individual: None.
Institution: 6% of salary of each participant.

Pension Benefit Formula: Choice of money purchase annuity, a lump sum cash
settlement or a combination annuity and lump sum settlement.
Retirement Age: Normal: after 20 years of service. Early: at any age with 3
years of service; benefits received as per the vesting provision.
Vesting Provisions: Full vesting after 20 years of service. Gradual vesting begins
after 3 years of service with 15% of ER contributions, increasing 5% for each
additional year of service.
Preretirement Death Benefit: Return of ER contributions as per the vesting pro-
vision.
Disability Provisions: No service required. Benefit formula based on service to
date of disability, not actuarially reduced.

CENTRAL YMCA COMMUNITY COLLEGE
Chicago, Illinois

YMCA of Metropolitan Chicago
General Employees' Retirement Fund

Provisions Apply To: All general EEs. All full-time secretaries or employees
performing special program, educational or administrative duties on a professional
level participate in the YMCA Retirement Fund-Secretarial Plan.
Required &I or Voluntary: Voluntary.
Waiting Perioel: None.
Contributions.:

Individual: None.
Institution: Amount necessary to provide benefit.

Pension Benefit Formula: 45% of final average salary less 2/3 of primary Social
Security benefit. Minimum $3.00 per month times years of service.
Retirement Age: Normal: age 65 with 10 years; of service. Early: age 55 with
10 years of service (actuarially reduced below age 65).
Vesting Provisions: Vested at age 35 with 10 years of service.
Preretirement Death Benefit: None.
Disability Provisions: After 15 years service, benefit formula based on service to
date of disability, not actuarially reduced.

DEAN JUNIOR COLLEGE
Franklin, Massachusetts

Rhode Island Hospital Trust Company
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APP. E 569

Provisions Apply To: All full-time EEs;
Required &I or Voluntary: Voluntary.
Waiting Period: None.
Contributions:

Individual: None.
Institution: Amount necessary to provide benefit.

Pension Benefit Formula: $24 times years of service not to exceed 30 years, plus
13/4 % of average salary of last 5 fiscal years (final average salary) in excess of
$4,800 times years of service not to exceed 30 years.
Retirement Age: Normal: age 65 with 10 years of service. Early: age 60 with
10 years of service (actuarially reduced below age 65).
Vesting Provisions: Benefits vest at age 45 with 15 years of service. Deferred
annuity payable at age 65 based on benefit formula.
Preretirement Death Benefit: None.
Disability Provisions: At age 50 but under age 65 with 15 years of service, benefit
based on service to date of disability, actuarially reduced. Minimum: $24 times
years of service not to exceed 30 years.

ELIZABETH SETON COLLEGE *
Yonkers, New York

and
HARRIMAN COLLEGE
Harriman, New York
Archdiocesan Pension Plan
Provisions Apply To: All lay EEs under age 60.
Required .&/ or Voluntary: Voluntary.
Waiting Period: July 1st after 3 years of continuous service and age 30.
Contributions:

Individual: 3% of basic annual salary.
Institution: Balance necessary to provide benefit.

Pension Benefit Formula: 114t% of career average salary (annual salary is limited
to a $10,000 maximum) times years of service. Service after normal retirement
date is not included in calculation of pension benefits.
Retirement Age: Normal: age 65 if entrance to plan was prior to age 55; after
10 years of service if entrance to plan was at age 55 or later. Compulsory: age 80.
Early: within 5 years of normal retirement date (actuarially reduced below normal
retirement age).
Vesting Provisions: No vesting. Terminating EE receives a refund of EE contri-
butions with interest.
Preretiretnetzt Death Benefit: Return of EE contributions with interest plus lump
sum of $2,500.
Disability Provisions: No special disability benefit.

JOHNSON AND WALES JUNIOR COLLEGE OF BUSINESS

Providence, Rhode Island
Citizens Trust Company

Provisions Apply To: All full-time EEs.
Required &/ or Voluntary: Voluntary.
Waiting Period: None.

* Lay faculty participate in TIAA-CREF.
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570 APP. E

Contributions:
Individual: None.
Institution: Amount necessary to provide benefit.

Pension Benefit Formula: 1/2 of 1% of average salary of the final five years of
service (final average salary) up to $6,600 times years of service, plus 1% of the
balance of final average salary times years of service. Service is credited after
age 65.
Retirement Age: Normal: age 65. Early: age 55 with 10 years of service (actu-
arially reduced below age 65).
Vesting Provisions: Benefits vest at age 55 with 10 years of service. Terminating
EE is eligible to receive a deferred annuity at age 65 based on benefit formula.
Preretirement Death Benefit: None.
Disability Provisions: After 15 years of service and if EE is receiving a Social
Security disability benefit, benefit formula based on service to date of disability,
not actuarially reduced.

JUNIOR COLLEGE DISTRICT OF ST. LOUIS (MISSOURI)

Florissant Valley Community College
Forest Park Community College
Meramec Community College

Non-Certified Employees Retirement Plan

Boatmen's National Bank of St. Louis

Provisions Apply To: All full-time non-certified EEs.
officers are covered by the Public School Retirement
Required &/ or Voluntary: Required.
Waiting Period: Union EEs: first day of biweekly
complete biweekly payroll periods. Nonunion EEs:
Contributions:

Individual: 3% of total salary subject to OASDHI taxes; 8% on balance.
Institution: Matches amount of EE contributions, plus balance necessary to

provide administrative costs and benefit.
Pension Benefit Formula: 5/6 of 1% of average salary of the highest 5 consecu-
tive calendar years of service (final average salary) on which OASDHI taxes were
paid times years of service, plus 11/2 % of balance of final average salary times
years of service. Benefit of less than $15 per month may be payable in lump sum.
Retirement Age: Normal: attainment of age 65 and completion of 5 years of
service. Extensions permitted. Early: age 55 with 15 years of service or age 60
with 10 years of service (actuarially reduced below age 65).
Vesting Provisions: Benefits vest after 10 years of service. Terminating vested EE
may elect to leave contributions on deposit and receive deferred annuity at age 65.
Upon termination of employment prior to vesting, EE contributions returned with
interest.

A terminated non-vested EE loses credited service.
Preretirement Death Benefit: Return of EE contributions with interest.
Disability Provisions: No special disability provision.

(Faculty and administrative
System of Missouri.)

payroll period following 13
6 months of service.

LOUISIANA STATE UNIVERSITY Two YEAR CAMPUSES

Alexandria Campus
Eunice Campus
Shreveport Campus
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Louisiana State University Retirement Plan

Provisions Apply To: All full-time and part-time EEs who are not members of
the Louisiana State Employees' Retirement System or the U.S. Civil Service Retire-
ment System; and members of the Teachers' Retirement System of Louisiana if
members when hired and elect to transfer membership. (EEs who are members
of the first 2 systems must continue participation and are not eligible to participate
in the self-administered plan. EEs who are members of the Teachers' Retirement
System of Louisiana when hired may elect within a year to retain membership or
join the self-administered plan.)
Required &/ or Voluntary: Required.
Waiting Period: None.
Contributions:

Individual: None.
Institution: Amount necessary to provide benefit.

Pension Benefit Formula: 1.22% of average total salary of highest 5 years (final
average salary) times years of service. The benefit is increased from normal retire-
ment age up to age 60 with 30 years of service or age 70 with 20 years of service
up to the maximum: 331/4% of final average salary. Benefit is also increased if
EE has 5 summers of service.
Retirement Age: Normal: with final 10 years of continuous service (absence of
less than 6 months or leave of absence without pay is permitted) : age 60 with
20 years of service (with Board approval) or age 65 with 10 years of service.
Compulsory: age 70 for faculty and administrative officers; age 65 with 10 years
for nonacademic EEs (extensions are permitted after age 65 with 10 years of
service).
Vesting Provisions: None.
Preretirement Death Benefit: After 10 years of service but less than 25 years and
under age 65, minimum of 1.22% of final average salary times 10 years. After
25 years of service, spouse married to EE for 2 years preceding death receives
benefit to which EE would have been entitled if he had retired at date of death
and chosen 50% joint and survivor option. After age 65, benefit of higher of
25 year benefit or the benefit formula based on years of service.
Disability Provisions: After 10 continuous years of service (recommendation of
President and approval of Board required), minimum of 1.22% of final average
salary times 10 years of service; maximum with 30 years of service: 331/2 % of
final average salary.

LOURDES JUNIOR COLLEGE
Sylvania, Ohio

Sisters of St. Francis Lay Employees' Retirement Plan
Provisions Apply To: All full -time lay EEs.
Required &/ or Voluntary: Voluntary.
Waiting Period: None.
Contributions:

Individual: None.
Institution: Amount necessary to provide benefit.

Pension Benefit Formula: 0.8% of first $7,800 of average salary of the highest
5 years out of the last 10 (final average salary) times years of service, plus 11/2%
of balance of final average salary times years of service. Minimum: $36 per year
times years of service.
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Retirement Age: Normal: age 65 with 10 years of service. Early: age 55 with
10 years of service (actuarially reduced below age 65). Extensions permitted.
Vesting Provisions: Benefits vest at age 45 or older with 15 years of service. Ter-
minating vested EE receives deferred annuity at age 65 bascd on benefit formula.
Upon termination prior to vesting, EE loses all rights.
Preretirement Death Benefit: No death benefits.
Disability Provisions: After 15 years of service, benefit formula based on service
to date of death, not actuarially reduced. Benefit begins the first of the month
Social Security disability benefit begins.
MOUNT OLIVE JUNIOR COLLEGE
Mount Olive, North Carolina
Wachovia Bank and Trust Company, N.A.

Provisions Apply To: All EEs.
Required &/ or Voluntary: Voluntary.
Waiting Period: 3 years.
Contributions:

Individual: 5% of basic annual salary, plus additional contributions up to 10%
of basic annual salary.

Institution: 5% of EE's basic annual salary to individual account.
Pension Benefit Formula: Money purchase annuity provided by EE and ER con-
tributions with interest.
Retirement Age: Normal: age 65. Early: age 55 with 10 years' service. No com-
pulsory retirement age.
Vesting Provisions: Benefits vest after 10 years. Gradual vesting of ER contribu-
tions begins after 6 years of service with 20%, increasing 20% for each year there-
after up to 10 years. A nonvested terminating EE receives a return of EE contri-
butions.
Preretirement Death Benefit: Money purchase annuity or life insurance contract.
Disability Provisions: Benefit as if EE had retired at date of death, not actuarially
reduced.

OKLAHOMA MILITARY ACADEMY
Claremore, Oklahoma
First National Bank and Trust Company of Tulsa

Provisions Apply To: All full-time and designated part-time EEs who are age 21
or over and under age 55.
Required &/ or Voluntary: Voluntary. (EE may not later enter or reenter after
election not to enter or election to stop participation.)
Waiting Period: First of month following 1 year of continuous service.
Contributions:

Individual: 3 or 5% of basic annual salary (including 25% of total EE-ER
contributions for life insurance; 75% to fund). EE may later
choose higher but cannot choose lower contribution rate. After age
61, EE may elect 100% of total EE-ER contributions to fund; no
contribution for life insurance. Voluntary contributions permitted.

Institution: Matches amount of EE contributions not to exceed 5% of EE's
basic annual salary (includes 25% of total EE-ER contributions for
life insurance). Mimimum amount of life insurance: $1,000.
Amount determined by age at issue, increasing $1,000 whenever a
salary change is sufficient to raise or lower insurance by at least
$1,000.

581



APP. E 573

Pension Benefit Formula: Benefit of one of the following as determined by the
Committee: (1) lump sum or annuity of EE contributions and cash value of life
insurance; or (2) annuity provided by insurance contributions, plus, if Trustees
approve, amount sufficient to provide up to $20 income for each $1,000 or face
amount of insurance; or, if maximum of $20 for each $1,000 of insurance is
already provided, Trustees may approve money purchase of additional annuity.
Retirement Age: Normal: age 65. Compulsory: extensions are permitted up to
5 years past normal retirement date. Early: within 10 years of normal retirement
date (actuarially reduced below age 65).
Vesting Provisions: Full vesting after 10 years of membership service. Gradual
vesting begins after 3 years of membership service with 30% of ER contributions,
increasing 10% per year to 100% after 10 years. After 10 years of service, EE
may leave contributions on deposit and receive deferred annuity provided by EE
and ER contributions payable at age 65. (EE may continue EE contributions and
make ER contributions and may continue life insurance.)

Nonvested terminating EE regains credited service when he returns.
Preretirement Death Benefit: Life insurance benefit, plus EE contributions and
vested portion of ER contributions both with interest. Insurance is provided by
25% of EE contributions and 25% of ER contributions. Minimum: $1,000 of
insurance. Amount determined by age at issue, increasing $1,000 whenever a salary
change is sufficient to raise or lower insurance by at least $1,000.
Disability Provisions: If EE is eligible for disability under Social Security and has
been totally disabled, for 6 months, benefit of life insurance contract, plus EE con-
tributions and vested portion of ER contributions. (EE is considered terminated.)

PEIRCE JUNIOR COLLEGE
Philadelphia, Pa.

Provisions Apply To: All EEs under age 55.
Required & / or Voluntary: Required.
Waiting Period: ? years and age 30.
Contributions:

Individual: None.
Institution: Amount necessary to provide benefit.

Pension Benefit Formula: 34% of first $6,600 of basic annual salary times years
of membership service up to 30 years, plus 11/4 % of salary over $6,600 times
membership service up to 30 years. No service after age 65 is counted.
Retirement Age: Normal: age 65. Extensions are permitted, but no service is
counted after age 65.
Preretiretnent Death Benefit: No death benefit.
Vesting Provisions: Full vesting after 10 years of service. EE receives deferred
annuity at age 65 or actuarially reduced annuity at early retirement date.
Disability Provisions: Benefit available after 10 years of service.

SOUTH PLAINS COLLEGE
Levelland, Texas

Pension Trust Committee
Provisions Apply To: Faculty and administrative officers. (May elect the Teacher
Retirement System of Texas or under the Optional Retirement Plan the South-
western Life Insurance Company as an alternate; other EEs are covered by the
Teacher Retirement System of Texas.)
Required &/ or Voluntary: Voluntary.
Waiting Period: 1 year of service.

582



574 APP. E

Contributions:
Individual: None. (Voluntary contributions up to 10% of EE's total salary

may be made for money purchase annuity).
Institution: $300 per participant.

Pension Benefit Formula: Choice of (1) lump sum or (2) money purchase annuity
with period certain of 5 or more years.
Retirement Age: Normal: age 65 or age 60 with 15 years of service.
Vesting Provisions: Benefits vest after 15 years of service or attainment of age 65.
Terminating EE may leave ER contributions on deposit and receive deferred
annuity at age 65. Upon termination of employment prior to vesting, EE contri-
butions, if any, returned with interest,
Preretirement Death Benefit: Return of ER contributions and any EE contribu-
tions both with interest.
Disability Provisions: Committee may elect that EE receive either a lump sum or
annuity provided by ER contributions and any EE contributions both with interest.

UNIVERSITY OF KENTUCKY COMMUNITY COLLEGE SYSTEM *

Ashland Community College *
Elizabethtown Community College *
Fort Knox Community College *
Hazard Community College *
Henderson Community College *
Hopkinsville Community College *
Jefferson Community College *
Lexington Technical Institute *
Madisonville Community College *
Maysville Community College *
Northern Community College *
Paducah Community College *
Prestonburg Community College *
Somerset Community College *
Southeast Community College * .

Provisions Apply To: EEs other than President and Vice Presidents and other than
those EEs under TIAA-CREF retirement plan or federal retirement plan.
Required &/ or Voluntary: Required.
Waiting Period: None.
Contributions:

Individual: None.
Institution: Amount necessary to provide benefit.

Pension Benefit Formula: 20% of final annual salary, plus 1% of final annual
salary times years Of membership service.
Retirement Age: Normal: age 65 with 15 years of continuous service (approval
of Trustees required).
Vesting Provisions: No vesting of benefits.
Preretirement Death Benefit: None.
Disability Provisions: No special disability provision.

* Faculty and administrative officers in educationally related positions participate
in TIAA-CREF.

583



APP. E 575

WENTWORTH INSTITUTE *
Boston, Massachusetts

First National Bank of Boston

Provisions Apply To: Nonacademic EEs under age 57.
Required &/ or Voluntary: Required.
Waiting Period: Age 25 and 3 years of continuous service.
Contributions:

Individual: None.
Institution: Amount necessary to provide benefit.

Pension Benefit Formula: 0.8% of basic annual salary as of July 1st before retire-
ment date times years of membership service.
Retirement Age: Normal: age 65. Extensions permitted. Early: age 60 (actu-
arially reduced below age 65).
Vesting Provisions: Benefits vest after 20 years of service. EE receives deferred
annuity at age 65.
Preretirement Death Benefit: None.
Disability Provisions: At age 60 but less than age 65 with 20 years of service,
benefit formula based on service to date of disability, not actuarially reduced.

* Faculty and administrative officers participate in TIAA-CREF.
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APPENDIX F
COMMERCIAL
INSURANCE
COMPANY
RETIREMENT
PLANS

Appendix F summarizes the principal provisions of the commercial
insurance company plans in effect in junior colleges.

The eight plans summarized, including the Texas Optional Retirement
Plan, cover about half of the institutions reporting commercial insurance
company plans. (The Texas Optional Retirement Plan also provides
for TIAA-CREF participation.)

Most of the abbreviations are self-explanatory, except for EE and
ER, which mean, respectively, employee and employer.

CHAMPLAIN COLLEGE
Burlington, Vermont

Connecticut Mutual Life Insurance Company
Provisions Apply To: All EEs under age 60 and 6 months.
Required &I or Voluntary: Required.
Waiting Period: November 15th after 5 years of continuous service.
Contributions:

Individual: None.
Institution: Amount necessary to provide benefit.

Pension Benefit Formula: 20% of basic annual salary at time of entry into plan,
increased by multiples of $10 whenever salary increase is sufficient to provide a
multiple of $10 of annuity. Minimum: $50 per month.
Retirement Age: Normal: age 65 or if entry is at or over age 55 and 6 months,
normal retirement is after 10 years of service. Early: age 60 with 10 years of
service (actuarially reduced below age 65).
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Vesting Provisions: The insurance is continued on an individual basis.
Preretirement Death Benefit: Insurance equai to $1,000 per $10 of monthly
pension based on benefit formula. If EE is not insurable at standard rates, EE
receives a smaller amount of insurance benefit.
Disability Provisions: EE receives insurance contract, plus all other amounts
credited in plan either as lump sum or annuity as determined by Trustees.

MARION INSTITUTE
Marion, Alabama
Bankers Life Company

Provisions Apply To: All EEs under age 60.
Required &I or Voluntary: Voluntary.
Waiting Period: On March 31st following 30th birthday. (One month's service
is required before EE is eligible for insurance benefit.)
Contributions:

Individual: Ncne for retirement benefits other than insurance. $1.00 per $1,000
of insurance.

Institution: Amount necessary to provide benefit.
Pension Benefit Formula: M2 of average salary of the last 10 years of service
(final average salary) as per the following schedule:

3/12 of final average salary Monthly Pension
under $133.34 $15
$133.34 to $200.01 $25
$200.01 to $266.67 $35
$266.67 to $333.34 $45
$333.34 to $400.01 $55

(etc. in steps (etc. in steps
reduced to $33.33) increased to $15)

Retirement Age: Normal: age 65 with 15 years of service. Early: age 65 with
less than 15 years of service (reduced by M80 per month if retirement is before
180 months).
Vesting Provisions: Benefits vest after 10 years of service. The amount of full
insurance value including EE contributions with interest provides a money pur-
chase annuity. Under 19 years of service, EE contributions returned with 2%
interest or EE may convert insurance to individual or paid policy.
Preretirement Death Benefit: Insurance equal to monthly pension amount times
$100. If enrollment is prompt no evidence of insurability is necessary for less than
$15,000 of insurance; otherwise, evidence of insurability is required.
Disability Provisions: No special disability benefit.

MOUNT IDA JUNIOR COLLEGE
Newton Centre, Massachusetts

Phoenix Mutual Life Insurance Company

Provisions Apply To: Faculty and administrative officers.
Required &/ or Voluntary: Required.
Waiting Period: 1 year.
Contributions:

Individual: None.
Institution: Amount necessary to provide benefit.
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Pension Benefit Formula: 3/4% of average annual salary during membership times
years of membership service excluding first year of service.
Retirement Age: Normal: age 65 with 10 years' service.
Vesting Provisions: At age 40 with 10 years' service, 50% of annuity based on
benefit formula payable at age 65, increasing 5% for both an additional year of
service and an additional year of age. At age 50 with 20 years' service, EE receives
deferred annuity at age 65 based on total benefit formula.
Preretirement Death Benefit: None.
Disability Provisions: No special disability benefit.

PAUL SMITH'S COLLEGE OF ARTS AND SCIENCES
Paul Smiths, New York
John Hancock Insurance Company

Provisions Apply To: All EEs who have attained age 25 and have not attained
age 63.
Required &/or Voluntary: Voluntary.
Waiting Period: 3 years of continuous service.
Contributions:

Individual: 2% of first $4,800 of basic annual salary; 3% of balance.
Institution: Balance necessary to provide benefit.

Pension Benefit Formula: 1% of first $4,800 times years of membership service,
plus 11/2 % of excess of basic annual salary times years of membership service.
Retirement Age: Normal: age 65. Compulsory: age 70. Early: age 55 (actu-
arially reduced below age 65).
Vesting Provisions: Benefits vest after 10 years of service, Terminating EE re-
ceives deferred annuity at age 65 provided by EE and ER contributions. Upon
termination of employment prior to vesting, EE contributions returned with in-
terest or, if EE contributions will provide annuity of at least $60 per year, BE may
elect to leave contributions on deposit and receive deferred annuity at age 65.
Preretirement Death Benefit: Return of EE contributions with interest.
Disability Provisions: No special disability benefit.

SHENANDOAH COLLEGE
Winchester, Virginia

Travelers Insurance Company

Group Pension Plan

Provisions Apply To: All full-time EEs under age 61,
Required .1/or Voluntary: Voluntary.
Waiting Period: First quarterly date following 20 months of continuous service.
Contributions:

Individual: Varies according to the following salary schedule:

Salary Contributions

$3,000 or under
$3,001 to $3,500
(etc. in steps of $500)

$4.50 per month
$5.25 per month
(etc. in steps of $1.50)

Institution: Balance necessary to provide benefit.
Pension Benefit Formula: Varies according to the following salary schedule and
the service amounts which are multiplied times the number of years of service:
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Salary Pension Benefit

salary of $3,000 or under
$3,001 to $3,500
(etc. in steps of $500)

$1.50 per month
$1.75 per month
(etc. in steps of $.50)

Minimum: 120 months of payments guaranteed. Pension is increased for
service after normal retirement date.
Retirement Age: Normal: age 65 for entry under age 55; after 10th year of
service for entry at ages 55 to 61. Early: within 10 years of normal retirement
date and at least age 55 with 20 years of service (actuarially reduced below normal
retirement date). Extensions permitted up to 5 years after normal retirement
date.
Vesting Provisions: Full vesting after 20 years of service. EE may elect to leave
contributions on deposit and receive deferred annuity or lump sum at normal
retirement age based on EE and ER contributions with interest. Gradual vesting
begins after 7 years of service with 10%, increasing 5% up to 50% for 15 years
of service, thereafter increasing 10% up to 100% for 20 years of service. For
nonvested terminating EE, EE contributions returned with interest.
Preretirement Death Benefit: Return of EE and ER contributions with interest.
Disability Provisions: Return of EE contributions with interest.

TEXAS JUNIOR AND COMMUNITY COLLEGES

Alvin Junior College
Amarillo Junior College
Angelina College
Bee County College
Blinn College
Brazosport Junior College
Central Texas Union Junior College
Cisco Junior College
Clarendon Junior College
College of the Mainland
Cooke County Junior College
Dallas County Junior College District

El Centro College *
Del Mar College *
Frank Phillips College
Galveston Community College
Grayson County Junior College
Henderson County Junior College
Hill Junior College
Howard County Junior College
Kilgore College
Laredo Junior College

Lee College
McLennan Community College *
Navarro Junior College
Odessa College
Panola College
Paris Junior College
Ranger Junior College
San Antonio College *

St. Phillip's College *
San Jacinto College
South Plains College
Southwest Texas Junior College
Tarrant County Junior College District

Northeast Campus *
South Campus *

Temple Junior College
Texarkana College
Texas Southmost College *
Tyler Junior College
Victoria County Junior College District
Weatherford College
Wharton County Junior College *

TIAA-CREF and insurance companies authorized by legislation. Each institution
approves insurance company or companies and/or TIAA -CREF from the autho-
rized list. EEs make selections from institution approved list only. Asterisked(*)
colleges participate in TIAA -CREF.

Optional Retirement Plan

Provisions Apply To: All full time faculty whose duties include teaching, re-
search, administration or other professional duties and who are not employed in a
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classified personnel pay position. (May elect to participate in, while other EEs
must participate in, the Teacher Retirement System of Texas.)
Required &/ or Voluntary: Required.
Waiting Period: None. (EE must elect within 90 days to join plan or EE auto-
matically becomes member of the Teacher Retirement System of Texas.)
Contributions:

Individual: 6% of basic annual salary up to $25,000.
Institution: Matches amount of EE contributions.

Pension Benefit Formula: Money purchase annuity provided by EE and ER con-
tributions with interest.
Retirement Age: Normal: age 65. Extensions permitted.
Vesting Provisions: Benefits vest after 1 year of service. EE may leave contribu-
tions on deposit and receive deferred annuity at retirement date. A nonvested
terminating EE receives return of EE contributions with interest.
Preretiretnent Death Benefit: None.
Disability Provisions: No special disability benefit.

UNIVERSITY OF MINNESOTA TECHNICAL INSTITUTE
Minneapolis, Minnesota

University of Minnesota
Faculty Retirement Plan

Northwestern National Life Insurance Company of Minneapolis and
The Minnesota Mutual Life Insurance Company of St. Paul

Provisions Apply To: Full-time staff EEs under age 60 who are instructors, re-
search fellows and above; designated Civil Service staff EEs and other EEs
designated by Regents. (Other EEs are covered by the Minnesota State Retire-
ment System.)
Required &/ or Voluntary: Voluntary.
Waiting Period: Associate professor and above, none; assistant professor or re-
search associate, October 1 following 2 years of service; instructor, research fellow
or Civil Service staff EE, October 1 following 3 years of service.
Contributions:

Individual: 2 1/2 % of basic annual salary.
Institution: 2 Ih % of first $5,000 of basic annual salary: 13% on balance.

Optional variable annuity fund: up to 75% of ER contributions may be applied
to a separate account. Only ER contributions may be so applied.
Pension Benefit Formula: Fixed annuity: money purchase annuity provided by
EE and ER contributions. Variable Annuity: EE may elect to keep contributions
in variable annuity fund or place them in the fixed annuity fund at retirement.
Retirement Age: Normal: age 68. Early: any age (actuarially reduced below
age 68).
Vesting Provisions: Fixed Annuity: EE may elect to receive lump sum provided
by EE and ER contributions or a deferred annuity based on EE and ER
contributions. Variable Annuity: return of value of accumulation units; or, if
such value is $2,000 or more, EE may elect to keep funds in variable annuity
fund or place them in the fixed annuity fund.
Preretirement Death Benefit: Fixed Annuity: greater of return of EE and ER
contributions or money purchase annuity. Variable Annuity: return of value of
accumulation units.
Disability Provisions: After 4 continuous months of total disability, all premiums
are waived until recovery or age 65, if later. Fixed Annuity: as per the vesting
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provisions EE may elect to receive cash value of EE and ER contributions. Vari-
able Annuity: value of accumulation may be placed in fixed annuity or, if $2,000
or more, funds may be kept in variable annuity.

WENTWORTH MILITARY ACADEMY
Lexington, Missouri

Great West Life Assurance Company

Provisions Apply To: All EEs under age 61.
Required & / or Voluntary: Voluntary.
Waiting Period: Age 21 or older on October 1st following 2 years of service.
Contributions:

Individual: 2% of first $4,800; 4% on balance.
Institution: Balance necessary to provide benefit.

Pension Benefit Formula: 1/2% of first $4,800 times years of service; plus 1%
of balance times years of service. Minimum: 60 months of payments guaranteed.
Benefit is increased for service after age 65.
Retirement Age: Normal: age 65 for EE under age 56 at entry to plan; 10 years
after entry into the plan for EE ages 56 through 60 at entry to plan. Extensions
permitted. Early: 10 years preceding normal retirement date (actuarially re-
duced below normal retirement age) .
Vesting Provisions: Benefits are vested after 20 years of service. Gradual vesting
begins after 11 years of service with 10% of annuity, increasing 10% for each
additional year of service to 100% after 20 years. For terminating EE with less
than 11 years of service, return of EE contributions with interest or EE may
elect to receive deferred annuity provided by. EE contributions with interest at
normal retirement date.
Preretirement Death Benefit: If EE is not eligible to retire, return of EE con-
tributions with interest. If EE is eligible to retire, benefit formula based on
years of service is payable for 60 months.
Disability Provisions: Return of EE contributions with interest. After 11 years
of service, EE may receive a percentage of annuity as per the vesting provisions.
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APPENDIX G
CHURCH
PENSION
SYSTEMS

Church pension systems cover certain employees in church-affiliated
junior colleges.

The fourteen systems in this appendix cover all of the responding
junior colleges reporting a church plan.

Most of the abbreviations are self-explanatory, except for EE and ER,
which mean, respectively, employee and employer.

AMERICAN BAPTIST CONVENTION
New York, New York

The Ministers and Missionaries Benefit Board

American Baptist Convention Retirement Plan
M & M Death Benefit Plan

Member Institutions:
Bacone College, Okla.*
Ellen Cushing Junior College, Pa.

Provisions Apply To: Clergy and lay EEs under age 65.
Required &/ or Voluntary: Voluntary.
Waiting Period: None.
Contributions:

Individual: Usually none.
Institution: Usually 13% of EE's basic annual salary unless EE makes partial

contribution. 12% for Retirement Plan (10% to purchase accumu-
lation units for retirement benefit, 1% for minimum widow's

* All lay EEs participate in TIAA-CREF.
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annuity, children's allowances and disability benefits, 1% for
Salary Support to assist ministers) and 1% for Death Benefit Plan.

Pension Benefit Fortnula: A variable annuity based upon the number of annuity
units the accumulation units will purchase at retirement. Minimum: the annuity
that can be purchased by 10% of contributions, plus 2% interest compounded
annually.
Retirement Age: At any age regardless of service.
Vesting Provisions: Immediate full vesting.
Preretirement Death Benefit: Nonservice-connected or service-connected illness:

Under the M & M Death Benefit Plan the following lump sum preretirement
death benefit which is equal to a percentage of the greater of the final annual
salary or the career average salary:

Prior to age 61 200%
Prior to age 62 180%
Prior to age 63 160%
Prior to age 64 140%
Prior to age 65 120%
Age 65 or over 100%

In addition the widow receives Retirement Plan annuity payable for life based
on annuity units purchased by accumulation units (minimum, 50 annuity units);
each child under age 18 receives 50 annuity units; 50 annuity units are guaranteed
to equal at least $500 per year. If no widow or children survive, current value of
acmmulation units is paid to estate.

Service-connected accident: Benefit equal to nonservice-connected or service-
connected illness benefit except that the preretirement death benefit under the
M & M Death Benefit Plan is increased 50%. All guarantees assume $3,600 of
salary; otherwise, prorated.
Disability Provisions: For first year of disability, M & M Medical Plan provides
benefit of 331/2 % of final annual salary, plus 50 annuity units per child paid
until age 18. Initial maximum: $3,600 per year payable in annuity units. Mini-
mum: guarantee of $1,200 (assumes $3,600 of salary; otherwise, prorated).
AMERICAN LUTHERAN CHURCH
Minneapolis, Minnesota
Pension Plan for Clergymen
Lay Workers Pension Plan
Member Institutions:

Waldorf College, Iowa *
Provisions Apply To: All full-time EEs and clergy earning at least $3,000 per
year. (Part-time clergy are eligible for membership with reduced benefits.)
Required &/ or Voluntary: Voluntary.
Waiting Period: None. (EE must join within 90 days of entry to be eligible
immediately for disability, death or Major Medical benefits.)
Contributions:

Individual: Lay EEs: 3% of total salary. Additional contributions may be
made for money purchase annuity. Clergy: Noncontributory.

Institution: Lay EEs: 9% of payroll (2% for Major Medical benefit, 5% for
annuity benefit, 2% for benefits other than annuity). Clergy: 12%
of payroll (2% for Major Medical benefit, 8% for annuity. benefit,
2% for benefits other than annuity).

* Faculty and actministiative officers may elect T1AA-CREF as alternate.
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Pension Benefit Formula: Money purchase annuity provided by EE and ER con-
tributions with interest.
Retirement Age: Normal: age 65. Early: age 62 (actuarially reduced below age

65).
Vesting Provisions: Benefits vest after 5 years. Terminating EE may leave con-
tributions on deposit and receive deferred annuity at age 65 based on benefit
formula. A nonvested terminating EE receives return of EE contributions
with interest.
Preretirement Death Benefit: Return of EE contributions with interest, if no sur-

viving widow or children.
Benefit to beneficiary varies according to age of EE as follows:

Age of EE at dare of death

up to age 39
age 40 to 45
age 45 to 50

(increasing in 5-year steps)

until at age 70 and over

Minimum salary *

24 months' salary
21 months' salary
18 months' salary
(decreasing in 3-month

steps)
3 months' salary

Maximum salary *

$20,000
$17,500
$15,000

(decreasing in
$2,500 steps)

$2,500

Widow receives annuity provided by total EE contributions plus pension equal
to portion of EE's monthly salary. (N 'inimum of $75 per month if EE served 12
months or EE provided evidence of good health at entry to plan; if EE joined
plan late, minimum is reduced 2% for each year of late entry). If widow was
married to EE for 25 years and before EE attained age 65, the pension is paid for
life; if less than 25 years, pension is paid for greater of (1) 15 years, (2) until
children reach 18 or die, or (3) for period equal to EE's years of service. If

widow was childless and under age 62, benefit of $25 per month payable to age 62
while earnings are less than $2,500 per year. Widow's pension ends at remarriage.
If widow was eligible for widow's benefit, children under age 25 receive $500 each
per year for first 4 years of school beyond high school.
Disability Provisions: No minimum length of service requirement. Under age 65,
EE receives 40% of final 12 months' salary. Minimum: $175; maximum: $350.
All contributions (12 %) are paid by ER; EE is considered an active EE eligible to
receive all benefits other than for retirement, plus annuity at age 65 based on
service EE would have earned if he had continued in service to age 65. Evidence
of EE's good health is required, plus 1 year of contributions. Benefit is reduced
if EE joined plan late or if less than 1 year of contributions. (After retirement with
no further contributions required, a Major Medical plan is provided by ER for EE
and family; after age 65 benefit is integrated with Medicare.)

CHRISTIAN CHURCHES (DISCIPLES OF CHRIST)
Indianapolis, Indiana

Pension Fund of Christian Churches

Member Institutions:
Midway Junior College, Ky.

Provisions Apply To: All EEs.
Required &/ or Voluntary: Voluntary.
Waiting Period: 1 year of service. (If entrance

* Salary is the final 12 months' salary.
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exceeds 1 year of eligible service, the death benefit and disability benefit are re-
duced; EE may enroll within first year of eligibility without reduction.)
Contributions:

Individual: Total with ER contributions to produce 12% of basic annual salary.
Traditionally, the EE contributes 3% (at Midway, 5% ). Women
EEs may elect to contribute amount with ER contributions to pro-
duce 10% (since no death benefit is paid to widower).

Institution: Total with EE contributions to produce 12% of payroll. Tradition-
ally, the ER contributes 9% (at Midway, 7% ). Total with ER con-
tributions for women EEs, if elected by EE, to produce 10% of
payroll (since no death benefit is paid to widower).

Pension Benefit Formula: 1/70 of annual salary on which dues have been paid
times years of service. For women EEs with 12% total contributions: 1/56.7%
of annual salary on which dues have been paid times years of service.
Retirement Age: Normal: age 65. Early: age 62 (actuarially reduced below
age 65).
Vesting Provisions: College staff EEs: after 5 years of service, EE may elect
(1) to continue to pay EE contribution, both EE-ER contributions, or EE-ER
contributions in cooperation with new ER, or make no further contributions
and to leave such contributions on deposit and receive a deferred actuarially
reduced annuity at age 62 or a full annuity at age 65 based on the benefit formula;
or (2) to receive refund of EE contributions with interest, plus ER contributions
which are not actuarially required. Other lay EEs: after 5 years of service, EEs
may elect auove options except those for further contributions to plan.

Under 5 years of service, terminating EE receives return of EE contributions
with interest.
Preretirement Death Benefit: (1) Lump sum death benefit of $1,000 (if annual
salary is at least $1,333.32; otherwise, 75% of final annual salary), plus (2)
lump sum death benefit as per the following schedule (the total of the two death
benefits not to exceed $11,000) :

Age of EE
under age 54
age 55 thru 64
age 65 thru 69
age 70 thru 74
age 75 and over

Benefit
Minimum to
Maximum Benefit

18 months' salary $1,500 to $10,000
15 months' salary $1,250 to $10,000
12 months' salary $1,000 to $ 7,500
9 months' salary $750 to $5,000
6 months' salary $750 to $2,000

(3) Additional survivor benefit if first month dues were paid: to widow, 50% of
benefit formula based on service to date of death payable to remarriage or death
(minimum, $300 per month); plus (4) children's benefit: each child under age
18 (if student, 21), S100 per year (maximum children's benefit, amount equal to
widow's pension); plus (5) scholarship benefit of $500 for first four years of
education after high school (maximum, $2,000). To orphaned children: benefit
equal to widow's pension (divided equally among children), plus children's
benefit, plus lump sum death benefit, if not previously paid. All death benefits other
than $1,000 death benefit are reduced by the following schedule if entrance is
both late and at age 41 or over (EE may enroll within the first year of eligibility
without reduction) :

After 1 year of service 20% if age 41 or over
after eligible to enroll

After 2 years 40% if age 41 or over
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After 3 years 60% if age 41 through 54; 50% if age 55 or over
After 4 years 80% if age 41 through 52; decreasing 10% for

each additional year to 50% at age 55 or over
After 5 years 100% at age 41 through 50; decreasing 10% for

each additional year to 50% at age 55 or over
Disability Provisions: Under age 65 with 1 year of membership service, benefit
of 40% of average salary of the 5 preceding 'years (not to exceed $600 for any
salary year), plus a lump sum equal to amount payable above. Maximum benefit:
$1,200. Dues are waived during disability.

EPISCOPAL CHURCH
New York, New York

The Church Pension Fund

Member Institutions:
St. Mary's Junior College, N.C.

Provisions Apply To: Clergy ordained before age 60. (Lay EEs are covered
by New England Mutual Life Insurance Company retirement plan.)
Required &I or Voluntary: Required.
Waiting Period: None.
Contributions:

Individual: None.
Institution: 15% of EE's salary including any board, housing or utility pay-

ments. A percentage of the (a) salary plus (b) utility payments is
used to determine the following: for housing, 25% of (a) plus (b);
for board and housing, 40% of (a) plus (b).

Pension Benefit Formula: 1.1% of average salary of highest 10 consecutive years
of service (final average salary) times years of service. The pension benefit is
reduced $100 for each year service is under 25 years. Minimum for 25 years of
service: $2,500 per year (prorated if final average salary is under $2,500).
Maximum: 100% of final average salary.
Retirement Age: Normal: age 65. Early: age 60 with 5 years of service (ac-
tuarially reduced below age 65).
Vesting Provisions: Full vesting immediately. EE receives deferred annuity at age
65 or reduced annuity at age 60. Terminating nonvested EE forfeits all benefits.
Preretirement Death Benefit: Lump sum death benefit of $2,000 (payable only if
in service 6 months out of the last 12 months). Additional benefit to spouse of
0.55% of final average salary times years of service EE would have earned if
he had continued in service to age 65 (payable only if EE in service 6 months out
of the last 12 months; otherwise, only actual earned service counted). If EE is age
57 or over at marriage and EE has less than 3 years of service after marriage,
benefit is reduced by 1/36th for each month that service earned after marriage
is less than 36 months. The pension benefit is reduced $64 for each year service
is under 25 years. Minimum with 25 years of service: $1,600 per year (prorated
if final average salary is under $2,500). Maximum: 100% of final average salary.
Additional benefit to each child: up to age 7, $450; ages 7 to 14, $600; ages 14
to 21, $750. Child's benefit is reduced by 1/25th for each year that EE's service
(projected to age 65 if EE in service 6 months out of last 12 months) is under
25 years. Maximum family benefit; 100% of final average salary.
Disability Provisions: Benefit formula based on service to which EE would have
been entitled if he had continued in service to age 65 (payable only if in service
6 months out of last 12 months; otherwise, only actual earned service counted).
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The pension benefit is reduced $100 for each year service is under 25 years.
Minimum for 25 years of service: $2,500 per year (prorated if final average
salary is under $2,500). Maximum: 100% of final average salary.

GENERAL CONFERENCE OF SEVENTH-DAY ADVENTISTS
Washington, D.C.

Sustentation Fund

Member Institutions:
Kettering College of Medical Arts, Ohio

Provisions Apply To: All EEs hired before age 50 who are church members.
Required &/ or Voluntary: Required.
Waiting Period: None.
Contributions:

Individual: None.
Institution: All Seventh-Day Adventist colleges contribute a fixed amount per

EE to a retirement fund, currently 11/4 % of payroll.
Pension Benefit Formula: Family rate: After 15 years of service, 25.2% of
monthly salary, plus 1.68% of monthly salary times years of service over 15 up
to 40 years. Maximum: 67.2% of monthly salary for 40 years of service. Single
rate: After 15 years of service, 18% of monthly salary, plus 1.2% of monthly
salary per year over 15 up to 40 years. Maximum: 48% of monthly salary for
40 years of service. If entrance to plan is between ages 40 and 50, benefit is re-
duced by 2% per year over age 40 up to age 50. Additional supplement paid for
6 months equal to difference between retirement allowance and full salary.
Retirement Age: Normal: age 65 with 15 years of continuous service or age 60
with 32 years of service.
Vesting Provisions: Benefits vest after 20 years of service. If EE is within 5 years
of retirement, he receives full benefit. If EE leaves more than 5 years before
retirement, he loses 1 year of service credit for each year above 5 away from
covered work.
Preretirement Death Benefit: After 15 years of service, survivor benefit to un-
remarried wife and children under 18 (age 22, if full-time student), plus a
funeral allowance of $350.
Disability Provisions: Under age 65 with 15 continuous years of service, full salary
for 6 months (also credited for 6 months additional service). Some medical
expenses are payable.

LUTHERAN CHURCH IN AMERICA
Minneapolis, Minnesota

Board of Pensions
Ministerial Pension and Death Benefit Plan
Lay Pension Plan

Member Institutions:
Grand View College, Iowa
Suomi College, Mich.*

Provisions Apply To: Clergy are in Ministerial Pension and Death Benefit Plan;
all lay EEs, the Lay Pension Plan.
Required &/ or Voluntary: Voluntary.

* Lay faculty and administrative officers participate in TIAA-CREF.
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Waiting Period: None. (If entry to clerical plan is after 6 months of service,
evidence of good health is required.)
Contributions:

Individual: Clergy: 4% of basic annual salary, plus value of rent. If under
OASDHI, EE may elect the following rate: 1% on salary over one-
half of the salary subject to Social Security self-employment tax
up to the full amount of such tax, plus 4% on excess of tax. Mini-
mum contribution: $10 per year. Lay EEs: 2% on basic annual
salary, plus value of rent. Optional variable annuity for all EEs:
EE may elect to place 50%, 75% or 100% of ER contributions
and any additional EE contributions in a variable annuity account
with the remainder in the fixed account. EE may change percentage
of contributions to the variable annuity on future allocations only.
EE may convert to a fixed annuity account at age 65 or at early
retirement.

Institution: Clergy: 8% of basic annual salary, plus value of rent. Lay EEs:
6% of basic annual salary, plus value of rent. For all EEs: the
contribution rates include 1% to the following funds: 0.5% to the
Administrative Expense Fund; 0.5% to the Contingency Investment
Income Fund. Optional variable annuity for all EEs: EE may elect
to place 50%, 75% or 100% of ER contributions and any addi-
tional EE contributions in a variable annuity account.

Pension Benefit Formula: For all EEs: choice of (1) or (2). (1) Fixed money
purchase annuity provided by EE and ER contributions with interest. Minimum
for clerical plan: $40 times years of service (up to 30 years). Percentage in-
creases in total amount of EE and ER contributions each January 1st according
to the following schedule:

Year EE becomes age 65,
retires or dies Percentage increase

1970 121/2%
1971 10%
1972 71/2 %
1973 5%
1974 21/2 %

(2) Fixed annuity; plus variable annuity provided by EE and ER contributions
with earnings, increased or decreased depending on the financial experience of
the fund. Minimum for clerical plan: $40 times years of service (up to 30 years).
Percentage increases in the total amount of EE and ER contributions as per the
above schedule with the amount computed as for the fixed account; then, the
increase is divided between the fixed and variable annuity accounts in the same
proportion as EE elected for regular contributions.
Retirement Age: Normal: age 65 for clergy, age 60 for female foreign missionaries;
age 62 for lay EEs. Compulsory: age 72 for both clergy and lay EEs. Early: age
62 for clergy, age 55 for lay EEs with consent of ER or in case of involuntary
separation (both actuarially reduced below normal retirement age). No minimum
early retirement benefit.
Vesting Provisions: Immediate vesting if EE's contributions total $1,000 or more
for clergy, $500 or more for lay EEs. EE may elect to leave his contributions on
deposit and receive a deferred annuity at age 65 or reduced annuity at age 62; if
EE contributions are less than minimum, EE receives return of EE contributions
with interest.
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Preretirement Death Benefit: Lump sum death benefit payable to widow or widower.
If no widow or widower, benefit divided equally between any children, parents,
brothers or sisters; or, if no such relatives, payable to estate. Widow or widower
may convert all or part of death benefit to annuity payable until age 62. The lump
sum death benefit is adjusted according to age of EE at date of death as per the
following schedule:

Age of EE at Death Amount payable"
age 25 or under $18,000
(increasing in one-year (decreasing in $500

steps) steps)
until at age 50 $6,000
(increasing in one-year (decreasing in $250

steps) steps)
until at age 70 or over $1,100

Additional fixed money purchase annuity provided by EE and ER contributions
with interest to widow until death or remarriage (minimum for unremarried spouse,
amount of benefit to which EE would have been entitled if he had retired for
disability at date of death; if remarried, return of remaining EE contributions with
interest). If no spouse, accumulation returned to children at rate of widow's
pension until (1) children reach 21 or (2) amount of EE and ER contributions
with interest is paid. The disability benefit is equal to (1) the total EE and ER
contributions with interest, plus (2) interest on such an amount if EE had con-
tiued in service to age 60, plus (3) ER contributions with interest which EE would
have earned if he had continued in service to age 60 while earning a salary equal
to his average salary during his final 4 years. Benefit is adjusted as per the schedule
of percentage increases given in the pension benefit formula. Widow with no
children under age 21 may elect to integrate benefit with Social Security. Variable
annuity: the above money purchase annuity increased or decreased depending on
the financial experience of the fund.
Disability Provisions: Fixed money purchase annuity for all EEs provided by EE
and ER contributions with interest earned to date of death, plus (after 4 years of
service for lay EEs) interest on such contributions which EE would have earned
if he had continued in service to age 60, plus ER contributions which would have
been made if EE had continued in service to age 60 at the salary averaged over his
final 4 years. Variable annuity for all EEs: money purchase annuity above, in-
creased or decreased depending on the financial experience of the fund. The addi-
tional benefit (provided by interest and contributions projected to age 60) over the
actual earned benefit is computed as for the fixed annuity and then divided between
the fixed and variable accounts in the same proportion as EE elected for regular
contributions. Minimum: $40 times years of service (up to 30 years).

LUTHERAN CHURCH-MISSOURI SYNOD
St. Louis, Missouri
Concordia Retirement Plan
Concordia Survivor Plan

Member Institutions:
California Concordia College, Calif.
Concordia College, Ore.
Concordia College, Wisc.

* Minimum payable: $500.
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Concordia Collegiate Institute, N.Y.
Concordia Lutheran College of Texas, Tex.
Concordia Lutheran Junior College, Mich.
St. John's College, Kan.
St, Paul's College, Mo.

Provisions Apply To: All EEs under age 60.
Required &/ or Voluntary: Required.
Waiting Period: First day of calendar quarter coinciding with or next following
date of employment.
Contributions:

Individual: None.
Institution: Amount necessary to provide benefit, 8% of total salary for single

EE; 10% of total salary for EE with family. Reduced by ER's share
of OASDHI tax.

Pension Benefit Formula: 11/2% of final average salary times years of service.
Defined as maximum: 50% of final average salary. Where contributions to plan
are offset by amount of contributions to Social Security, benefit is reduced by
11/2 % of the EE's benefit from Social Security times years of service. Maximum
reduction: 50% of Social Security benefit. Final average salary is average of the
highest 20 consecutive calendar quarters in the last 15 years.
Retirement Age: Normal: Later of age 65 or completion of 331/2 years of service.
Compulsory: age 70. Early: age 55 or age 54 with 19 years of service (actuarially
reduced under age 65 unless EE defers annuity to age 65 and receives benefit based
on service earned after age 30 to date of actual retirement). Benefit must begin
not later than age 72.
Vesting Provisions: Gradual vesting beginning with 10% at age 45 with 10 years
of service completed after age 35, increasing 10% for each additional year of age
and year of service. Full vesting at age 55 or at age 54 with 19 years' service; EE
receives deferred annuity at age 65 (only service after age 30 counted; final average
salary is the career average salary).
Preretirement Death Benefit: Monthly benefit to widow of 40% of the final
monthly salary, plus 10% of the final monthly salary to each child. Maximum
total family benefit including 1/2 of Social Security benefit if contributions were
offset by Social Security: 60% of final monthly salary. Recomputed at normal
retirement age in accordance with the benefit to which widow would have been
entitled if EE had been eligible to retire at date of death.

If EE was eligible to retire: to dependent spouse, 60% of benefit formula based
on service to date of death; plus to each child, 15% of benefit formula based on
service to date of death. Total family maximum benefit: 100% of benefit formula
based on service to date of death.
Disability Provisions: After age 50 plus 2 years' continuous service with ER (or,
if less than age 50, no service requirement), benefit equal to benefit formula to
which EE would have been entitled if he had continued in service to normal
retirement date. Benefit is not reduced for Social Security unless EE is actually
receiving Social Security benefit. Disability benefit is offset by Workmen's Com-
pensation.

MENNONITE GENERAL CONFERENCE
Goshen, Indiana

Mennonite Retirement Plan

5 ,L)



592 APP. G

Member Institutions:
Freeman Junior College, S.D.

Provisions Apply To: All EEs.
Required &/ or Voluntary: Voluntary.
Waiting Period: None.
Contributions:

Individual: None. Voluntary contributions may be made up to 10% of basic
annual salary.

Institution: Minimum contribution of greater of 2% of basic annual salary or
$100 per year per EE. (At Freeman Junior College, 5% of basic
annual salary.)

Pension Benefit Formula: Money purchase annuity provided by EE and ER con-
tributions.
Retirement Age: Normal: age 65.
Vesting Provisions: Immediate vesting. At discretion of trustees EE-ER contribu-
tions need not be paid until age 65 and then either as annuity or lump sum at
discretion of trustees.
Preretirement Death Benefit: At discretion of trustees EE-ER contributions are
returned as annuity or in lump sum.
Disability Provisions: At discretion of trustees EE-ER contributions are returned
as annuity or as lump sum.

PRESBYTERIAN CHURCH IN THE UNITED STATES
Atlanta, Georgia
Employees' Annuity Fund

Member Institutions:
Montreat-Anderson College, N.C.*

Provisions Apply To: All lay EEs. (Clergy at Montreat-Anderson College par-
ticipate in the Ministers' Annuity Fund of the Presbyterian Church in the United
States.)
Required &/ or Voluntary: Voluntary.
Waiting Period: None.
Contributions:

Individual: 4% of basic annual salary. ER may pay all or part of EE's contri-
butions applied to EE account.

Institution: 4% of salary applied to EE account. ER may supplement contri-
butions. Good Experience contributions are applied to account
depending on the financial experience of the fund.

Pension Benefit Formula: Money purchase annuity provided by EE and ER con-
tributions plus supplemental and Good Experience contributions. If annuity pro-
vides less than $10, lump sum is paid.
Retirement Age: Minimum: age 60. No compulsory retirement age. EE may
continue dues after age 60 while in service.
Vesting Provisions: If contributions are $500 or more, EE may leave contributions
on deposit and receive deferred annuity at age 60 Or later provided by EE contri-
butions and supplemental and Good Experience contributions. Terminating EE
may elect or, if contributions are less than $500, will receive return of EE contri-
butions with interest.

* Faculty and administrative officers participate in TIAA-CREF.
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Preretirement Death Benefit: Return of EE contributions with interest.. Survivor
benefit of money purchase annuity provided by EE and ER contributions plus
supplemental and Good Experience contributions to spouse or, if no spouse, to
child, or, if no other survivors, to dependent parents.
Disability Provisions: Money purchase annuity provided by EE and ER contribu-
tions plus supplemental and Good Experience contributions. If annuity provides
less than $10, lump sum is paid.

PRESBYTERIAN CHURCH IN THE UNITED STATES
Atlanta, Georgia
Ministers' Annuity Fund

Member Institutions:
Lees Junior College, Ky.
Lees McRae College, N.C.**
Montreat-Anderson College, N.C.*

Provisions Apply To: Clergy. (At Montreat-Anderson College lay EEs not in
TIAA -CREF are covered by the Employees' Annuity Fund of the Presbyterian
Church in the United States.)
Required Vor Voluntary: Voluntary.
Waiting Period: None.
Contributions:

Individual: 21/2 % of basic annual salary (including rent value). ER may pay
all or part of EE's contributions which is applied to EE's account.

Institutions: 71/2 % of salary applied to EE's account.
Pension Benefit Formula: 1,25% of total salary times years of service plus Good
Experience Credits depending on the financial experience of the fund.
Retirement Age: Normal: age 65. Early: age 60 (actuarially reduced below
age 65).
Vestin' Provisions: Full vesting after 5 years of membership service. EE may
leave contributions on deposit and receive deferred annuity at age 65. Terminating
nonvested EE, return of EE contributions with interest.

Terminating nonvested EE loses credited service and membership status.
Preretirement Death Benefit: Return of EE contributions with less than 1 year
of service. After 1 year of service, $1,000 (or, if EE is receiving disability at
death, $500; not to exceed disability annuity). In addition widow receives 50%
of accumulated credits earned to date of death payable until remarriage or death
(minimum, $300 per year); plus to each child under age 18 (or, at discretion of
fund and if student, age 21), $100 per year. Total maximum family benefit:
100% of benefit formula based on service to date of death. Widow of terminated
EE is eligible for widow's benefit but no minimum is guaranteed.
Disability Provisions: Under age 65 with 1 year of both membership and con-
tributory service, 40% of average salary of last 5 years payable until age 65.
Recomputed at age 65. Maximum: 90% of benefit formula based on service to
age 65 up to $2,100 per year,

* Faculty and administrative officers participate in TIAA-CREF.
**Faculty, administrative officers and clerical-service EE's participate in TIAA-CREF.
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SOUTHERN BAPTIST CONVENTION
Dallas, Texas

Southern Baptist Protection Program

Member Institutions:
Anderson College, S.C.
Bluefield College, Va.
Brewton Parker College, Ga.
Clarke Memorial College, Miss.
Chowan College, N.C.
Gardner-Webb College, N.C.
Missouri Baptist College, Mo.
Norman College, Ga.
Southern Baptist College, Ark.
Truett McConnell College, Ga.
Virginia Intermont College, Va.
Wingate College, N.C.

Provisions Apply To: All EEs. EEs may choose to participate in any combination
of plans A, B, and C, except that they may not participate only in Plan C. Plan A
is not recommended for women.
Required &/ or Voluntary: Voluntary.
Waiting Period: None.
Contributions:

Individual: Elective. (Plan A: maximum total EE-ER contributions, $600 per
year.)

Institution: Elective. (Plan A: maximum ER contributions, 20% of EE's
salary; maximum total EE-ER contributions, $600 per year.)

Pension Benefit Formula: Plan A: 10% of EE-ER contributions (15% of EE's
benefit is paid to each dependent child up to maximum 4 children). Minimum:
twice EE's annual benefit. Plan B: money purchase annuity provided by EE-ER
contributions. Plan C: variable annuity provided by EE-ER contributions.
Retirement Age: Plan A: Normal: age 65. Early: age 60 (actuarially reduced
below age 65). No compulsory retirement age. Plans B and C: optional at any
age.
Vesting Provisions: Immediate full vesting.
Preretireinent Death Benefit: Plan A: after 1 year in plan, 40% of EE's potential
pension at age 65 paid to widow or, if no surviving widow, to dependent parent;
plus 15% of EE's potential pension at age 65 paid to each dependent child (maxi-
mum of 4 children), plus up to $600 per year per dependent child for up to 4 years
of college (maximum paid if maximum contributions made). Minimum: twice
EE's annual benefit. Plans B and C: amount equal to EE-ER contributions with
interest.
Disability Provisions: Plan A: after 1 year in plan, EE receives benefit equal to
potential age pension payable at age 65 (10% of EE-ER contributions which
would have been made by age 65); each dependent child up to a maximum of
4 children receives 15% of the EE's benefit. Minimum: twice EE's annual benefit.
Plans B and C: benefit provided by EE-ER contributions which were paid until
disability.
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UNITED METHODIST CHURCH
Evanston, Illinois
Lay Employees Pension Fund

Member Institutions:
Ferrum Junior College, Va.*
Sue Bennett College, Ky.
Wesley College, Del.**

Provisions Apply To: All lay EEs.
Required &/ or Voluntary: Voluntary.
Waiting Period: 1 continuous year.
Contributions:

Individual: Minimum of 3% of EE's salary (including any board and housing).
If EE under OASDHI, ER may elect contribution rate of 11/2 %.

Institution: 6% of EE's salary (including board and housing). If LE is under
OASDHI, ER may elect 41/2 % rate.

Pension Benefit Formula: Money purchase annuity provided by EE and
withcontributions both with interest. EE may elect to receive EE contributions with

interest as lump sum.
Retirement Age: Normal: age 60. (ER may request EE to retire at age 60.)
Vesting Provisions: Immediate vesting. EE may leave contributions on deposit
and receive deferred annuity at age 60 (additional EE contributions may be made)
or receive immediate return of EE and ER contributions with interest.
Preretirement Death Benefit: Return of EE and ER contributions with interest.
Disability Provisions: Money purchase annuity provided by EE and ER contribu-
tions with interest. EE may elect to receive EE contributions with interest as lump
sum.

WESLEYAN CHURCH
Marion, Indiana
The Wesleyan Pension Fund

Member Institutions:
Penn Wesleyan College, Pa.

Provisions Apply To: Clergy and lay employees.
Required &/ or Voluntary: Voluntary.
Waiting Period: None.
Contributions:

Individual: None.
Institution: 12% of EE's basic annual salary. Contributions of less than 12%

(9%, 6% or 3 %) may be made with a corresponding reduction in
benefit formula.

Pension Benefit Formula: If full contribution of 12% is made, benefit of 1% of
career average salary times years of service. If less than 12% contribution rate
is made, the percentage of career average salary times years of service is reduced
to the following: 9% rate, 0.75%; 6% rate, 0.50%; 3% rate, 0.25%.
Retirement Age: Normal: age 65. No compulsory retirement age,
Vesting Provisions: Full vesting after 15 years of service. EE may elect to leave

* All EE's may elect TIAA-CREF as an alternate.
**Faculty and administrative officers must participate in TIAA -CREF.

603



596 APP. G

contributions on deposit and receive deferred annuity at age 65. Terminating
non-vested EE forfeits all benefits.
Preretirement Death Benefit: Spouse receives 50% of benefit EE earned to date
of death. Spouse of terminated vested EE receives same benefit.
Disability Provisions: Benefit earned to date of disability is payable immediately
(no minimum length of service is required).

YMCA RETIREMENT FUND
New York, New York

The Secretarial Plan

Member Institutions:
Central YMCA Community College, Ill.

Provisions Apply To: Full-time secretaries or employees performing special pro-
gram, educational or administrative duties on a professional level. (Other EEs
participate in the YMCA of Metropolitan Chicago's General Employees' Retire-
ment Fund.)
Required &I or Voluntary: Voluntary.
Waiting Period: None.
Contributions:

Individual: 5% of basic annual salary.
Institution: 7% of EE's basic annual salary.

Pension Benefit Formula: Money purchase annuity provided by EE contributions
with interest, plus annuity provided by ER contributions equal to 34% of EE
annuity. Dividends are paid (if Board approves) whenever earnings exceed amount
necessary to provide benefits.
Retirement Age: Normal: age 60. (EE must be in service during the last 12
months prior to retirement in order to be eligible to retire.) Early: age 55 with
10 years of service. No compulsory retirement age.
Vesting Provisions: Full vesting after 20 years of service. EE may leave contribu-
tions on deposit and receive at age 60 up to age 65 a deferred annuity provided by
EE contributions, plus annuity provided by ER contributions equal to 5% of EE
annuity times years of service (not to exceed amount of EE's annuity). Gradual
vesting begins after 10 years of service with (1) EE annuity plus (2) ER annuity
equal to 50% of EE's annuity, increasing 5% for each year of service, both pay-
able at age 60 up to age 65. EE may elect at age 55 with 10 years of service to
receive an immediate or deferred annuity beginning at age 60 to age 65 provided
by EE contributions with interest plus equal amount of ER contributions. A
nonvested terminating EE receives return of EE contributions with interest either
in a lump sum or as an immediate or deferred annuity.

A nonvested terminating EE loses credited service and membership status.
Preretirement Death Benefit: Return of EE contributions with interest, plus if
EE has less than 1 year of service, death benefit of 1/2 of one month's salary; if EE
has 1 year but less than 5 years of service, benefit of 10 times 5% of final 12
months' salary (50% of salary); after 5 years of service, benefit of 20 times 5%
of 12 months' salary (1 year's salary).

If EE was eligible to retire (at age 60 or over), widow receives annuity to
which EE would have been entitled if he had retired at date of death.
Disability Provisions: Under age 60 with 5 years of service, benefit equal to
annuity provided by EE and ER contributions to which EE entitled if he con-
tinued in service to age 60 at an average salary equal to the,last 5 years of service
(about 35-50% of average salary of final 5 years).
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American Association of Junior Colleges
Teachers Insurance and Annuity Association

SURVEY OF FACULTY AND STAFF RETIREMENT AND
INSURANCE PLANS IN JUNIOR AND COMMUNITY COLLEGES

AAJC-TIAA Junior College Study
Educational Research Department

730 Third Avenue New York, N. Y. 100I7

PLEASE COMPLETE1
AND RETURN BEFORE

JANUARY 31, 1970

To the President or Chief Lusines, Officer:

Up-to-dote information on the provisions of retirement and insurance plans in the junior and community colleges, and on the extent
of such pions, is frequently sought by junior college administrators, faculty, government officials, and community leaders. Up to now,
little information has been available. The purpose of this survey is to meet this need.

Your cooperation in this first nolionwide in-depth study of benefit plans in the junior and community colleges will be greatly appre-
doted. The finished study will be published toter this year. Ta mare sure that survey pcdiciponts see the resOs of their work, o compli-
mentary copy will be moiled so each institution.

INSTRUCTIONS

1. Please answer all five sections of the questionnaire, giving
information os of January, 1970. Each section has at least
one item to be answered even though your institution may
not have o plan.

2. Most answers require only check marks. It is not necessary
to use a typewriter.

CARO 03 1-7
10 3-7

Name and Address of InsIffulfon:

3. A postage-paid -eturn envelope and o copy of the clues-
tionnoire for your files are enclosed for your convenience.

4. Please enclose o e -ny of the employee booklet, or folders
describing the retirement and Insurance benefit plan, of
your institution. If your institution has o faculty handbook,
please enclose a copy.

Noose fill in the following ;terns
before turning to Section 1:

Use estimotes, If necessary, for the number of full -time personnel
in items 1, 2 and 3 below.
Catholic instilutiunst please enter numbers of lay personnel.
Questions in Sections 1.5 refer to lay personnel only.

1. Number of Full-Time Faculty

All fullttme Personnel who spend 50 per cent or more time teaching

2. Number of Full-Time
Administrative Staff and
other Professional (Nan-
Faculty) Persannei 11I

Administrative officers, their assistants. supervisors. other professional

3. Number of Full-Time
Clerical, Secretarial,
Maintenance, and
Service Employees 1,1

4. Name and Title of Person Supplying Information:

3

16

5. Area Cade, Telephone,
and Extension.
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SECTION 1RETIREMENT PLAN

Retirement plan information is sought for the three general
employac categories indicated in the column headings A,
B, and C.

1. Are employees of your institelion covered by fedcrol Sociol
Security? (Please answer in each column.)

2. Does your institution hove a retirement plon(sI? (Please
answer YES or NO in each column. Answer YES in a column if
any employee subclass is covered by She plan.)

If your Institution has no retirement plan for any
employee group, please turn to Section 2.

Please completo the remaining questions in this
section for the columns checked 'as in question 2,

3. Please check the typelsi of retirement planIsl covering em-
ployees of your institution: (Check us many as apply in each
column.) Include alternative or supplementary plans. Do not
include plans no longer open to new entro^ts or plans used
solely for too deferred onnuilies under the "salory.oronnuity"
option of Section 403(b) of the Internal Revenue Code.

a. Single State Retirement System
for both leachers and Other
Slate Employees: 0.10

b. State Teacher
Retirement System:

(Varnr1

c. State Public Emp'ayee
Retirement System:

(Name)

d. City, County, or School
District Retirement System:

(New)

e. TIAA-CREF

f, Self-Administered
or Trusteed Plan:

amel

g. Church Pension Plan:
Name)

h. Insurance Co.:
(Same)

i. Other:
(Name Fflegip2:41.,1r4ier.

4. Employer-employee contributions to cost of tetirement plant

a. Institution (or State or local gov'll pays toward
the cost of the retirement plan?

b. Employee pays toward the cost of the retirement
plan?

60I

A B C

599
CARD 03

FACULTYL
ADMINISTRATOR.

AND
PROFESSIONAL

OTHER
CLERICAL AND

SERVICE

17-1 ALL te-i ALL Iv-I ALL

-2 SOME -7 SOME -7 some
-3 NONE -1 NONE -3 NONE

70-1 YES 2 t-I YES 22-i YES

-2 NO -2 NO -2 NO

23-1 24-1 25.1

2O-I 27-1 211

29-1 25 -I 31-1 0

311-I 33-I ID 34-1 0
35-1 36-1 37-1

( 36-1 39-1 40.1

4,-1 47-1 4,,

44-1 13-1 46-1

47-1 ,.., .19..1

sc-I YES 51, YES 52-1 YES

-2 0 NO -2 0 NO -7 0 NO

57-I YES 341 YES ss-I YES

-2 0 NO -2 0 NO -2 0 NO
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5. Extra annuity contributions:

Does your institution permit employels by signed agree-
ment to make extra annuity contributions (i.e., over ond
above any required by the retirement plan) by salary
reduction under Section 403(b) of the Infernal Revenue
Code (the "satory.oronnuity" option too deferred
annuity)?

6. Retirement age:

a. What is your institution's "normal" retirement age?

Normal retirement age is defined here as the first
age at which retirement would not be classified as
"early" ond is the age beyond which further service,
if permitted, is considered an "extension of service."

b. Check here if there is no stated retirement age:

IF A NORMAL RETIREMENT AGE IS STATED, PLEASE ANSWER
THE FOLLOWING:

c. May service be extended beyond the age stated
in question 6o above?

IF extensions of service ore made:

(1) What is the age beyond which extensions
ore no longer permitted?

(2) Check here if there is no stoted age limit
for extensions:

(3) Do extensions of service require specific
administrative action or other approval?

A

APP. H

C

FACULTY
ADMINISTRATOI,S

AND OTHER
PROFESSIONAL

CLERICAL AND
SERVICE

EMPLOYEES

se I I=1 YES 37-1 YES se i YES

-2 0 NO -2 0 NO 2 0 NO

Os AGE

63-1

ea I YES

so ei AGE

u6-1

69-I YES

62 63 AGE 51

67-I '.

70-1 YES

-3 NO -2 NO -2 NO

71 AGE 72 73 AGE 71 73 AGE 76

77 I

e-i YES

75-1

9-1 YES

75-t E-1
to-i YES

-2 NO -2 NO -2 NO

PLEASE ENCLOSE A COPY OF THE BOOKLET OR FOLDER DESCRIBING YOUR RETIREMENT PLAN OR PLANS

FOR OFFICE USE A FOR OFFICE USE B

ICDA 1 D 03 13 3

FOR OFFICE USE C

11-1 IMM e-i imm .,-, imm

12-1 SV 13 14 1s -1 PAR PRE 2-1 SV lo it 12.1 PAR PRE 44-1 SV 43 _ 46 47-1 PAR PRE_
istOS-I-A 17 18 19 20

_
13-1 S + A 14 13 16 17 411-1 S + A 49 30 St _ 32- _

21-I s or A 22 23 24 23

_ -
1111 S or A 19 20 21 22 33-1 D S or A 34 _ 33 36 _ 37_ _

26-1 S or
EE AC 27 23 29 32

_ _
23-1 S or

EE AC 24 23 26 29

33-1 S or
EE AC sp _ eo 61 64_

33-1 s+ ALT
S 4- A s 3: 36 39

_
30-1 S + ALT

S + A 31 32 33 36

63-1 S + ALT
S + A 66 _ 67 68 _ 71_ _

s0-1 A 41 42

_ _
37-1 A 313 39 72-1 A 73 _ 74_

43-1 ,,c

_
40-I AC 73-1 AC

AA I OTHER 43-1 NO VEST UNTIL 41-1 OTHER 42-1 NO VEST UNTIL 76-1 OTHER 77-1 NO VEST UNTIL

15 -ID II RET RET 7840 it. RET

608



APP. H

SECTION 2GROUP LIFE INSURANCE PLANS

Group life insurance plan information is sought for the three
general employee categories indicated in the column head-
ings A, 8, and C.

1. Does your institution have a group or collective) life insur-
ance plan(s)? (Do not include death or survivor benefits of o
retirement pion. Please answer YES or NO in each column.
Answer YES in a column if any employee subclass is covered
by the plan.)

FOR OFFICE USE

IF NORET Is luau BEN

L 12

NO-7
NI-3

If your institution has no group life insurance cover-
age for any employee group, please turn to Section 3.

Please complete the remaining questions in this
section for the columns checked YES in question

2. Employer-employee contributions to cost of life insurance
coverage:

O. Institution (or Stale or loco( gov't) contributes?

b, Employee contributes?

(Check NO if employee does not contribute. Also
check NO if employee poys only for an optional
amount of insurance above basic insurance paid for
wholly by the employer.)

3. May a covered employee choose additional optional insur-
once coveroge under the plan?

IF YES, does the institution contribute to the cost of the
odditionol oplionol insuronce?

4. Is the insuronce plan provided thrc..4. u stole employee or
teocher ossociotion, or thretgh labor union membership?

5, Please indicate the waiting period, if ony, before o new
employee is eligible to participate in the pion: (Check one.)

No wailing period

One month or less

Until the first day of the month fallowing one full month
of employment

A stored number of months
(Please give number)

Other: (Specify)

60D

A C
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COO 04 1-7

ID 3r

Bt YES 0,/ YES a -1 YES

-- NO

11.e 0 YES

-t NO

Is -I YES

2 NO

is 1 YES

2 0 NO

17-1 YES

2 NO

i9 -1 YES

-2 NO

to, 0 YES
-2 NO ,2 NO -7 NO

20.t YES ]1 -1 YES 22-1 0 YES
-7 NO 1 NO 1 NO

73-1 YES 24-I YES 71-1 YES

-7 NO

is -i YES

-2 NO

27 1 YES

-2 NO

70 I 0 YES
-7 0 NO -7 NO -7 NO

79-1 0.1 31-1

-7 0 -7 0 -7 0

-3 -3 -3

' 0 -4 ''
37 (MONTHS) s3 34 (MONTHS) 35 36 (MONTHS) 37

-5 -3 -5
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6. Please check the item Ihot most neorly describes the schedule
of group life insurance. (Check one.)

Insuronce amount is:

a. A multiple of solory. (E.g., lx, I le, .40 salary,
1.50% of salary, etc.)

IF insuronce is o multiple of solory, does the multi-
ple decrease after ottainment of o stoted oge?

b. Determined by employee's salary bracket. (E, g.,
$7,000 Far solory between $5,000 and $7,000,
$9,000 For solory between $7,000 and $9,000, etc.)

c. Determined by employee's rank or job cIassificction.

d. Bosed on units of insurance generally providing
higher insuronce omounts of the younger ages.
(E.g., 7 unit equals $2,500 through oge 50, then
decreases by $125 per year to $250 of age 68 and
after; or collective insurance. Units may be ossigned
uniformly or by salary bracket, rank, etc.)

e. The some flat amount for all.

f. Other: (Specify)

7. Are accidental death and dismemberment benefits (usually
coiled AD&D cr "double indemnity") provided under the
plan?

LIFE INSURANCE FOR RETIRED EMPLOYEES

B. Does insurance coverage under the plan continue for retired
employees? (Da not consider individual use of a conversion
privilege as continued coverage under a group plan.)

If retired employees are not covered by group life
insurance, please turn to Section 3.

For columns checked YES in question 8 please
answer the following:

9. Please check the type of coverage during retirement:

o. Poid.up , nsurance with cash value

b. Term insurance

IF term:

(1) Does the institution (or State or local gav't)
contribute to the cost?

(2) Does the retired employee contribute to
the cost?

(3) Is the insuronce amount reduced at retire-
ment?

A C

FACULTY
ADMINISTRATOP0

AND OTHER
PROFESSIONAL

CLERICAL AND
SERVICE

EMPLOYEES

311-I D 39.1 40-1

41e YES 42-1 YES 43-1 YES

2 0 NO 2 NO 2 NO

44-1 Q 43-e 0 46-1

2 2 2

3 0 3 I=1 3 0

_. 0 . 0 -I 0

-5 D -5 r] _5 0

47-1 Q YES 41-1 YES 49-1 YES

2 NC 2 0 No -a NO

so- YES 31-4 YES 31-I YES

2 NO 2 D NO 2 NO

53-1 5441 55-1

76-1 0 77-1 is-1

19-1 YES aoI YES el -1 YES

-2 0 NO 2 NO 2 NO

62-1 YES a3-1 YES er-t YES

2 NO -i NC 2 NO

es -1 0 YES 66-1 0 YES v.-I YES

-2 0 NO -3 0 NO 2 0 NO

611-1411

PLEASE ENCLOSE A COPY OF THE BOOKLET OR FOLDER DESCRIBING YOUR GROUP LIFE INSURANCE PLAN
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SECTION 3-HEALTH INSURANCE PLANS, INCLUDING BASIC HOSPITAL-SURGICAL-MEDICAL
AND MAJOR MEDICAL EXPENSE INSURANCE

Health insurance plan information is sought for the three
general employee categories indicated in the column head-
ings A, B, and C.

Does your institution have a health insurance pianist? (Please
answer YES or NO in each column. Answer YES in a column if
any employee subclass is covered by the plan.)

If your institution has no health insurance coverage
for any employee group, please turn to Section 4.

Please complete the remaining questions in this
section for the columns checked YES in question 1.

2. Please check the typetsli of pianist available. (Check as many
as apply, including alternatives.)

a. Basic hospital-surgical-medical coverage. (E.g., Blue
Cross and/or Blue Shield, insurance company base
plan,)

Please indicate the type of insurer providing the
basic coverage: (Check as many as apply.)

Bloc Cross
Blue Shield

Insurance Company
Oilier: (Specify)

b. Supplementary major medical expense insurance
plan (with either the same or a different insurer far
the - plan).

c. A single "comprehensive" major medical insurance
plan (a single insurance company plan covering
major med'.:al expenses, and sometimes lesser
expenses as well, as distinguished from a base plan
plus supplementary major medical).

d. Other, including prepaid cammurity group practice
plans, etc. (E.g., Kaiser, CHI, HIP, etc.)

e. Dental plan for regular dental care.

IF you have a dental plan, please check whether
it is a part of a plan checked above or is a
separate pion: (Check one.)

Part of a plan checked above

Separate plan

3. If you checked major medical insurance (b or c in question 2),
please indicate the type of insurer providing the major
medical coverage: (Check as many as apply.)

Blue Crnss/Blue Shield
TIAA
Insurance Company
Other: (Specify)

A C

603
CARD 07

FACULTY
ADMINISTRATORS

AND OTHER
PROFESSIONAL

CLERICAL AND
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EMPLOYEES

CAID 07 `47
10 3-7

3-/ YES 9-1 YES to-I YES

-2 NO -2 NO -2 NO

ii-i tr-i 12 -I

14-1 15-1 16-1

17-1 to -1 19-1

2C-1 at-1 22-1

23-1 24-1 25-1

26-1 27-1 22-1

29-1 30-1 31-1

32-1 33-1 34-I

32-1 36-1 37-1

32-1 3P-1 40-1

-2 0 -2 0 -2 0

41-1 42-1 43-1

..-, 45-1 46-1

0 -I 45.4 49-1

50-1 51-1 22-1
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4. Pleose indicote the woiting period, if ony, before o new
employee is eligible to porticipote in the heolth insuronce
pion: (Check one.) If wolfing period is different for bosic and
major medical coverage, give shortest period.

No wolfing period

One month or less

Until the first doy of the month following one full month
of employment

A stoted number of months
(Please give number)

Other: (Specify,

5. Employer (in.titution's) contributions to cost of heolth insur-
once coverc ge for (1) employees and (2) their dependents.
(Check under os tnony of opply.)

o. Basic hospitokogicol-medicol insuronce. (If you
checked item o .3f rrIstion 2)

(1) EMPLOYEE COVERAGE

Institution (or Stote or loco) gov't)
contributes oil, port. or none of the cost?

(2) DEPENDENT COVERAGE

Institution (or Stote or loco) gov't)
contributes oil, port, or none of the cost?

b. Supplementory or "comprehensive" mojor medico!
expense insuronce. (If you checked items b or c of
question 2)

(1) EMPLOYEE COVERAGE

Institution (or Stote or locol govet)

contributes oil, port, or none of the cost?

(2) DEPENDENT COVERAGE

Institution (or Stote or locol gov't)
contributes oil. port, or none of the cost?

c. Other (If you checked item d of question 2)

(1) EMPLOYEE COVERACit

Institution (or Stote or loco) gov't)
contributes oil, part, or nona of the cost?

(2) DEPENDENT COVERAGE

Institution (or Stote or loco) gov't)
contributes oil, port, or none of tho cost?

6 12

A C

FACULTY
ADMINISTRATORS

AND OTHER
PROFESSIONAL

CLERICAL AND
SERVICE

EMPLOYEES

53 -I 54 - I 55-1

-2 -2 -2

-3 0 -3 0 -3 0
-I 0 - 0 - 0

se (MONTHS) 57 se (MONTHS) 59 eo (MONTHS) et

-5 -5 -5

62-1 ALL 63-1 ALL 6.-1 ALL

-2 PART -2 PART -2 PART

-3 NONE -3 NONE -3 NONE

65-I ALL 66-1 ALL 67-1 ALL

-2 PART -2 PART -2 PART

-3 NONE -3 NONE -3 NONE

61-I ALL 69-1 ALL 70-1 ALL

-2 PART -2 PART -2 PART

-3 NONE -3 NONE -3 NONE

71-1 ALL 72-1 ALL 73-1 ALL

-2 PART -2 ART -2 PART

-3 NONE -3 NONE -3 NONE

7,-1 ALL 75-1 ALL 76-1 ALL

-2 PART -2 PART -2 PART

-3 NONE -3 NONE -3 NONE

77-1 ALL 7S-1 ALL 79-I ALL

-2 PART -2 PART -2 PART

-3 NONE -3 NONE -3 NONE
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APP. H

If your institution's health insurance does not include major
medical coverage under a supplementary or "comprehen-
sive" insurance plan, please turn to question 11 in this
section.

If your institution's health insurance includes MAJOR
MEDICAL coverage under a supplementary or "comprehen-
sive" insurance plan, please answer the following questions
about this coverage:

6. Is the plan's deductible amount applied on a PER CAUSE or
ALL CAUSE basis? (Check one.)

PER CAUSEA separate deductible and benefit period
is applied to each separate type at illness or injury.

ALL CAUSEAll covered expenses, whether from one or
more illnesses or injuries, are applied 'award o person's
deductible and benefit period.

OTHER(E.g., combinations, employee may choose either
through alternative pions, etc.)

7. Cash deductible amount: (Check one.)

Same for all participants
(Pleose give omount)

Differs among participants according to the extent of
the employee's basic health insurance coverage

Other (E.g., differs according to solary, etc.)

8. What is the period of lime within which covered medical
expenses must be incurred in order to satisfy a deductible?
(Check one.)

The calendar year
Any 12.month period
3 months
6 months

Other: (Specify)

9. Maximum length of benefit period: Including the period
used to sotisfy the deductible, how long can the individuol
continue to receive benefits (the moximum benefit period)
without having to satisfy a new deductible? (Check one.)

Balance of the calendar year
I yeor (Any 12 month periodbenefit year)
2 yeors
3 years
Other, (Specify}

10. Whot is the moximun benefit amount per insured person?
(E.g., $10,000, S15,000, $25,000, etc., per insured person.)

Is this staled nicadnium opplied on o per cause or all
cause basis?

Per Cause

All Came

605
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CARD OB 1-2
ID 3-7

e-i 7.1 in-,

-2 0 -2 0 -2 0

-3 -3 -3

It-I 11-1 Ill-, 0
$ $ $
II lb 17 It 20 22

-2 -1 -2

-3 0 -3 0 -3 0

23-1 2s-1 n-t
-2 -2 -2
-3 0 -3 0 -3 0
-I -.I '-3 -4 -3

16-1 27-1 26-1

.., _.,

-3 -3 -3
-I -.

-4-3 0 -3 -5

$ $_ $
(MAX. BENEFIT (MAX. BENEFIT (MAX. BENEFIT

le AM'T) 33 20 AMT) 3S 39 AM'T) 43

46-2 05-1 46-1

-2 -2 -2
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HEALTH INSURANCE FOR P.ETIRED EMPLOYEES

11. Are retired employees over oge 65 eligible to continue
heolth insurance coverage (supplementory to Medicare) os
aortic ponfs in your institution's plants)? (Do not include con-
versIcn to on individual policy or to "threct.poy" Blue Cross-
Rive Shield type coverage as group plan participation.)

If retired employees ore not continued under your
group heolth insuronce plan, please turn to Section
4.

For columns checked YES in question 11 please
answer the following:

r"

12. Must on employee meet o service and /or oge requirement
in order to be eligible for continued grasp heolth insuronce
coverage during retirement?

IF YES, please stole the requirement, including alter-
natives, if ony:

13. Pleose check the type of heolth insuronce coveroge that is
continued for retired employees: (Check os mony os opply.)

o. Basic hospitol- surgicot- medicol coveroge

b. Supplementory mojor medical expense insuronce

c. A single "comprehensive" mojor medical plon

d. Other, including prepoid community group proclice
pions, etc.

14. Employer-retired employee contributions to cost of heolth
insurance coverage far (1) refired employees and (2) their
dependents:

(1) RETIRED EMPLOYEE COVERAGE

Institution for State or loco! gov't) contributes?

Refired employee coniributes?

(2) DEPENDENT COVERAGE

Institution (or Vote or iocol govt) contributes?

Retired employee contributes?

APP. H

A

FACULTY

ADMINISTRATORS
AND OTHER

PROFESSIONAL

CLERICAL AHD
SERVICE

EMPLOYEES

47-1 YES .e -i YES .2-t YES

-2 NO -2 NO -2 NO

so-i YES si-, YES 52-1 YES

-2 NO -2 NO -7 NO

SVC AGE SVC AGE SVC AGE
53 54 55 56 57 56 59 60 61 62 43 64

Of of Of

L

SVC AGE SVC AGE SVC AGE
63 66 67 69 49 70 71 72 73 74 73 73

77-90 n
CA40 09 1-2
10 3-7

ts-i 0 9-1 io-i

II -1 12-1 13-1

is-. ,3-1 I6-1

i., ie-I 12-1

io-i YES 2I-r YES 22-1 YES

-7 NO -2 NO -2 NO

23-I YES 2.-1 YES 21-1 YES

-2 NO -2 No -7 NO

26-1 YES 22-1 YES 2s-t YES

-2 NO -2 NO -2 NO

n-i YES so-t YES ,, YES

-2 NO -2 0 NO -2 NO

PLEASE ENCLOSE A COPY OF THE BOOKLET OR FOLDER DESCRIBING YOUR HEALTH INSURANCE PLAN OR PLANS
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SECTION 4SICK PAY, PAID SICK LEAVE, SALARY CONTINUATION, AND OTHER PROVISIONS FOR
INCOME DURING SHORT PERIODS OF ABSENCE DUE TO DISABILITY

This section covers your institution's provisions for the continuation
of pay during temporary absences from work lasting from a Few
days to perhaps or long as six months or so.

Please note that long-term halal disability plans are covered sepa-
rately in Section 5.

Information on short-term sick pay, paid sick leave, etr., is
sought for the three general employee categories indicated
in the column headings A, B, and C.

i. Does your institution hove stated provisions for sick pay,
paid sick leave, salary continuation, group insurance, or
other arrangements (including State Workmen's Compensa-
tion) far income during short periods of absence due to
disability? (Please answer YES ur NO in each column. Answer
YES in a column if any employee subclass is covered,)

If you answered NO in all three columns, please
turn to Section S.

Please complete the following questions for the
columns chocked YES:

2. Please check the type(s) al short-term disability Income
arrangements in effect at your institurions (Check as many
as apply.)

a. Insurance company plan providing short-term
"weekly indemnity" disability income

b. Formal sick pay, paid sick leave, or salary continu-
ation plan (but not provided by an insurance cos)

eligibility, amount, and
duration stated in writing

c. Each case handled on its merits

d. Workmen's Compensation coverage

e. Others (Specify)

3. Do your short-term disability absence arrangements provide
income for (a) occupational disabilities, (b) nonoccupational
disabilities, or bath? (Check as many as apply.)

o, Occupotionol disabilities (injuries received in the
performance of duty)?

b. Nonoccupc.tional disabilities (injuries and illnesses
from any other causes)?

A C

FACULTY
ADMINISTRATORS

AND OTHER
PROFESSIONAL

CLTRICAL AND
SERVICE

EMPLOYEES

3,1 YES on I YES 36-1 YES

-2 NO 2 NO -2 I111:3

35-1 26 I 0 :r2-1 0

311-1 39.1 40-.

..-; 42.1 to-t C]

46-1 42-1 s6-I 0

7-I 41.1 .9 -I

30-1 YES 31 , YES so -1 YES

-2 NO -2 NO -2 NO

32-1 YES 3A-I YES 33-1 YES

-2 0 No -2 0 NO -2 0 NO

35-30

PLEASE ENCLOSE A COPY OF THE BOOKLET OR FOLDER DESCRIBING YOUR SICK PAY, PAM) S CIC LEAVE,
SALARY CONTINUATION OR OTHER PROVISIONS FOR INCOME DURING SHORT DISABILITY ABSENCES
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SECTION 5LONG-TERM TOTAL DISABILITY INCOME

This section covers any plan providing regular income during a long-
term total disability, INCLUDING the "disability" ar "early retire-
ment" provisions of public employee or state teacher retirement
systems, group insuronce plans, or self-administered plans. Such
long-term income benefits usually start offer benefits under o short-
term disability plan (covered in Section 4) have ceased, and
continue through.,

Long-term disability income information is sought for t
three ge tarot employee categories indicated in the column
headings A, B, and C.

1. Does your institution have a plan providing regular income
during long-term total disability? (Do not include Sociol
Security or Workmen's Compensation. Please answer YES or
NO in eoch column. Answer YES in o column if ony employee
subclass is covered.)

If you answered NO in all three columns, this is the
last question to answer. Thank you for your
cooperation.

Please complete the following questions for the
columns checked YES in question 1:

2. Please check the type(s) of long-term total disability income
plan(s) covering employees of your institution. (Check as
mony as apply in each of the three columns.)

a. Group insurance plan for long-term total disability
(including both insurance co. and TIAA plans)

b. State (or local) Teacher or Public Employee Retire.
ment System

c. Disability income provision of o church or other non-
governmental retirement system

d. Formal noninsured self-administered plan for long-
term total disability

e. Other: (Specify)

Please answer the fallowing questions about your Zang -term
total disability plan.

If you checked more than one item in a column under
question 2, please answer the remaining questions with
reference to the first item checked in the column. (E.g.,
if a and b ore checked, answer for a; if b and d ure
checked, answer for Ist etc.)

3. Employer-employee contributions to cast of long-term total
disability income plan:

a. Institution (ar State or local gav't) coati:butes?

b. Employee cont:;"Ites?

A

FACULTY
ADMINISTRATORS

AND OTHER
PROFESSIONAL

CLERICAL AND
SERVICE

EMPLOYEES

CARP 10 1-2
ID 3-7

11-1 YES 9-1 YES 10-1 YES

-7 NO -7 NO -7 NO

I t I 17-1 13-1

14-1 13-1 le-:

17_I 111-1 19-1

70-1 71-1 77-1

73-1 14-1 7S-1

76-1 YES 77-1 YES 71-1 YES

-7 NO -2 NO -7 NO

79-1 YES 30-1 YES 31-1 YES

-7 NO -7 NO -7 NO
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4. Please indicate the waiting period, if any, before a new
employee is eligible for participation in the plan. (Check
one.)

No waiting period

Less than one year

One year

More than one year (Specify)

5. Must on s.r.tployee attain a stated age to be eligible to
participate ir, the plan?

IF YES, please slate age:

6, Must a person who is already a plan participonl meet a
service and/or age requirement before he becomes eligible
to receive disability income if disabled?

IF YES, please state the requirements:

7. What is the maximum period during which langterm total
disability income is paid to the totally disabled employee?
(Check one.)

To age 65

For life

Stated number of years
(Slate nearest years)

Other: (Specify)

A B C

609
Coin 10
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321 El 33-1 0 31-, 0

-2 0 -1 0 -2 0
-3 0 -3 0 -3 0

-.1 0 -4 0 -1 0

ss (PERIOD) 36 37 (9EMODI 31 an (PERIOD) 40

41-.) 0 YES 42-1 0 YES 13-1 0 YES

-2 0 NO -3 D NO -2 0 NO

. (AGE) 's o (AGE) 0 41. (AGE) ,te

se-7 0 YES st-I 0 YES S7-1 D YES
-2 0 NO -2 0 NO -2 0 NO

SVC AGE SVC AGE SVC AGE
55 54 33 56 37 35 59 60 61 62 63 64

es.? 0 66-1 0 67-1 0

-2 0 -: D -2 0
-s0 -a0 -30

es (YEARS) av 70 (YEARS) 71 72 IYEARW 73

-at D -1 D -4 0
74-110 It

PLEASE ENCLOSE A COPY OF THE BOOKLET OR FOLDER DESCRIBING YOUR LONGTERM TOTAL DISABILITY INCOME PLAN

COMMENTS: We would appreciate any remarks you would core to make
about your institution's benefit provisions, plans for the future, etc.

A.1105-.941,1M THANK YOU FOR YOUR COOPERATION
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INDEX

Abraham Baldwin Agricultural College,
Ga., 249, 474

Accidental death and dismemberment in-
surance: in group plans, 127-28, 136
(table), 154, 329-30 (tables)

Accident disability, see under Disability
Adequacy of benefits, see Benefits, ade-

quacy of
Adirondack Community College, N.Y.,

262, 507,'509, 557
Administrate: -s: classification, 4; coverage

ir institutions reporting, 7 (table), 14
(table), 15, 17-18, 72, 281 (table);
Facial Security coverage, 9, 107 (table),
108, 280 (table); types of plans, 15, 16
(table), 283 (table); in TIAA-CREF
plans, 53, 65, 344 (table), 346 (table);
in insurance company plans, 61; sharing
of contributions, 77 (table); salary-or-
annuity option, 86, 87 (table); retire-
ment age, normal, 94-95 (table), 289
(table), 295 (table); extension of service
beyond retirement age, 95-97 (table),
292 (table), 299 (table), 302 (table),
304 (table), 306 (table); fixed-age and
flexible-age plans, 96-97, 297 (table);
in group life insurance plans, 119, 120
(table), 132 (table), 140, 141 (table),
142 (table), 144, 145 (table), 313
(table), 314 (table), 315 (table), 316

(table), 318 (table), 319 (table), 320
(table), 321 (table), 323 (table). 325
(table), 327 (table), 329 (table), 330
(table), 331 (table), 332 (table), 333
(table); in basic group health insurance
plans, 150 (table), 156 (table), 335
(table). 336 (.-ible); coverage in mayor
medical expense insurance plans, 151,
152 (table), 152 (table), 176 (table),
178 (table), 179 (table), 180 (table),
184 (table), 186 (table), 340 (table),
341 (table), 343 (table), 347 (table),
356 (table), 365 (table), 367 (table),
368 (table), 370 (table), 371 (table),
373 (table), 374 (table), 376 (table),
378 (table), 380 (table), 383 (table),

6 1 8

388-90 (tables), 394 (table), 396
(table), 399 (table), 403-4 (table), 407
(table), 408 (table), 410 (table), 411
(table), 413 (table), 415 (table); cover-
age in hospital-surgical-medical insur-
ance, 151, 152
167 (table), 338

(table), 165
(table), 340

(table),
(table),

341 (table), 343 (table), 353 (table),
361 (table), 362 (table), 364 (table);
coverage in community group practice
medical plans, 152 (table), 153 (table).
359 (table); coverage in dental plans.
152 (table), 339 (table); coverage in
short-term disability plans, 194 (table),

611



612 INDEX

Administrators-Cont.
198-200, 417 (table), 418 (table), 420
(table); coverage in long-term total
disability plans, 212, 213 (table), 214
(table), 220, 229, 230 (table), 231-32,
234, 421 (table), 422 (table), 425-26
(table), 4A-32 (table), 436-37 (table),
441-42 (table), 446-47 (table); em-
ployer-employee contributions in re-
porting colleges, 285 (table); TIAA-
CREF plan only, 285 (table); in Blue
Cross/Blue Shield plans, 344 (table),
345 (table); in insurance company
medical expense plans, 344 (table), 346
(table)

Advisory Commission on Intergovern-
mental Relations: report on vesting sys-
tems, 22

Aeronautics, Academy of, N.Y., 262, 545
Age: effects of delay in vesting, 23; life

expectancy, 75; of entry into retirement
plans, 80 (table), 81 (table), 82 (table);
grading group life insurance by, 137
(table); see also Retirement age

Agency companies, see Insurance company
plans

Aims College, Colo., 247, 465
Akron, 0., University Community and

Technical College of, 267, 516, 519
Alabama Christian College, 242
Alabama, Employees' Retirement System

of, 451-52
Alabama, Teachers' Retirement System of,

452-53
Alamance, Technical Institute of, N.C.,

266, 512
Alameda; College of, Calif., 245, 461, 463
Alaska: community colleges, 242-43, 454,

455
Alaska Public Employees' Retirement Sys-

tem, 46, 454-55
Alaska Teachers' Retirement System, 44,

46, 455-56
Alaska, University of, Community Col-

leges, 242-43, 454, 455
Al any Junior College, Ga., 249, 474
Albany, N. Y., Junior College of, 263
Albemarle, College of the, N.C., 265, 512
Albert P. Brewer State Junior College,

Ala., 242, 452
Alexander City State Junior College, Ala.,

242, 452
Alice Lloyd College, Ky., 254, 545
Allan Hancock College, Calif., 243, 460,

463
Allegany Community College, Md., 255,

488, 490

69

Allegheny County, Pa., Community Col-
lege of, 269, 522, 545

Allegheny Campus, 269, 522, 545
Boyce Campus, 269, 522, 545
South Campus, 269, 522, 545

Allen Academy, Tex., 271
Allen County Community Junior College.

Kan., 254, 480
Alpena Community College, Mich., 257,

492
Alphonsus College, N.J., 261
Altus Junior College, Okla., 267, 520
Alvin Junior College, Tex., 271, 528, 580
Amarillo Junior College, Tex., 271, 528.

580
American Association of Junior Colleges

(AMC), 3, 4
American Association of University Pro-

fessors, 53; Statement of Principles. 69,
76,t2, 124-25

American Baptist Convention, 583
American College in Paris, 545
American Hospital Association, 155
American Lutheran Church, 584
American River College, Calif., 245, 460.

463
Anchorage Community College, Alaska,

242, 454, 455
Ancilla Domini College, Ind., 252
Anderson College, S.C., 270, 594
Andrew College, Ga., 249, 545
Angelina College, Tex., 272, 528, 580
Anne Arundel Community College, Md.,

255, 488, 490
Annuity: variable or unit (TIAA), 9, 72

concept, 23-24; principles, 24; TIAA-
CREF contracts, 54-56; types of, in
public retirement systems, 37, 45, 47;
CREF contracts, 54, 57, 58 (table),
59-61, 60 (table); insurance company
plans, 62, 63-64

Anoka-Ramsey State Junior College,
Minn., 258, 493, 494

Anson Technical Institute, N.C., 512
Antelope Valley College, Calif., 243, 460,

463
Aquinas Junior College, Tenn., 271
Arapahoe Junior College, Colo., 247, 465
Arizona State Retirement System, 456-57
Arizona Western College, 456
Arkansas State University, Beebe Branch,

243, 457, 458
Arkansas Teachers Retirement System, 45,

457-58
Arkansas, State Employees Retirement

System of, 458-59
Asheville-Buncombe Technical Institute,

N.C., 264, 512
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Ashland Community College, Ky., 255,
574

Association of American Colleges, 53;
Statement of Principles, 69, 76n2, 124-
25

Association of American Universities, 53
Assumption College, N.D., 266
Assumption College for Sisters, N.J., 261
Atlantic Community College, N.J., 261,

503, 555
Auburn Community College, N.Y., 262,

507, 509, 557
Austin State Junior College, Minn., 258,

493, 494
Averett College, Va., 545

Bacone College, Okla., 267, 545, 583
Bakersfield College, Calif., 244, 460, 463
Baltimore, Md., Community College of,

256, 487, 490
Baltimore, Md., Employees Retirement

System of City of, 487-88
Baltimore County, Md., Employees' Re-

tirement System of, 44, 46, 486-87
Bankers Life Company, 578
Barron County Campus, Stout State Uni-

versity, Wis., 275, 536, 537
Barstow College, Calif., 243, 460, 463
Bartlesville Wesleyan College, Okla., 267
Barton County Community College, Kan.,

254, 480
Basic hospital-surgical-medical insurance,

see Hospital-surgical-medical insurance,
basic

Bay De Noc Community College, Mich.,
257, 492

Bay Path Junior College, Mass., 256, 567-
68

Beaufort County Technical Institute, N.C.,
264, 512

Beaver County, Pa., Community College
of, 269, 522, 545

Becker Junior College, Mass., 256, 546
Eeckley College, W. Va., 275
Bee County College, Ter ., 272, 528, 580
Belleville Area College, Ill., 250, 477
Bellevue Community College, Wash., 274,

533, 534, 565
Beneficiary, see Survivcr benefits; Widow

benefits
Benefit plans, 5; extent of, 5-8 (tables);

booklets on, 11
Benefits, see Retirement benefits
Benefits, adequacy of, 9: contribution rates

to achieve, 23-25, 29-30; and rising
standards of living, 70-71

Bennett College, N.Y., 263, 546

Bergen Community College, N.J., 261, 503,
555

Berkshire Community College, Mass., 256,
491

Bethany Lutheran College, Minn., 258
Big Bend Community College, Wash., 275,

533, 534, 565
Birdwood College, Ga., 249
Bismarck Junior College, N.D., 266, 513,

514
Black Hawk College, III., 251, 477
Black Hawk East College, III., 251, 477
Black Hawk Junior College District, Ill.,

251, 477
Bliss College, Me., 255
Bladen Technical Institute, N.C., 264, 512
Blinn College, Tex., 272, 528, 580
Blue Cross plans, 154, 155-58, 156

(table), 162, 169; hospital coverage,
157; service benefits, 157; eligibility,
157-58

Blue Cross/Blue Shield plans, coordinated,
109, 158-59, 344-45 (tables)

Bluefield College, Va., 274, 594
Blue Mountain Community College, Ore.,

268, 521
Blue Ridge Community College, Va., 274,

531
Blue Shield plans, 154, 155, 156 (table),

158-59
Boone Junior College, Ia., 253, 479
Bradford Junior College, Mass., 256, 546
Brainerd State Junior College, Minn., 258,

493, 494
Brandywine College, Del., 248, 546
Brazosport Junior College, Tex., 272, 528,

580
Brevard College, N.C., 264, 546
Brevard Junior College, Fla., 248, 471,

472, 473
Brewton Parker College, Ga., 249, 594
Bristol Community College, Mass., 256,

491
Bronx Community College, N.Y., 263, 506,

510, 556
Brookdale Community College, N.J., 261,

503, 555
Broome Technical Community College,

N.Y., 263, 507, 509, 557
Broward Junior College, Fla., 248, 471,

472, 473
Brown, David G., The Mobile Professors,

quoted, 21
Brunswick Junior College, Ga., 249, 474
Bucks County Community College, Pa.,

268, 522, 547
Buffalo Diocesan Preparatory Seminary,

N.Y., 263

620
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Burlington County College, N.J., 261,
503, 555

Butler County Community Junior College,
Kan., 254, 480

Butler County Community College, Pa.,
268, 522, 547

Butte College, Calif., 243, 460, 463

Cabrillo Junior College, Calif., 243, 460,
463

Caldwell Technical Institute, N.C., 264,
512

California Public Employees' Retirement
System, 4 i, 44, 46, 460-63

California State Center Junior College
District, 246, 461, 464

California State Teachers' Retirement
System, 463-65

Camden County College, N.J., 261, 503,
555

Canada College, Calif., 246, 461, 463
Canyons, College of the, Calif., 244, 460,

463
Cape Cod Community College, Mass., 256,

491
Cape Fear Technical Institute, N.C., 264,

512
Carl Sandburg College, III., 251, 477
Carnegie, Andrew, 53
Carnegie Foundation for the Advancement

of Teaching: first retirement plan, 53
Carteret Technical Institute, N.C., 264, 512
Casper College, Wyo., 276, 539, 547
Catawba Valley Technical Institute, N.C.,

264, 512
Catholic University of Puerto Rico, 277

Aguadilla Center, 277
Arecibo Center, 277
Bayamon, 277
Mayague Center, 277

Catonsville Community College, Md., 255,
486, 490

Cazenovia College, N.Y., 263, 547
Cecil Community College, Md., 256, 488,

490
Centenary College for Women, N.J., 261
Central Arizona College, 243, 456
Central Baptist College, Ark., 243
Central Carolina Technical Institute, N.C.,

265, 512
Central College, Kans., 254, 547
Central Florida Junior College, Fla., 248,

471, 472, 473
Centralia Community College, Wash., 275,

533, 534, 565
Central Nebraska Technical College, 261,

500. 568

Central Oregon Community College, 268,
521

Central Piedmont Community College,
N.C., 265, 512

Central Texas Union Junior College, 272,
528, 580

Central Virginia Community College, 274,
531

Central Wyoming College, 276, 539, 547
Central YMCA Community College, Ill.,

251, 568, 596
Centreville Community College, Ia., 253,

479
Cerritos College, Calif., 243, 460, 463
Chabot College, Calif., 243, 460, 463
Chaffey College, Calif., 243, 460, 463
Chamberlayne Junior College, Mass., 256
Champlain College, Vt., 273, 577-78
Charles County Community College, Md.,

256, 490
Chattanooga State Technical Institute,

Tenn., 271, 526, 527
Chemeketa Community College, Ore., 268,

521
Chesapeake College, Md., 256, 490
Chicago, Ill., City College, 251, 477

Amundsen-Mayfair Campus, 251, 477
Bogan Campus, 251, 477
Fenger Campus, 251, 477
Loop Campus, 251, 477
Southeast Campus, 251, 477
Wright Campus, 251, 477

Chipola Junior College, Fla., 248, 471,
472, 473

Chowan College, N,C., 265, 594
Christian College, Mo., 260
Christian Churches (Disciples of Christ),

585
Christian College of the Southwest, Tex

547
Church retirement plans, 8, 16-17 (table);

pension systems, 65-66; disability pro-
visions, 214 (table), 233-34, 423
(table), 425 (table), 427 (table), 429
(table), 431 (table), 433 (table), 435
(table), 437 (table), 438 (table), 440
(table), 441 (table), 443" (table), 444
(table), 446 (table), 448 (table); de-
scriptions of individual plans, 583-96

Cincinnati, 0., City of, Retirement Fund,
515-16

Cincinnati, 0., City Retirement System, 45
Cincinnati, University of, 0., Branches,

267, 515, 516
Raymond Walters Branch, 267, 515,

516
University College, 267, 515, 516

Cisco Junior College, Tex., 272, 528, 580
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Citrus College, Calif., 243, 460, 463
City, County or District retirement sys-

tems, 15, 16-17 (tables)

354
364
152

(table), 361 (table), 363 (table),
(table); coverage in dental plans,
(table), 339 (table); coverage in

Clackamas Community College, Ore., 268,
521

Clarendon Junior College, Tex., 272, 528,
580

Clark Community College, Wash., 275,
533, 534, 565

Clark County Technical Institute, 0., 266,
517, 519

Clarke Memorial College, Miss., 259, 594
Clatsop Community College, Ore., 268,

521
Clayton Junior College, Ga., 249, 474
Clerical-service employees, 4; coverage in

institutions reporting, 7 (table), 14
(table), 15, 17 (table), 18, 72, 284
(table); Social Security coverage, 9, 107
(table), 108, 280 (table); in TIAA-
CREF plans, 53, 345 (table), 346
(table); in insurance company plans, 61;
in church retirement plans, 65; sharing
of contributions, 77 (table); salary-or-
annuity option, 86, 87 (table); fixed-age...-
and flexible-age plans for, 91 (table),
94 (table), 298 (table); retirement age,
normal, 97-99 (table), 290 (table), 296
(table); extension of service, 99-100,
293 (table), 300 (table), 303 (table),
305 (table), 306 (table); in group life
insurance plans, 119. 120 (table), 132-
33, 132 (table), 140, 141 (table), 142
(table), 144, 145 (table), 313 (table),
314 (table), 316 (table), 317 (table),
318 (table), 319 (table), 320 (table),
322 (table), 323 (table), 326 (table),
328 (table), 329 (table), 330 (table),
33[ (table), 332 (table), 333 (table);
in basic group health insurance plans,
150 (table), 156 (table), 335 (table),
337 (table); coverage in major medical
expenses insurance, plans, 151, 152
(table), 153 (table), 176 (table), 178
(table), 179 (table), 180 (table), 184
(table), 186 (table), 341 (table), 342
(table), 343 (table), 348 (table), 357
(table), 366 (table), 367 (table), 369
(table), 370 (table), 372 (table), 373
(table), 375 (table), 376 (table), 379
(table), 381 (table), 384 (table), 391-
92 (tables), 394 (table), 400 (table),
405-6 (table), 407 (table), 409 (table),
410 (table), 412 (table), 413 (table),
416 (table): coverage in hospital-surgi-
cal-medical insurance, 151. 152 (table),
165 (table), 167 (table), 338 (table),
341 (table), 342 (wide), 343 (table).

short-term disability plans, 194 (table),
198-99, 200-1, 417 (table), 419 (table),
420 (table); coverage in long-term dis-
ability plans, 212, 213 (table), 214
(table), 220, 229, 230 (table), 234, 421
(table), 422 (table), 427-28 (table),
433-34 (table), 438-39 (table), 442-
43 (table), 448-49 (table); employer-
employee contributions in reporting col-
leges, 285 (table); in Blue CrossiBlue
Shield plans, 345 (table), 346 (table);
in insurance company major medical ex-
penses plans, 345 (table), 346 (table);
coverage in community group practice
medical plans, 360 (table)

Cleveland County Technical Institute,
N.C., 265, 512

Cleveland State Community College,
Tenn., 271, 526, 527

Clinton Community College, N.Y., 263,
507, 509, 557

Cloud County Community Junior College,
Kans., 254, 480

Clovis Community College, N.M., 262
Coahoma Junior College, Miss., 259, 496
Cochise College, Ariz., 243, 456
Coffeyville Community Junior College,

Kans., 254, 480
Cogswell Polytechnical College, Calif., 244
Colby Community Junior College, Kans.,

254, 480
Colby Junior College For Women, N.H.,

261
College Retirement Equities Fund

(CREF): establishment, 54, 57; an-
nuity contract feature, 54, 57-58, 59-61,
60 (table); investments, 57-61, 58
(table), 60 (table); accumulation units,
59

Colorado Mountain College, Colo., 247,
465

Colorado Public Employees' Retirement
System, 44, 46, 465-66

Columbia Basin Community College,
Wash., 275, 533, 534, 565

Columbia Christian College, Ore.. 268
Columbia Junior College, Calif., 247. 461,

464
Columbia State Community College,

Tenn., 271, 526, 527
Columbus Technical Institute, 0., 266,

5+7, 519
Commercial insurance company plani, see

Insurance company plans

62,2
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Commission on Insurance and Annuities:
report on Carnegie free pension system,
53

Community colleges: Alaska, 242-43, 454,
455; Connecticut, 247-48; Hawaii, 250;
Illinois, 251-52; Iowa, 252-53; Kansas,
254; Kentucky, 255; Maryland, 255-56;
Massachusetts, 256-57, 491; Michigan,
257-58; New Jersey, 261-62; New York,
262-64, 557; North Carolina, 265-66;
Oregon, 268; Pennsylvania, 268-70; re-
tirement systems, 14-15n1, 3, 77;
Tennessee, 271; Texas, 272, 580; Vir-
ginia, 274; Washington, 274-75, 565;
Wyoming, 276-77; sec also Junior col-
leges

Community group practice medical plans,
155, 161-62, 169; coverage in institu-
tions reporting, 151, 152 (table), 153
(table), 161, 358-60 (tables)

Compton College, Calif., 244, 460, 463
Concordia College, Calif., 590
Concordia College, Ore., 268, 590
Concordia College, Wis., 275, 590
Concordia Collegiate Institute, N.Y., 263,

591
Concordia Lutheran College, Tex., 272,

591
Concordia Lutheran Junior College, Mich.,

257, 591
Connecticut: community colleges, 247-48
Connecticut, Junior College of, 247, 548
Connecticut Mutual Life Insurance Com-

pany, 577
Connecticut State Employees' Retirement

System, 32n15, 45, 46, 52, 467-68
Connecticut Teachers' Retirement System,

45, 46, 466-67
Connors State College, Okla., 267, 520
Consumer Price Index, Bureau of Labor

Statistics: public retirement systems
based on, 43-45, 44 (table), 46-47
(table); medical care and, 171, 172
(table)

Contra Costa Junior College, Calif., 244,
460, 463

Contra Costa Junior College District,
Calif., 244, 460, 463

Contributions to retirement plans, 76-84;
in defined benefit plans, 25-26; in
TIAA-CREF plans, 26, 54, 55, 78-
79; in insurance company plans, 26, 61;
in church retirement plans, 26, 65; in de-
fined contribution plans, 26-31, 38-40,
78-79; defined contribution and defined
benefits compared, 27-30, 28 (table),
30 (table); in defined benefit plans, 78;
relation to benefits, 79-82; rate influence

6 r}

on benefits, 81; taxation of, 82, 84-85;
salary or annuity options, 86, 87 (table);
in group life insurance plans, 126, 141
(table), 144-47, 146 (table), 315-16
(table), 317-18 (tables), 319 (tables),
321-23 (tables), 332-33 (tables); in
basic hospital-surgical-medical plans,
166-69 (tables), 352-55 (tables), 360-

64 (tables); in major medical expense
plans, 183-87 (tables), 365-73 (tables);
in long-term total disability plans, 231-
33, 232 (table), 423-28 (tables); in
community group practice medical plans,
358-60 (tables); see also Employee con-
tributions; Employer contributions

Conversion privilege: in group insurance
plans, 120

Cooke County Junior College, Tex., 272,
528, 580

Copiah-Lincoln Junior College, Miss., 259,
496

Corbett College, Minn., 258
Corning Community College, N.Y., 263,

507, 509, 557
Cottey Junior College Corporation, Mo.,

260, 548
County retirement systems, 15, 16-17

(tables)
Cowley County Community Junior Col-

lege, Kan., 254, 480
Craven County Technical Institute, N.C.,

265, 512
Crowder College, Mo., 260, 497
Crowley's Ridge College, Ark., 243
Cuesta College, Calif., 244, 460, 463
Cullman College, Ala., 242
Cumberland College of Tennessee, 271,

548
Cumberland County College, NJ., 261,

503, 555
Cuyahoga Community College, 0., Metro-

politan and Western Campuses, 266, 516,
519

Cypress Junior College, Calif., 245, 460,
463

Dabney S. Lancaster Community College,
Va., 274, 531

Dallas County, Tex., Junior College Dis-
trict, 272, 528, 548, 580

Dalton Junior College, Ga., 249, 474
Danville Community College, Va., 274,

532
Danville Junior College, III., 251, 477
Davenport College of Business, Mich., 54'
Davidson County Community College,

N.C., 265, 512
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Dawson College, Mont., 261, 499, 500
Daytona Beach Junior College, Fla., 248,

471, 472, 473
Dean Junior College, Mass., 256, 568-69
De Anza College, Calif., 244, 460, 463
Dp.th benefits: in TIAA-CREF plans, 55,

124 (table); in public retirement plans,
122, 123 (table), 124; in group life in-
surance plans, 125, 313-14 (tables)

Deep Springs College, Calif., 244
De Kalb College, Ga., 249, 474
Delaware County, Pa., Community College

of, 269, 522, 548
Delaware State Employees' Retirement

System, 469
Delaware Technical and Community Col-

lege, Northern and Southern 1;ranches,
248, 469

Delgado College, La., 255, 481, 484
Del Mar College, Tex., 272, 528, 549, 580
Delia College, Mich., 257, 492
Dental plans, group, 162-63; coverage in

institutions reporting, 151, 152 (table),
162, 339 (tables)

Denver, Colo., Community College, North
and West Campuses, 247, 465

Dependent coverage: group life insurance
for, 142-43; in basic hospital-surgical-
medical plans, 158, 167-68 (table), 352-
55 (table); in major medical expense
plans, 183, 185-87, 18' (table), 355-57
(tables), 365-73 (tables); sick leave,
202; disability, Social Security coverage,
215

Desert, College of the, Calif., 244, 460, 463
Des Moines Area Community College, Ia.,

253, 479
Diablo Valley College, Calif., 244, 460,

463
Disability: ace:dent expense insurance, 160,

161; disth.c.tion between short- and long-
term, 193-94

Disability income insurance and benefits,
193-235; under Social Security, 9, 109,
111, 113 ( table), 114-15, 114 (rable);
in group life insurance plans, 130; pay-
ment, life insurance, 130; waiver of an-
nuity premium benefit, 130; taxation of,
197; under public retirement systems,
214 (table), 215-19, 216 (table), 217-
18 (tables); long-term plans, 222-29,
234-35

-long-term total, 211-35; coverage in in-
stitutions reporting, 7 (table), 8, 10, 212,
213 (table), 420-21 (tables); Social
Security benefits, 109, 115, 215, 223,
226. 228; types, 213-16, 214 (table),
233-34, 421-22 (tables); in public re-

624

tirement systems, 215-19; TIAA survey,
220; TIAA long-term plan, 2.20, 255;
definition, 220-21; group insurance plans,
220-26; eligibility, 221-22, 429-43
(tables); elimination period, 222; de-
cisions to be made in adopting, 226-33;
participation, 228-29, 429-43 (tables);
leaves of absence, 233; maximum pay-
ment period, 444-49 (tables)

- -!...aort-term, 193-210; coverage in institu-
tions reporting, 7 (table), 8, 10, 194
(table), 206-7, 416-17 (tables); Social
Security benefits, 115; types of plans,
194-96; 195 (table), 418-19 (tables);
Workmen's Compensation benefits, 195
(table), 207-9, 418-19 (tables); sick-
leave plans, 196-206; accidents, 209;
income arrangements, 418-20 (tables)

District of Columbia, United States Civil
Service Retirement System, 469-71

Dixie Junior College, Utah, 273, 529
Dodge City Community Junior College,

Kansas, 254, 480
Donnelly College, Kans., 254
Dupage, College of, III., 251, 477
Durham Technical Institute, N.C., 265, 512
Dutchess Community College, N.Y., 263,

507, 509, 557
Dyersburg State Community College,

Tenn., 271, 526, 527

East Central Junior College, Miss., 259,
496

East Central Junior College, Mo., 260,
497

Eastern Arizona College, 243, 456
Eastern Iowa Community College, 253,

479
Clinton Campus, 253, 479
Muscatine Campus, 253, 479
Scott Campus, 253, 479

Eastern Maine Vocational Technological
Institute, 255, 485

Eastern Oklahoma State College, 268, 520
Eastern Pilgrim College, Pa., 269
Eastern Utah, College of, 273, 529
Eastern Wyoming College, 276, 539, 549
East Los Angeles College, Calif., 245, 459,

460, 463
East Mississippi Junior Collage, 259, 496
East New Mexico University, 262, 505

Roswell Campus, 262, 505
Edgecombe County Technical Institute,

N.C., 265, 512
Edison Junior College, Fla., 248, 571, 472,

473
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Edmonds Communiiy College, Wash., 275,
533, 534, 565

Edviard Williams College, N.J., 549
El Camino College, Calif., 244, 460, 463
El Centro College, Tex., 272, 528, 580
Elgin Community College, Ili., 251, 477
Eligibility, sec tinder individual plans
Elizabeth Seton College, N.Y., 263, 549,

569
Elizabethtown Community College, Ky.,

255, 574
Elko Community College, Nev., 261, 501,

549
Ellen Cushing Junior College, Pa., 269,

583
Ellsworth College, la., 252, 479
El Paso Community College, Colo.. 247,

465
El Reno College, Okla., 268
Embry-Riddle Aeronautical Institute, Fla.,

549
Emmanuel College, Ga., 249
Emmetsburg Community College, Ia., 253
Employee contributions, I I, 24-25; in de-

fined benefit plans, 25-26, 28 (table),
30 (table); in TIAA -CREF plans, 26,
54, 55; in defined contribution plans,
26-31, 28 (table), 30 (table), 38-40,
39 (table); in insurance company plans,
61; in church pension plans, 65; ad-
vantages of, 83-84; extra, through salary
reductions, 85-86; salary reduction as,
85-87, 287 (tables); Social Security,
1 I 1; in public retirement plans, 122; in
group life insurance plans, 126, 141
tab/e), 144-47, 146 (table), 315-16
(tables), 317-18 (tables), 319 (tables),
321-23 (tables), 332-33 (tables); in
basic hospital-surgical-medical plans,
167 (table), 168 (table), 169, 352-55
(tables), 360-64 (tables); in major
medical expense plans, 183-87 (tables),
365-73 (tables); in long-term total dis-
ability plans, 232-33 (table), 423-28
(tables); in reporting colleges, 285
(table), 286 (table); in community
group practice medical plans, 358-60
(tables)

Employees: percentage answering ques-
tionnaire, 5; coverage in public retire-
ment systems, 33; coverage in TIAA-
CREF plans, 55; coverage in insurance
company plans, 61; classes covered in
public retirement systems, 72, 73-74;
lower-income, 84; lower-paid, noncon-
tributory plans, 84; see also Adminis-
trators; Clerical-service employees; Fac-
ulty members: Part-time employees

Employer contributions, 24-25; in defined
benefit plans, 25-26. 28 (:able), 30-31,
30 (table): in TIAA-CREF plans. 26,
54; in defined contribution plans, 26-27,
28 (table), 30 (table), 30-31; in in-
surance company plans, 61, 63; in church
pension plans, 65-66; tax treatment, 82,
84-85; advantages of noncontributory
plans, 82-83; Social Security, 1 1 1; in
group life insurance plans, 126, 141

(table), 144-47, I46 ( table), 315-16
(tables.), 317-18 (tables), 319 (tables),
321-23 (tables), 332-33 (tables); in
basic hospital-surgical-medical plans,
166, 167 (table), 168-69 (table), 352-
55 (tables), 360-64 (tables); in major
medical expense plans, 183-87 (tables),
365-73 (tables); in long-term total dis-
ability plans, 231-33, 232 (table), 423-
28 (tables); in reporting colleges, 285
(table), 286 (table); in community
group practice medical plans, 358-50
(table's)

Endicott Junior College, Mass., 256
Englewood Cliffs College, N.J., 261
Enterprise State Junior College, Ala., 242,

452
Episcopal Church, 587
Erie County Technical Institute, N.Y., 263,

507, 509
Essex Community College, Md., 256, 490
Essex County College, N.J., 261, 503, 556
Esso Education Foundation, 3. 4
Everett Community College, Wash., 275,

533, 534, 565
Extension of service beyond normal retire-

ment age: faculty members, 90-94, 291
(table), 301 (table), 304 (table), 305
(table); administrators, 95-97 (table),
292 (table), 299 (table), 302 (table),
302 (table), 304 (table), 306 (table);
clerical-service personnel, 99-100, 293
(table), 300 (table), 303 (table), 303
(table), 305 (table), 306 (table)

Faculty members: classification, 4; cov-
erage in institutions reporting. 7. (table),
14 (table), 15, 17-18, 72, 281 (table);
Social Security coverage, 9, 107 (table),
108, 280 (table); types of plant, 15, 16
(table), 282 (table); freedom of move-
ment, 21; withdrawal before retirement,
21; in TIAA-CREF plans, 53, 65, 344
(table), 345 (table); in insurance com-
pany plans, 61; sharing of contributions,
77 (table); salary-or-annuity option, 86,
87 (table); retirement age, normal. 89-
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90 (table). 288 (table), 295 (table);
extension of service bcyond retirement
age, 90-94, 291 (Fah(, 301 (table),
304 (table), 305 (table): fixed-age and
flexible age plans for, 91-94 (tables).
297 (table), 298 (table); in group life
insurance plans, 119, 120 (table), 132
(table), 140, 141 (Fable), 142 (table),
144, 145 (table), 312 (table), 313
(table,) 315 (table), 316 (table), 317
(table), 319 (table), 320 (table), 321
(table), 322 (table), 324 (table), 327
(table), 328 (table), 329 ( table), 330
(table), 331 (table), 332 (table); in
basic health insurance plans, 150
(table), 156 (table), 335 (table), 366
(table): coverage in major medical ex-
pense insurance plans, 151, 152 (table),
153 (t...ble). 176 (table), 178 (table),
179 (table), 180 (table), 184 (table),
136 (table), 340 (table), 341 (table).
342 (table), 347 (table), 355 (table),
356 (table), 366 (table), 368 (table),
369 (table), 371 (table), 372 (table),
374 (table), 375 (table), 377 (table),
380 (table), 382 (table), 385-86
(tables), 387 (table), 393 (table), 395
(table), 397 (table), 398 (table), 401-2
(table), 406 (table), 408 (table), 409
(table), 411 (table), 412 (table), 414
(table); coverage in hospital-surgical-
medical insurance plans, 151, 152
(table), 165 (table), 167 (table), 337
(table), 340 (table), 341 (table), 342
(table), 332 (table), 360 (table), 362
(table), 363 (table); coverage in com-
munity group practice medical plans,
152 (table), 153 (table), 353 (table);
coverage in dental plans, 152 (table),
339 (table); coverage in short-term dis-
ability plans, 194 (table), 198-200, 416
(table), 418 (table), 419 (table); cov-
erage in long-term total disability plans,
212, 213 (table), 214 (table), 220, 229,
230 (table), 231-32, 2.33-34, 420
(table), 421 (table), 423-24 (table),
429-30 (table), 435-36 (table), 439-40
(table), 444-45 (table); TIAA-CREF
plans only, 284 (table); employer-em-
ployee contributions in reporting col-
leges, 285 (table); in Blue Cross/Blue
Shield plans, 344 (table), 345 (table);
in insurance company major medical ex-
pense plans, 344 (table), 345 (table)

Fairbury Junior College, Nes..., 261, 500
Family, see Dependent coverage
Fashion Institute of 'Technology, N.Y.,

263, 509, 510
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Fayetteville Technical Institute, N.C., 265,
512

Feather River College, Calif., 245, 461,
463

Fergus Falls State Junior College, Minn.,
258, 493, 494

Ferrum Junior College Va., 274, 549,
595

Financing of retirement benefits: funding
current setvice benefits, 23-24; fully
funded plans, 31-32; underfunded, 32;
annuity and investment principles, 57-
59; prior service and supplementary bene-
t.ts, 87-89; see also Contributions; Em-
ployee contributions; Employer contribu-
tions; Funding; Investments

Finger Lakes, Community College of the,
N.Y., 263, f 07, 509, 557

Fisher Junior College, Mass., 256, 550
Flathead Valley Community College,

Mont., 261, 499, 500
Flint Community Junior College, Mich.,

257, 492
Florida College, 248
Florida Junior College at Jacksonville, 248,

471, 472, 473
Florida Keys Junior College, 248, 471,

472, 473
Florida Retirement System, 451, 471-72
Florida, State and County Officers and

Employees Retirement System, 451,
472-73; see also Florida Retirement
System

Florida, Teachers Retirement System of,
451, 473-74; see also Florida Retire-
ment System

Florissant Valley Cr .nmunity
Mo., 260, 497, 570

Foothill College, Calif., 244, 460, 463
Foothill Junior College District; Calif.,

244, 460, 463
Ford Foundation, 220
Forest Park Community College, Mo., 260,

497, 570
Forfeiture: in withdrawal from retirement,

20; of employee contribution in public
retirement systems, 41-42; voluntary,
42-43

Forsyth Technical Institute, N.C., 265, 512
Pert Knox Community College, Ky., 255,

574
Fort Scott Community . Tunior College,

Kans., 254, 480
Fort Steilacoom Community College,

Wash., 275, 533, 534, 565
Four County Technical Institute, 0., 266,

516, 519
Franconia College, N.H., 550
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Franklin Institute of Boston, Mass., 256
Frank Phillips College, Tex., 272, 528, 580
Frederick Community College, Md., 256,

488, 490
Freed-Hardeman College, Tenn., 271, 550
Freeman Junior College, S.D., 271, 592
Fresno City College, Calif., 246, 461, 464
Fullerton Junior College, Calif., 245, 460,

463
Fulton-Montgomery Community College,

N.Y., 263, 507, 509, 557
Funding, 23-24; definition, 23; in defined

contribution plan, 26; in public retire-
ment systems, 26, 29-30, 31-32, 51-52;
it defined benefit plait, 29-30; fully-
funded plans, 31-32; underfunded plans,
32; terminal, 32; see also Financing of
retirement benefits

Gadsden State Junior College, Ala., 242,
452

Gainesville Junior College, Ga., 249, 474
Galveston Community College, Tex.. 272,

528, 580
Garden City Community Junior College,

Kans., 254, 480
Gardner-Webb College, N.C., 594
Garland Junior College, Mass., 256
Gaston College, N.C., 265, 512
Gavilan College, Calif., 244, 460, 463
General Conference of Seventh-Day Ad-

ventists, 588
Genesee Community College, N.Y., 263,

507, 509, 557
George C. Wallace State Technical Junior

College, Ala., 242, 452
Georgia Military College, 249
Georgia, Teachers' Retirement System of,

44, 46, 474-75
Glendale College, Calif., 244, 460, 463
Glendale Community College, Ariz., 243,

456
Glen Oaks Community College, Mich.,

257, 492
Gloucester County College, N.J., 262, 503,

556
Gogebic Community College, Mich., 257,

492
Golden West College, Calif., 245, 460,

463
Gordon Military College, Ga., 250
Grahm Junior College, Mass., 256
Grand Rapids Junior College, Mich., 257,

492
Grand Vieux, College, Ia., 253, 588
Grants Branch College. N.M., 262, 505

6 ?.

Grays Harbor Community College, Wash.,
275, 533, 534, 565

Grayson County Junior College, Tex., 272,
528, 580

Greater Hartford Community College,
Conn., 14, 466, 467

Great Western Life Assurance Company,
582

Greenbrier College. W.Va., 275
Greenfield Community College, Mass.,

256, 491
Green Mountain College, Vt., 273, 550
Greenough, William C., 57, 58
Green River Community College, Wash.,

275, 533, 534, 565
Grossmont College, Calif., 244, 460. 463
Group health insurance, 149-92; types,

149, 150-51, 152 (table), 336-37
(tables); see also Disability income
insurance and benefits; Health insur-
ance; Hospital-surgical-medical insurance,
basic; Major medical expense insurance

Group insurance: coverage in institutions
reporting, 7 (table), 8; see also Dis-
ability income insurance and benefits;
Group file insurance; Health insur-
ance; Hospital-surgical-medical insur
ante, basic; Major medical expense in-
surance

Group life insurance, 119-48; coverage in
institutions reporting, 7 (table), 8, 119,
120 (table); advantages of, 120-21;
benefit objectives, 124-25; term insur-
ance, 125-26, 334 (table); types of
plans, 125-28, 327-28 (tables); collec-
tive, 126, 138-39 (table); permanent,
126-27; underwriting principles, 128;
eligibility and classes of employees cov-
ered. 128, 131, 133; experience rating,
129-30; settlement options, 130; waiver
of premium and payment in disability
cases, 130; decisions to be made in
adopting, 131-32; patterns, 133-35, 134
(table); decreasing, 137; units, 138; op-
tional additional, 140-42 (tables), 316-
17 (tables), 319 (tables); during re-
tirement, 143-44, 330-31 (tables); cost
sharing, 144-47; contributory vs. non-
contributory plans, 147; administration
manual for, 147-48; through state em-
ployee or teachers association, or labor
union membership, 320-23 (tables); see
also Life insurance plans

Guilford Technical Institute, N.C., 265,
512

Gulf Coast Junior College, Fla., 249, 471,
472, 473

Gulf Park College, Miss., 259, 550
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Hagerstown Junior College, Md., 256, 488,
490

Halifax County Technical Institute, N.C.,
265, 512

Hancock County Branch, West Liberty
State College, W.Va., 275, 535

Harcum Junior College, Pa., 269, 550
Harford Junior College, Md., 256, 488, 490
Harriman Collep..., N.Y., 263, 569
Harrisburg Area Community College, Pa.,

269, 522, SKI
Hartford College for Women, Conn., 247
Hartford State Technical College, Conn.,

247, 466, 467
Hartnell College, Calif., 244, 460, 463
Hawaii: community colleges, 250
Hawaii Employees' Retirement System of

the State of, 45, 49, 475-76
Hawaii Technical School, 250, 475
Hawaii. University of, Community Col-

leges, 250, 475
Hawkeye Institute of Technology, Ia., 253,

47';
Haywood Technical Institute, N.C., 265,

512
Hazard Community Collegc, Ky., 255, 574
Health insurance: coverage in institutions

reporting, 7 (table), 8; indemnity, 9-10;
definition, 149; types, 154-55, 156
(table), 336-37 (tables); see also Blue
Cross plans; Blue Shield plans; Hospital-
surgical-medical insurance, basic; Insur-
ance company plans; Major medical ex-
pense insurance; Medicare

Henderson Community College, Ky., 255,
574

Henderson County Junior College, Tex.,
272, 528, 580

Henderson County Technical Institute,
N.C., 512

Henry Ford Community College, Mich.,
257, 492

Herkimer County Community College,
N.Y., 263, 507, 509, 557

Hesston College, Kans., 254
Hibbing State Junior College, Minn., 258,

493, 494
Highland Community College, Ill., 251,

477
Highland Community Junior College,

Kans., 254, 480
Highland Park College, Mich., 257, 492
Highland Community College, Wash., 275,

533, 534, 565
Hilbert College, N.Y., 263
Hill Junior College, Tex., 272, 528, 580
Hillsborough Junior College, Fla., 249,

471, 472, 473

Hinds Junior College, Miss., 259, 497
Hiwassee College, Tenn., 271, 551
Holmes Junior College, Miss., 2.59, 497
Holy Cross Junior College, Wis., 275
Holyoke Community College, Mass., 257,

491
Honolulu Community College, Hawaii,

250, 475
Hopkinsville Community College, Ky.,

255, 574
Hospital expenses: under Medicare, 9,

109, 113 (table), 116-18; Blue Cross,
157

Hospital-surgical-medical insurance, basic,
151, 154, 10-71; coverage M institu-
tions reporting, 151, 152 (table), 153
(table), 337-38 (tables); insurance
company plans, 151, 155, 156 (table),
159-61, 344-45 (tables); community
group practice plans, 155, 161-62, 169;
eligibility and classes of employees
covered, 164; waiting periods, 164-66,
165 (table); cost sharing, 166-69; choice
of plans, 169; for retired staff members,
169-71, 411-16 (tables); see also Major
medical expense insurance

Hostos Community College, 556
Housatonic Community Colllege, Con-

247, 466, 467
Howard Community College. Md., 256,

488, 490
Howard County Junior College, Tex., 272,

528, 580
Hudson Valley Community CL,:lege, N.Y.,

263, 507, 509, 557
Humphreys College, Calif., 244
Hutchinson Community Junior College,

Kans., 254, 480

Idaho Public Employee Retirement Sys-
tem, 43, 476-77

Illinois: community colleges, 251-52
Illinois Central College, 251, 477
Illinois, State Universities Retirement Sys-

tem, 45, 51-52, 477-78
Illinois Valley Community College, 251,

477
Immaculata College of Washington, D.C.,

248, 551
Imperial Valley College, Calif., 244, 460,

463
Income: as objective of retirement plans,

20, 68-72; disposable, 68-69; see also
Retirement income

Independence Community Junior College,
Kans., 254, 480

628
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Indiana, Public Employees' Retirement
Fund, 478-79

Indiana Vocational Technical College, 252,
478, 551

Indian River Jnnior College, Fla., 249,
471, 472, 473

Inflation: effect on retirement income, 9;
dollar purchasing power and, 43-44;
pension planning and, 57-58; and ade-
quacy of benefits, 70-72

Insurance, see Disability income insurance
and benefits; Group life insurance;
Health insurance; Hospital-surgical-
medical insurance; Insurance company
plans; Life insurance plans; Major Medi-
cal expense insurance; TIAA-CREF

Insurance company plans: description of,
61-64; individual policies, 62-63; major
medical expense, 151, 155, 156 (table),
159-61, 344-45 (tables); provisions of,
577-82

Interarnerican University of Puerto Rico,
277

Aguidilla, 277
Arecibo, 277
Barranquitas, 277
Bayamon, 277
Ponce, 277

Internal Revenue Code: retirement plan
benefits in, 83-84, 85; taxation of dis-
ability income, 197

Inver Hills State Junior College, Minn.,
258, 493, 494

Investments: in public retirement systems,
45, 48-51, SO (table); TIAA, 56; CREF,
57-61, 58 (table), 60 (table); princi-
ples, 60-61

Iowa: c_;mmunity colleges, 252-53
Iowa Area I Vocational Technical School,

252, 479
Iowa Area III Community College District,

479
Iowa Area VI Community College District,

252, 479
Iowa Area XI Community College, 253,

479
Iowa Central Community College, 253,

479
Eagle Grove Campus, 253, 479
Fort Dodge Campus, 253, 479
Webster City Campus, 253, 479

Iowa Lakes Community College, 253, 479
Iowa Public Employees' Retirement Sys-

tem, 479-80
Iowa Technical Area XV Community Col-

lege, 253, 479
Ottumwa Campus, 253, 479
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Iowa Western Community College, 253,
479

Clarinda Campus, 253, 479
Council Bluffs Campus, 253, 479

Isothermal Community College, N.C.,
265, 512

Itasca State Junior Col'cge, Minn., 258,
493, 494

Itawamba Junior College, Miss., 259, 497

Jackson Community College, Mich., 257,
492

Jackson State Community College, Tenn.,
271, 526, 527

Jacksonville College, Tex., 272
James Sprunt Institute, N.C., 265, 5i2
Jamestown Community College, N.Y., 263,

507, 509, 557
Jefferson Community College, Ky., 255,

574
Jefferson Community College, N.Y., 263,

507, 509, 557
Jefferson County Technical Institute, 0.,

266, 517, 519
Jefferson Davis Junior College, Miss., 259,

497
Jefferson Davis State Junior College, Ala.,

242
Jefferson State Junior College, Ala., 242,

451, 452
John A. Logan College, III., 251, 477
John C. Calhoun State Technical Junior

College, Ala., 242, 451, 452
John Hancock Insurance Company, 579
Johnson & Wales Junior College of Busi-

ness, R.I., 270, 569,-70
Johnson County Community Junior Col-

lege, Kans., 254, 480
Johnston County Technical Institute, N.C.,

512
John Tyler Community College, Va., 274,

532
Joint Economic Committee, Subcomittee

on Fiscal Policy, quoted, 50
Joliet Junior College, III., 251, 477
Jones Co11,7ge, Fla., 249
Jones County Junior College, Miss., 259,

497
Juneau - Douglas Community College,

Alaska, 242, 454, 455
Junior colleges: purpose of study, 1-2;

coverage of study, 3; background of
study, 3, 4; questionnaire, 4-5, 597-609
(text); response to questionnaire, 5, 6-7
(tables), 279 (table); findings of survey,
5-8; enrollments, 6 (table); types of
plans, 15-18; retirement plans in effect.
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241-76; TIAA-CREF plan only 284
(table), 285 (table); see also Commu-
nity colleges

Junior colleges, private: response to ques-
tionnaire, 5, 6-7 (tables), 279 (table);
coverage in institutions reporting, 7
(table); church pension systems, 8,
16-17 (table), 65; classes of em-
ployees covered, 15 (table), 72; ex-
tent of coverage, 14 (table), 15, 18;
types of plans, 15, 16-17 (tables);
employer-employee cost sharing, 77-78,
77 (table); without retirement plans, 88;
Social Security coverage, 107 (table),
108, 280 (table); group life insurance
plans, 119, 120 (table), 312-13 (tables);
group health insurance plans, 150
(table), 335 (table); short-term dis-
ability plans, 194 (table), 195 (table),
416-17 (tables); long-term disability
plans, 212, 213 (table), 214 (table)

Junior colleges, public: response to ques-
tionnaire, 5. 6-7 (tables), 279 (table);
coverage in institutions reporting, 7
(table); extent of coverage, 14 (table),
17-18; classes of employees covered, 14
(table), 72; types of plans, 15, 16-17
(tables); employer-employee sharing of
cost, 77-78, 77 (table); Social Security
coverage, 107 (!able), 108, 280 (table);
group life insurance plans, 119, 120
(table), 312 - -13 (tables); basic group
health insurance plans, 150 (table),
335 (tables); short-term disability plans,
194 (table), 195 (table), 416-17
(tables); long-term disability plans, 212,
213 (table), 214 (table)

Kalamazoo Valley Community College,
Mich., 257, 492

Kankakee Community College, Ill., 257,
477

Kansas: community colleges, 254
Kansas City Kansas Community Junior

College, 254, 480
Kansas Public Employees' Retirement Sys-

tem, 480-81
Kansas Technical Institute, 551
Kapiolani Community College, Hawaii,

250, 475
Kaskaskia College, Ill., 251, 477
Kauai Community College, Hawaii, 250,

475
Kellogg Community College, Mich., 257,

492
Kemper Military School & College, Mo.,

260, 551
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Kenai Peninsula Community College,
Alaska, 242, 454, 455

Kendall College, III., 251, 551
Kennedy-King College, Ill., 251, 477
Kennesaw Junior College, Ga., 250, 474
Kenosha Technical Institute, Wis., 276,

536, 537
Kent State University, 0., Branches, 267,

516, 519
Ashtabula Branch, 267, 516, 519
Columbiana County Branch, 267, 516,

519
Kentucky: community colleges, 255
Kentucky, University of, Community Col-

leges, 255, 574
Kern Junior College District, Calif., 244,

460, 463
Ketchikan Community College, Alaska,

243, 454, 455
Kettering College of Medical Arts, 0., 267,

588
Keystone Junior College, Pa., 269, 551
Kilgore College, Tex., 272, 528, 580
Kingsborough Community College, N.Y.,

263, 506, 510
Kirkland Hall College, Md., 256
Kirkwood Community College, Ia., 253
Kirtland Community College, Mich., 257,

492
Kishwaukee College, Ill., 251, 477
Kittrell College, N.C., 265

Labette Community Junior College, Kans.,
254, 481

Labor unions: group life insurance, 320-
23 (tables)

Lackawanna junior College, Pa., 269
Lake City Junior College and Forest

Ranger School, Fla., 249, 471, 472, 473
Lake County, College of, Ill., 251, 477
Lake Land College, III., 251, 477
Lakeland Community College, 0., 267, 517
Lake Michigan College, Mich., 257, 492
Lake Region Junior College, N.D., 266,

513, 514
Lakeshore Vocational Technical School,

Wis., 276, 536, 537
Lake Sumter Junior College, Fla., 249, 471,

472, 473
Lakewood State Junior College, Minn.,

258, 493, 494
Lamar Community College, Colo., 247,

465
Lane Community College, Ore., 268, 512
Laney College, Calif., 245, 461, 463
Lansing Community College, Mich., 257,

492

630
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Laramie County Community College,
Wyo., 276, 539

Laredo Junior College, Tex., 272, 528, 580
Lasell Junior College, Mass., 257, 522
Lassen College, Calif., 244, 460, 463
Leaves of absence: major medical expense

insurance, 187; TIAA plans, 187; sick
leave in disability plans, 197-98; dis-
ability programs, 233

Lee College, Tex., 272, 528, 580
Lees Junior College, Ky., 254, 593
Lees McRae College, N.C., 265, 552, 593
Leeward Community College, Hawaii, 250,

475
Lehigh County Community College, Pa.,

269, 522, 552
Leicester Junior College, Mass., 257, 552
Lenoir County Community College, N.C.,

265, 512
Lexington Technical Institute, Ky., 255,

574
Life insurance plans: coverage in institu-

tions reporting, 7 (table), 9; see also
Group life insurance

Lincoln College, Ill., 251, 552
Lincoln Land Community College, Ill.,

251, 477
Lindsey Wilson College, Ky., 254
Linn-Benton Community College, Ore.,

268, 521
Living standards: changes in, 70-71, 71

(table)
Local teacher retirement systems: total dis-

ability provisions, 423 (table), 425 (table),
427 (table), 429 (table), 431 (table),
433 (table), 435 (table), 436 (table),
438 (table), 439 (table), 441 (table),
442 (table), 444 (table), 446 (table),
448 (table)

Long Beach City College, Calif., 244, 460,
463

Longview College, Mo., 260, 497
Long-term disability, see under Disability

insurance and benefits
Lon Morris College, Tex., 272
Lorain County Community College, 0.,

267, 516, 519
Los Angeles, Calif., City Junior College

District Retirement System, 459-60
Los Angeles, Calif., Junior College Dis-

trict, 245, 459, 460, 463
Los Angeles City College, Calif., 245, 459,

460, 463
Los Angeles Harbor College, Calif., 245,

459, 460, 463
Los Angeles Pierce College, Calif., 245,

459, 460, 463

Los Angeles Southwest College, Calif., 245,
459, 460, 463

Los Angeles Trade Technical College,
Calif., 245, 459, 460, 463

Los Angeles Valley College, Calif., 245,
459, 460, 463

Los Rios Junior College District, Calif.,
245, 460, 463

Louisburg College, N.C., 265
Louisiana State Employees' Retirement

System, 52, 482-84
Louisiana State University Two-Year

Campuses, 255, 482, 484, 570-71
Alexandria Campus, 255, 482, 484,

570-71
Eunice Campus, 255, 482, 484, 570-

71
Shreveport Campus, 255, 482, 484,

570-71
Louisiana, Teachers' Retirement System of,

484-85
Lourdes Junior College, 0., 267, 571-72
Lower Columbia Community College,

Wash., 275, 533, 534, 565
Lubbock Christian College, Tex., 272, 552
Lurleen B. Wallace State Junior College,

Ala., 242
Lutheran Church in America, 588
Lutheran Church-Missouri Synod., 590
Luther College of Bible and Liberal Arts.,

N.J., 262
Luther Rice College, Va., 274
Luzerne County Community College, Pa.,

269, 522, 553

McCook College, Neb., 261, 500
McDowell Technical Institute, N.C., 265,

512
McHenry County College, III., 251, 477
McLennan Community College, Tex., 272,

528, 554, 580
Maccormac College, III., 251
Macomb County Community College,

Mich., Center and South Campuses, 257,
492

Macon Junior College, Ga., 250, 474
Madison Area Technical College, Wis.,

276, 536, 537
Madisonville Community College, Ky.,

255, 574
Maine State Retirement System, 49, 485-

86
Mainland, College of the, Tex., 272, 528,

580
Maintenance personnel, see Clerical-service

personnel
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Major medical expense insurance, 171-89;
supplementary, coverage in institutions
reporting, 10, 151, 152 (table), 153
(table); coverage in institutions report-
ing, 10, 151, 152 (table), 153 (table),
340-41 (tables); maximum benefit, 10,
173, 179-80 (table), 398-406 (tables);
development, 171; supplementing basic
hospital-surgical-medical plans, 171-72;
coverage, 173; reinstatement provisions,
173; cash deductible, 173-74, 175, 176
(table), 375-93 (tables); provisions,
173-75; benefit period, 174, 175-77,
178 (table), 393-97 (tab/es); all cause
and per cause deductibles, 177-79
(table), 374-75 (tables), 401-6 (tables);
premium rates, 181; operation of plan,
181-89; classes of employees covered,
182-83; decisions to be made in adopt-
ing, 182-87; cost sharing, 183-87; co-
ordination of benefits, 188-89; future,
189-91; see also Hospital-surgical-medi-
cal insurance, basic

Malcolm X College, Ill., 251, 477
Mallinckrodt College, Ill., 251
Manatee Junior College, Fla., 249, 471,

472, 473
Manchester Community College, Conn.,

247, 466, 467
Manhattan Borough Community College,

N.Y., 263, 506, 556
Manor Junior College, Pa., 269, 553
Maple Woods College, Mo., 260, 497
Maria College of Albany, N.Y., 263
Maria Regina College, N.Y., 263
Maricopa County, Ariz., Junior Colleges,

243, 456
Maricopa Technical College, Ariz., 243,

456
Marin, College of, Calif., 244, 460, 463
Marion Institute, Ala., 242, 578
Marshalltown Community College, Ia.,

252, 479
Martin Junior College, Tenn., 271, 553
Martin Technical Institute, N.C., 265, 512
Mary Holmes College, Miss., 553
Maryland: community colleges, 255-56
Maryland, Employees' Retirement System

of the State of, 488-89
Maryland, Teachers' Retirement System of

the State of, 490-91
Marymount College, Fla., 249
Marymount College of Virginia, 274, 553
Massachusetts: community colleges, 256-

57, 491
Massachusetts Bay Community College,

257, 491

Massachusetts, Board of Regional Com-
munity Colleges, 491

Massachusetts State Board of Retirement,
45, 47, 491-92

Massasoit Community College, Mass.,
257, 491

Matanuska Susitna Community College,
Alaska, 243, 454, 455

Mater Dei College, N.Y., 263
Maternity benefits: Blue Cross, 157; in-

surance company plans, 160, 161; com-
munity group practice plans, 162

Mattatuck Community College, Conn.,
247, 466, 467

Maui Community College, Hawaii, 250,
475

Maunaolu College, Hawaii, 250, 553
Maysville Community College, Ky., 255,

574
Medicaid, 103
Medical expense insurance, see Health in-

surance; Hospital-surgical-medical in-
surance, basic; Major medical expense
insurance; Medicare

Medicare (Health Insurance for the
Aged), 9, 103, 105-6, 111, 116-18, 169,
170, 187; supplementary medical insur-
ance, 116, 117-18

Memphis, Tenn., State Technical Institute
at, 271, 526, 527

Menlo College, Calif., 245
Mennonite General Conference, 591
Meramec Community College, Mo., 260,

497, 570
Merced College, Calif., 245, 460, 463
Mercer County Community College, N.J.,

262, 503, 556
Mercy Junior College, Mo., 260
Meridian Municipal Junior College, Miss.,

259, 497
Merritt College, Calif., 245, 461, 463
Mesabi State Junior College, Minn., 258,

493, 494
Mesa Community College, Ariz., 243, 456
Mesa Junior College, Colo., 247, 465
Metropolitan Junior College District, Mo.,

260, 497
Metropolitan State Junior College, Minn.,

258, 493, 494
Miami Dade Junior College, Fla., 249,

471, 472, 473
Miami University, 0., Hamilton and Mid-

dletown Campuses, 267, 516, 519
Michigan: community colleges, 257-58
Michigan Christian Junior College, 258
Michigan Public School Employees' Re-

tirement System, 492-93
Middle Georgia College, Ga., 250, 474

632
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Middlesex Community College, Conn.,
247, 466, 467

Middlesex County College, N.J., 262, 503,
556

Mid-Michigan Community College. 258,
492

Midway Junior College, Ky., 254, 585
Midwest Institute of Business Administra-

tion, Kans., 554
Miles Community College, Mont., 261,

499, 500
Miltonvale Wesleyan College, Kans., 254
Milwaukee School of Engineering School,

Wis., 276
Milwaukee Technical College, Wis., 276,

536, 537
Mineral Area College, Mo., 260, 497
Mining and Mechanical Institute, Pa., 554
Minnesota Mutual Life Insurance Com-

pany of St. Paul, 581
Minnesota State Junior College System,

258-59, 493, 494
Minnesota State Retirement System, 48,

49, 493-94
Minnesota State Teachers' Retirement

System, 48, 49, 494-96
Minnesota, University of, Technical Insti-

tute. 259, 493, 581-82
Mira Costa College, Calif., 245, 460, 463
Mississippi Delta Junior College, 259, 497
Mississippi Gulf Coast Junior College

District, 259, 497
Jackson County Campus, 259, 497

Mississippi, Public Employees Retirement
System of, 496-97

Missouri: community colleges, 260
Missouri Baptist College, 260, 594
Missouri, Public School Retirement System

of, 497-98
Missouri Southern College, 260, 497, 498
Missouri State Employees' Retirement

System, 498-99
Missouri Western College, 260, 497, 498
Mitchell College, Conn., 247, 554
Mitchell College, N.C., 265, 554
Moberly Junior College, Mo., 260, 497
Mobile State Junior College, Ala., 242,

451, 453
Mobility of faculty and staff, 9, 21-23
Modesto Junior College, Calif., 247, 461,

464
Mohawk Valley Community College, N.Y.,

263, 507, 509, 557
Monmouth College, Junior College Divi-

sion, N.J., 262
Monroe Community College, N.Y., 263,

507, 509, 557

633

Monroe County Community College,
Mich., 258, 492

Montana Public Employees' Retirement
System, 500

Montana Teachers' Retirement System,
499

Montcalm Community College, Mich.,
258, 492

Monterey Peninsula College, Calif., 245,
460, 463

Montgomery Community College, Md.,
256, 489, 490

Montgomery County Community College,
Pa., 269, 523, 554

Montgomery County, Md., Employees' Re-
tirement System, 44-45, 46, 489

Montgomery Technical Institute, N.C.,
265, 512

Monticello College, Ill., 251, 554
Montreal -Anderson College, N.C.,

555, 592, 593
Moorpark College, Calif., 246, 461, 464
Moraine Valley Community College, Ill.,

251, 477
Morris, County College of, N.J., 503, 556
Morristown College, Tenn., 271
Morton College, Ill., 251, 477
Motlow State Community College, Tenn.,

271, 526, 527
Mount Aloysius Junior College, Pa., 269,

555
Mt. Hood Community College, Ore., 268,

521
Mount Ida Junior College, Mass., 257,

578-79
Mount Olive Junior College, N.C., 265,

572
Mount Saint Clare College, Ia., 253
Mount Saint Mary College, N.J., 262
Mount San Antonio College, Calif., 245,

460, 463
Mount San Jacinto College, Calif., 245,

460, 463
Mount Vernon Junior College, Washing-

ton, D.C., 248, 555
Mount Vernon Nazarene College, O., 555
Mount Wachusett Community College,

Mass., 257, 491
Murray State College of Agricultural and

Applied Sciences, Okla., 268, 520
Muskegon Community College, Mich.,

258, 492

265.

Napa College, Calif., 245, 460, 463
Nash Technical Institute, N.C., 265, 512
Nassau Community College, N.Y., 263,

507, 509, 557
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National Advisory Commission on Health
Manpower, quoted, 190-91

National Association of State Universities,

53
National Council on Teachers Retirement

(NEA), 22n8
National Education Association: Guide-

lines to Fringe Benefits for Members of
the Teaching Profession, 22n8

National Faculty Association of Commu-
nity and Junior Colleges: Prototype

Master Agreement, 22n8
Navarro Junior College, Tex., 272, 528,

580
Nebraska School Employees' Retirement

System, 49, 500-1
Nebraska Western College, 261, 501

Neosho County Community Junior Col-
lege, Kans., 254, 481

Nevada Public Employees' Retirement Sys-

tem, 45, 501-2
New England Aeronautical Institute, N.H.,

261
New Hampshire Retirement System, 502-

3
New Hampshire Technical Institute, 261,

502
New Jersey: community colleges, 261-62
New Jersey, Public Employees' Retirement

System of, 48, 503-5
New Mexico Educational Retirement Sys-

tem, 505
New Mexico Junior College, 262, 505

New Mexico Military Institute, 262, 505

New Mexico State University, 262, 505
Alamogordo Branch, 262, 505
Carlsbad Branch, 262, 505
San Juan Branch, 262, 505

New Mexico, University of, Gallup Branch,
262, 505

New Orleans, La., Employees' Retirement
System of, 481-82

New River Vocational Technical School
Va., 274, 532

Newton Junior College, Mass., 257
New York City Community College, N.Y.,

263, 506, 510, 556
New York City, Employees' Retirement

System of, 506-7
New York City Teachers' Retirement Sys-

tem, 45, 48. 510-11
New York School of Interior Design, 556

New York State community colleges, 15n3,

262-64, 557
New York State Employees' Retirement

System, 15n3, 45, 47, 49, 507-10
New York State Teachers' Retirement Sys-

tem, 15n3, 45, 47, 49, 509-10
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New York, State University of, Agricul-
tural and Technical College, 264, 507,

509, 556-57
Alfred, 264, 507, 509, 556
Canton, 264, 507, 509, 556
Cobleskill, 264, 507, 509, 557
Delhi, 264, 507, 509, 557
Farmingdale, 507, 509, 557
Morrisville, 507, 509, 557

Niagara County Community College, N.Y.,
263, 507, 509, 557

Nicolet College & Technical Institute, Wis.,
276; 536, 537

Nonacademic employees, see Clerical-
service employees; Part-time employees

Norman College, Ga., 250, 594
Normandale State Junior College, Minn.,

259, 493, 494
North Carolina:

265-66
North Carolina, Teachers' and State. Em-

ployees' Retirement System of, 45, 47,
512-13

North Central Michigan College, 258, 492
North Central Technical Institute, Wis.,

276, 536, 537
North Country Community

263, 507, 509, 557
North Dakota School of

513, 514, 558
North Dakota State

ment Plan, 513-14
North Dakota State School of Science, 266,

513, 514, 558
North Dakota, Teachers' Insurance Retire-

ment Fund, 514-15
Northeastern Christian Junior College, Pa.,

269
Northeastern Junior College, Colo., 247,

465
Northeastern Nebraska College, 261, 501

Northeastern Oklahoma Agricultural and
Mechanical College, 268, 520

Northeast Mississippi Junior College, 259
Northeast State Junior College, Ala., 246,

453
Northern Community College, Ky., 255,

574
Northern Essex Community College,

Mass., 257, 491
Northern Maine Vocational Technological

Institute, 255, 485
Northern Oklahoma College, 268, 520
Northern Virginia Community College,

2,74, 532
North Florida Junior College, 249, 471,

472, 473
North Greenville Junior College, S.C., 290

community colleges,

College, N.Y.,

Forestry, 266,

Employees' Retire-
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Northampton County Area Community
College, Pa., 269, 523, 558

North Hennepin State Junior College,
Minn., 259, 493, 494

North Idaho Junior College, 250, 476
North Iowa Area Community College, 253,

479
North Orange Junior College District,

Calif., 245, 460, 463
North Platte Junior College, Neb., 261,

501
Northland State Junior College, Minn.,

259, 493, 494
North Shore Community College, Mass.,

257, 491
Northwest Alabama State Junior College,

Ala., 242
Northwest Community College, Wyo., 276,

539, 558
Northwestern Connecticut Community Col-

lege, Conn., 247, 466, 467
Northwestern Michigan College, 258, 492
Northwestern National Life Insurance

Company of Minneapolis, 581
Northwest Mississippi Junior College, 259,

496
Northwood Institute, Mich., 559
Norwalk Community College, Conn., 247,

466, 467
Norwalk State Technical College, Conn.,

248, 466, 467

Oakland Community College, Mich., 258,
492

Ocean County College, N.J., 262, 503,
556

Odessa College, Tex., 272, 528, 580
Ohio College of Applied Science, 267
Ohio, Public Employees' Retirement Sys-

tem of, 44, 47, 49, 516-17
Ohio, School Employees' Retirement Sys-

tem, 44, 47, 517-18
Ohio,. State Teachers' Retirement System

of, 11, 44, 47, 519-20
Ohio State University Regional Campuses,

267, 516, 519
Lima Campus, 267, 516, 519
Mansfield Campus, 267, 516, 519
Marion Campus, 267, 516, 519
Newark Campus, 267, 516, 519

Ohio University Regional Campuses, 267,
516, 519

Belmont County Campus, 267, 516,
519

Chillicothe Campus, 267, 516, 519
Lancaster Campus, 267, 516, 519
Zanesville Campus, 267, 516, 519

Ohio Valley College, W.Va., 275, 559
Ohlone College, Calif., 245, 460, 463
Okaloosa-Walton Junior College, Fla.,

249, 471, 472, 473
Oklahoma Military Academy, 268, 520,

572-73
Oklahoma, Teachers' Retirement System

of, 520-21
Old-Age, Survivors, Disability, and Health

Insurance (OASDHI), 78, 103, 111,
114

Old Dominion College, Division of Tech-
nology, Va., 274, 532

Olney Central College, Ill., 252, 477
Olympic Community College, Wash., 275,

533, 534, 565
Onondaga Community College, N.Y., 263,

507, 509, 557
Onslow Technical Institute, N.C., 265,

512
Orange Coast College, Caiif., 245, 460,

463
Orange Coast Junior College District,

Calif., 245, 460, 463
Orange County Community College, N.Y.,

263, 507, 509, 557
Oregon: community colleges, 268
Oregon, Public Employees' Retirement Sys-

tem, 45, 48, 521-22
Orlando Junior College, Fla., 249
Otero Junior College, Colo., 247, 465
Ottumwa Heights College, Ia., 253
Oxford College of Emory University, Ga.,

250

Packer Collegiate Institute, Junior College
of, N.Y., 263, 559

Paducah Community College, Ky., 255,
574

Palm Beach Junior College, Fla., 249,
471, 472, 473

Palmer College, S.C., 270
Palmer Junior College, Ia., 253
Palomar College, Calif., 245, 461, 463
Palo Verde College, Calif., 245, 461, 463
Panola College, Tex., 272, 528, 580
Paris Junior College, Tex., 273, 528, 580
Parkland College, III., 252, 477
Participation: in city, county or district

retirement systems, 16 (table); in in-
surance company plans, 16 (table); in
public retirement systems, 16 (table),
33, 73-74; in self-administered plans, 16
(table), 64; in church pension plans, 16
(table), 65; provisions in retirement
plans, 67, 72-76; entry age, in retire-
ment plans, Statement of Principles, 69,

633
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76n2; in trusteed plans, 74; compulsory
and voluntary, 74-75; in group life in-
surance plans, 131; in major medical
expense insurance plans. 182-83; in
basic hospital-surgical-medical plans,
152 (table), 153 (table), 164; in short-
term disability plans, 194 (table), 195
(table); in long-term disability plans,
228-29, 429-43 (tables)

Part-time employees: sick leave, 204-5
Pasadena City College, Calif., 461, 463
Patrick Henry College, Va., 274, 532
Patrick Henry State Junior College, Ala.,

242, 453
Paul Smith's College of Arts and Sciences,

N.Y., 264, 579
Peace College of Raleigh, N.C., 265, 559
Pearl River Junior College, Miss., 259, 496
Peirce Junior College, Pa., 269, 573
Peninsula College, Wash., 275, 533, 534,

565
Penn Hall Junior College, Pa., 269
Pennsylvania: community colleges, 15n3,

268-70
Pennsylvania Public School Employees'

Retirement System, 15n3, 522-23
Pennsylvania State Employees' Retirement

System, 15n3, 523-24
Pennsylvania State University, Common-

wealth Campuses, 269-70, 523-24
Allentown Center, 269, 523
Altoona Campus, 269, 523
Beaver Campus, 269, 523
Behrend Campus, 269, 523
Berks Campus, 269, 524
Delaware County Campus, 269, 524
Dubois Campus, 269, 524
Fayette Campus, 269, 524
Hazleton Campus, 269, 524
McKeesport Campus, 269, 524
Mount Alto Campus, 269, 524
New Kensington Campus, 269, 524
Ogontz Campus, 269, 524
Schuylkill Campus, 270, 524
Shenango Valley Campus, 270, 524
Wilkes Barre Campus, 270, 524
Worthington Scranton Campus, 270,

524
York Campus, 270, 524

Penn Valley Junior College, Mo., 260,
497

Penn Wesleyan College, Pa., 595
Pensacola Junior College, Fla., 249, 471,

472, 473
Pension: definition, 24-25; see also Re-

tirement plans
Penta County Technical Institute, 0., 267,

517, 519

Peralta Junior College District, Calif., 245,
461, 463

Perkinston Colleze, Miss., 259, 497
Philadelphia, Pa., Community College of,

269, 559
Phillips County Community College, Ark.,

243, 457, 458, 559
Phoenix College, Ariz., 243, 456
Phoenix Mutual Life Insurance Company,

578
Physicians' fees: under Medicare, 117-18;

basic hospital-surgical-medical plans,
151, 158; Blue Shizld provisions, 158-
59; insurance company plans, 160; com-
munity group practice plans, 161

Pima County Junior College, Ariz., 243,
456

Pine Manor Junior College, Mass., 2J7,
559

Pitt Technical Institute, N.C., 265, .S12
Platte Junior College, Neb., 261, 501
Polk Junior College, Fla., 249, 471, 472,

473
Porterville College, Calif., 244, 460, 463
Portland Community College, Ore., 268,

561
Post Junior College, Conn., 248, 560
Poteau Community College, Okla., 268,

520
Potomac State College, W.Va., 275, 535,

560
Prairie State College, Ill., 252, 477
Pratt Community Junior College, Kans.,

254, 480
Premiums: in TIAA-CREF plans, 56; col-

lective life insurance, 126; paid-up life
insurance, 126-27; in group life insur-
ance plans, 128-30, 146-47 (table);
waiver of premium and payout in dis-
ability cases, 130; group health insur-
ance plans, 166-67; in major medical
expense insurance, 181; long-term total
disability insurance, 225-26

Prentiss Normal & Industrial Institute,
Miss., 259

Presbyterian Church in the United States,
592, 593

Presentation College, S.D., 271
President's Committee on Corporate Pen-

sions and Other Private Retirement and
Welfare Programs (1965): report, 22-
23, 29-30n14

Prestonsburg Community College, Ky.,
255, 574

Prince George's Community College, Md.,
256, 488, 490

Professors, see Faculty members
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Public retirement systems, 33-53; coverage
in institutions reporting, 7 (table), 8,
9; funding, 26, 29-30, 31-32, 51-52;
investments, 45, 48-51, 50 (table); tax-
ation as source of support, 52-53; classes
of employees covered, 72, 73-74; eligi-
bility, 73; retirement ages, normal, 100-
1 (table); participation in Social Secur-
ity, 108-9; survivor benefits in, 122-24
(table); disability income under, 214
(table), 215-19, 223 (table), 425 (table),
427 (table), 429 (table), 431 (table),
433 (table), 435 (table), 436 (table),
438 (table), 441 (table), 442 (table),
444 (table), 446 (table), 448 (table);
see also State public employee retire-
ment systems; State teacher retirement
systems

Puerto Rico Junior College, 277
Puerto Rico, University of, Regional Col-

leges, 277
Arecibo, 277
Cayey, 277
Humacao, 277

Purchasing power: retirement planning in
relation to, 69-70; changes in. 70 (table)

Queensborough Community College, N.Y.,
264, 506, 556

Quincy Junior College, Mass., 257
Quinnipiac College, Conn., 248
Quinsigamond Community College, Mass.,

257, 491

Rainy River State Junior College, Minn.,
259, 493, 494

Randolph Technical Institute, N.C., 265,
512

Range ly College, Colo., 247, 465
Ranger Junior College, Tex., 273, 528, 580
Redwoods, College of the, Calif., 244, 460,

463
Reed ley College, Calif., 246, 461, 464
Reinhardt College, Ga., 250, 560
Rend Lake College, Ill., 252, 477
Retirement: orderly, IS, 19; parting before,

20; group insurance during. 143-44;
group health insurance after, 187-88

Retirement age, 19; size of benefits in
relation to, 33-34 (table); in TIAA-
CREF plans, 55; size of benefits in rela-
tion to, 80, 82 (table); delay in retire-
ment and increases in benefits, 80-82;
faculty members, normal, 89-90 (table),
294 (table); extensions for faculty mem-
bers, 90-94, 291 (table); fixed-age and

flexible-age plans for clerical-service per-
sonnel, 91 (table), 94 (table), 298
(table); fixed-age and flexible-age plans
for faculty members, 91-94 (tables),
297 (table), 298 (table); administrators,
normal, 94-95 (table), 289 (table), 295
(table); extensions for administrators,
95-97 (table), 292 (table); fixed-age
and flexible-age plans for administrators,
96-97, 297 (table); clerical-service per-
sonnel, normal, 97-99 (table), 290
(table), 296 (table); extension for cleri-
cal-service personnel, 99.-100, 293
(table); normal, in public retirement
systems, 100-1 (table); Social Security,
114; in public retirement plans, 123
(table), 124 (table); in group life in-
surance plans, 135, 136 (table), 137
(tables), 328-29 (tables); in long-term
disability plans, 435-43 (tables)

Retirement benefits: forfeiture of, 8; major
medical expense insurance, maximum
benefits, 10, 173, 179-80 (table), 398-
406 (tables); employee payment for,
II; accumulation of, 24-27; defined
benefit approach, 25-26, 33-38; defined
contribution vs. defined benefit, 27-30,
28 (table), 30 (table); defined contri-
bution and defined benefit as alterna-
tives in single system, 30-31; age factor
in, 33-34; in public retirement systems,
33-53; percentage factor, 34-35, 36
(table); years of service factor, 35, 37
(table); defined contribution optional
benefit, 38; flat benefit, 38; automatic
annual increases, public retirement sys-
tems, 45; insurance company plans, 62-
63; relation to contributions, 79 -82;
variations, 80-84; prior service, 88-89;
Social Security, 109-10, 112-13, 114
(table), 121, 122 (table); in public re-
tirement plans, 123 (table), 124 (table);
in group life insurance plans, 136 (table),
138, 139-40 (tables), 143-44, 330-31
(tables), 331-32 (tables); retired staff,
major medical expense insurance, 187-
88, 406-16 (tables); major medical ex-
pense insurance, 188-89; see also Bene-
fits, adequacy of; Death benefits; De-
pendent coverage; Survivor benefits;
Widow benefits

Retirement income: effect of inflation on,
9; as objective of plans, 20, 68-72;
choice in TIAA-CREF plans, 55-56;
insurance company plans, 62-63; rela-
tion of salary, 79-80; under Social Se-
curity, 114 (table); see also Annuity;

63
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Benefits, adequacy of; Retirement bene-
fits

Retirement plans, 13-235; significance of,
1-2; types included in survey and ques-
tionnaire, 3-4; statistics on number of
junior colleges using, 7 (table); pur-
poses, 13-14; extent of coverage, 14-15,
14 (table); types, 15-18; advantages in
attracting and holding superior staff,
18, 19, 67; objectives, 18-20; principles,
20-53; participation in, 72-76; eligibility,
73-74; waiting periods, 75 -76; contribu-
tion sharing, 76-84; contributory vs.
noncontributory, 82-84; fixed-age and
flexible-age, 91-94 (tables), 96-97
(tables), 99-100 (table), 297 - -98
(tables); in responding junior colleges,
241-76; see also Church retirement
plans; Insurance company plans; Self-
administered plans; TIAA-CREF; Trust-
eed plans

Rhode Island, Employees' Retirement Sys-
tem, 524-25

Rhode Island Junior College, 270, 524,
560

Richard Bland College of College of Wil-
liam and Mary, Va., 274, 532

Richmond Technical Institute, N.C., 265,
512

Ricks College, Idaho, 250
Rio Hondo Junior College, Calif., 245,

461, 463
Riverside City College, Calif., 246, 461,

463
Roanoke Chowan Technical Institute,

N.C., 265, 512
Robert Morris College, Ill., 252, 560
Robert Morris Junior College, Pa., 270,

560
Robeson Technical Institute, N.C., 265,

512
Rochester State Junior College, Minn.,

259, 493, 494
Rockingham Community College, N.C.,

265, 512
Rockland Community College, N.Y., 264,

507, 509, 557
Rock Valley College, Ill., 252, 477
Roger Williams College, R.I., 270, 561
Rowan Technical Institute, N.C., 265, 512

Sacramento City College, Calif., 245, 460,
463

Sacred Heart College, Ala., 561
Sacred Heart Junior College, Pa., 270
Saddleback College, Calif., 246, 461, 463
Saint Catharine College, Ky., 254

St. Clair County Community, Mich., 258,
492

St. Gertrude, College of, Idaho, 250
St. Gregory's College, Okla. 268, 561
St. John's College, Kans., 254, 591
St. Johns River Junior College, Fla., 249,

471, 472, 473
St, Joseph College. Vt., 273
St. Louis, Mo., Junior College District of,

260, 497, 57G
Saint Mary's College of O'Fallon, Mo.,

260
St. Mary's Junior College, Minn., 259
St. Mary's Junior College, N.C., 266, 587
St. Paul's College, Mo., 260, 591
St. Petersburg Junior College, Fla., 249,

471, 472, 473
St, Philip's College, Tex., 273, 528, 580
Saints Industrial and Literary School,

Miss., 259
Salary: factor in public retirement systems,

33-34; percentage of employee contribu-
tion of, in public retirement systems,
39 (table), 40 (table); relation to bene-
fits, 79-80; reduction as contributions,
85-87, 287 (tables); in relation to group
life insurance coverage 122 (table), 123
(table), 125, 135-36, 136 (table), 143,
328-29 (tables)

Sampson Technical Institute, N.C., 266,
512

San Antonio College, Tex., 273, 528, 580
San Antonio, Tex., Union Junior College

District, 561
San Bernardino Valley College, Calif., 246,

461, 463
Sandhills Community College, N.C., 266,

512
San Diego City College, Calif., 246, 461,

463
San Diego Evening College, Calif., 246,

461, 463
San Diego Mesa College, Calif., 246, 461,

463
San Francisco, Calif., City and County

Employees' Retirement System, 462-63
San Francisco, Calif., City College of, 243,

462
San Jacinto College, Tex., 273, 528, 580
San Joaquin Delta College, Calif., 246,

461, 463
San Jose City College, Calif., 246, 461,

463
San Mateo, College of, Calif., 246, 461,

San Mateo Junior College District, Calif.,
246, 461, 463

Santa Ana College, Calif., 246, 461, 463
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Santa Barbara City College, Calif., 246,
461, 463

Santa Fe Junior College, Fla., 249, 471,
472, 473

Santa Monica City College, Calif., 246,
461, 463

Santa Rosa Junior College, Calif., 246,
461, 463

Sauk Valley College, Ill., 252, 477
Sayre Junior College, Okla., 268, 520
Schenectady Community College, N.Y.,

264, 507, 509, 557
Schoolcraft College, Mich., 258, 492
School district retirement systems, 15, 16-

17 (tables)
Schreiner Institute, Tex., 273
Seattle Community College, Wash.. 275,

533, 534, 565
Secretarial personnel, see Clerical- service

personnel
Self-administered plans, 16-17 (tables),

64; total disability, 214 (table), 234,
424 (table), 426 (table), 428 (table).
430 (table), 432 (table), 434 (table),
435 (table), 437 (table), 438 (table),
440 (table), 441 (table), 443 (table),
445 (table), 447 (table), 449 (table):
provisions, 567-75

Selma University, Ala., 242
Seminole Junior College, Fla., 249, 471,

472, 473
Seminole Junior College, Okla., 268, 520
Sequoias, College of the, Calif., 244, 460,

463
Service employees, see Clerical-service em-

ployees
Seward County Community Junior College,

Kan., 254, 481
Shasta College, Calif., 246, 461, 463
Shawnee Community College, III., 252, 477
Sheldon Jackson College, Alaska, 242
Shenandoah College, Va., 274, 579-80
Sheridan College, Wyo., 277, 539, 561
Shoreline Community College, Wash., 275,

533, 534, 565
Shorter College, Ark., 243
Short-term disability, see under Disability

income insurance and benefits
Sickness, see Disability
Sierra College, Calif., 246, 461, 464
Silvermine College of Art, Conn., 248
Sinclair Community College, 0., 267, 516,

519
Sioux Empire College, Ia., 253
Siskiyous, College of the, Calif., 244, 460,

463
Sitka Community College, Alaska, 243,

454, 455

Skagit Valley Community College, Wash.,
275, 533, 534, 565

Skyline College, Calif., 246, 461, 463
Snead State Junior College, Ala., 242, 453
Snow College, Utah, 273, 529, 561
Social Security, 5, 68, 103-18; institutional

coverage, 7 (table), 9, 280 (table); wage
base related to employee contributions
in public retirement systems, 39-40; Act
and Amendments, 103, 104-6, 110; early
exclusion of colleges and universities,
104; extension to colleges and univer-

sities, 104-5; collection system, 106;
objectives and principles, 106-7; junior
college participation, 107-9, 107 (table);
disability benefits, 109, 115, 215, 223,
226, 228; as basic benefit, 109-10 121,
122 (table); low-income employees, 110;
"social equity" approach, 110 -I1; work
test, 111, 125; contributory financing,
111-12: earnings base, 112 (table);
eligibility provisions, 112-13; benefits
based on average monthly earnings, 113-
14; old age and survivor benefits, 114;
see also Medicare; Old Age Survivors,
Disability, and Health Insurance

Solano College, Calif., 246, 461, 464
Somerset Community College, Ky., 255,

574
Somerset County College, N.J., 262, 503,

556
South Carolina Retirement System, 525-

56
South Carolina Technical Education Cen-

ters, 270-71, 525
Greenville, 270, 525
Orangeburg-Calhoun, 270, 525
Piedmont, 270, 525
Richland, 270, 525
Spartanburg County, 270, 525
Sumter Area, 270, 525
Tri-County, 271, 525
York County, 271, 525

South Carolina, University of, Regional
Campuses, 271, 525-26

Aiken, 271, 525
Beaufort, 271, 525
Coastal Carolina, 271, 525
Florence, 271, 525
Lancaster, 271, 525
Midlands, 271, 526
Salkehatchie, 271, 526
Spartanburg, 271, 526
Union Regional, 271, 526

South Central Community College, Conn.,
248, 466, 467

Southeast Community College, Ky., 255,
574

9
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Southeastern Baptist College, Miss., 259
Southeastern Christian College, Ky., 255
Southeastern Community College, N.C.,

266, 512
Southeastern Illinois College, 252, 477
Southeastern Iowa Area Community Col-

lege, 253, 479
Burlington Campus, 253, 479
Keokuk Campus, 253, 479

Southern Baptist College, Ark., 243, 594
Southern Baptist Convention, 594
Southern Colorado State College, Junior

College Division, 247, 465
Southern Idaho, College of, 250, 476
Southern Seminary Junior College, Va.,

274, 562
Southern Technical Institute, Ga., 250, 474
Southern Union State Junior College, Ala.,

242, 453
South Florida Junior College, 249, 471,

472, 473
South Georgia College, 250, 474
South Plains College, 1..3., 273, 528, 573-

74, 580
South Texas Junior College, 273
Southwest Mississippi Junior College, 259,

496
Southwestern Christian College. Tex., 273
Southwestern College, Okla., 268
Southwestern Community College, Ia., 253,

479 .

Southwestern Junior College Assemblies of
God, Tex., 273

Southwestern Michigan College, Mich.,
2: 492

SoL.nwestern Oregon Community College,
268, 521

Southwestern Technical Institute, N.C.,
266, 512

Southwest Texas Junior College, 273, 528,
580

Southwest Virginia Community College,
274, 532

Southwood College, N.C., 266
Spartanburg Junior College, S.C., 270,

562
Spokane Community College, Wash.. 275,

533, 534, 565
Spoon River College, ill., 252, 477
Springfield College, Ill., 252, 562
Springfield Technical Community College,

Mo., 257, 491
Spring Garden College, Pa., 270
State Fair Community College, Mo., 260,

497
Statement of Principles on Academic Re-

tirement and Insurance Plans (1968),
69, 76n2, 124-25

Staten Island Community College, N.Y.,
264, 506, 510, 556

State public employee retirement systems,
15, 16-17 (tables); group life insurance,
320-23 (tables); see also Public em-
ployee retirement systems; State teacher
retirement systems

State teacher retirement systems, 15, 16-
17 (tables); group life insurance plans,
320-23 (tables); disability provisions,
423 (table), 425 (table), 427 (table),
429 (table), 431 (table), 433 (table),
435 (table), 436 (table), 438 (table),
439 (table), 441 (table), 441 (table),
442 (table), 444 (table), 446 (table),
448 (table)

Stout State University, Wis., Barron
County Campus, 275, 536, 537

Stratford College, Va., 562
Sue Bennett College, Ky., 255, 595
Suffolk County Community College, N.Y.,

264, 507, 509, 557
Sullins College, Va., 274, 562
Sullivan County Community College, N.Y.,

264, 507, 509, 557
Suomi College, Michigan, 258, 562, 588
Surgical expenses, 117, 158, 160, 161
Surry Community College, N.C., 266, 512
Survivor benefits, 9; Social Security, 108-

9, 111, 114 (table), 121, 122 (table);
in group life insurance plans, 121-22,
125, 313-14 (tables); in public retire-
ment plans, 122, 123 (tabie), 124; see
also Death benefits; Widow benefits

Sweetwater Junior College District (Calif. s),
246, 461, 464

Tacoma Community College, Wash., 275,
533, 534, 565

Taft College, Calif., 246, 461, 464
Tallahassee Junior College, Fla., 249, 471,

472, 473
Tarrant County, Tex., Junior College Dis-

trict, Northeast and :south Campuses,
273, 528, 562, 580

Taxation: as source of support of public
retirement systems, 52-53; on sa:ary and
retirement income, 69; employer con-
tributions, treatment of, 82, 84-85; con-
tributory and noncontributory plans, 82-
84; "exclusion allowance" (20 percent
rule), advantages of. 84-85, 86; Social
Security rate, 106, 110, 112, 113 (table);
of disability income, 197

Teachers Insurance and Annuity Associa-
tion (TIAA), 3, 4; variable annuity, 9;
establishment, 53-54; survey on long-
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Teachers Ins. & Annuity Assoc.-Cont.
term disability, 220; long-term disability
plan, 220, 225

Teachers Insurance and Annuity Associa-
tion-College Retirement Equities Fund
(TIAA-CREF): retirement plans, 8,
15, 16-17 (table); in privately-supported
junior colleges, 53-61; vesting provi-
sions, 54-55; annuity provisions, 54-56;
death benefits, 55, 124 (table); income
options, 55-56; annuity premiums, 56;
eligibilty, 73-74; junior colleges, only
plan, 284 (table), 285 (table); provi-
sions of, in junior colleges, 541-66

Temple Junior College, Tex., 273, 528,
580

Tennessee: community colleges, 271
Tennessee State Retirement System, 526-

27
Tennessee Teachers' Retirement System,

527-28
Texarkana College, Tex., 273, 528, 580
Texas: community colleges, 272
Texas Optional Retirement Plan, 577
Texas Southmost College, Tex., 273, 528,

563, 580
Texas State Technical Institute, 563
Texas, Teacher Retirement System of, 528-

29
Thames Valley State Technical College,

Conn., 248, 466, 467
Thomas Nelson Community College, Va.,

274, 532
Thornton Junior College, Ill., 252, 477
Three Rivers Junior College, Mo., 260,

497
Tidewater Community College, Va., 274,

532
T. J. Harris Junior College, Miss., 259, 496
Toledo, University of, 0., Community and

Technical College., 267, 516, 519
Tombrock College, N.J., 262, 563
Tomlinson, College, Tenn., 271
Tornpkins-Cortland Community College,

N.Y., 264, 507, 509, 557
Travelers Insurance Company, 579
Treasure Valley Community College, Ore.,

268, 521
Trenton Junior College, Mo., 260, 497,

498
Tri-County Technical Institute, N.C., 512
Trinidad State Junior College, Colo., 247,

465
Triton College, III., 252, 477
Trocaire College, N.Y., 264
Truett McConnell College, Ga., 250, 594
Trusteed plans, 16-17 (tables), 64-65;

eligibility, 74; provisions of, 567-75
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Tyler Junior College, Tex., 273, 528, 580

Ulster County Community College, N.Y.,
264, 507, 509, 557

Umpqua Community College, Ore., 268,
521

Union College, N.J., 262, 563
United Methodist Church, 595
United States Census Bureau: Employee

Retirement Systems of State and Local
Governments, 33n16, 50 (table)

United States Civil Service Retirement
System, 47, 469-71

United States. Senate. Special Committee
on Aging: hearings and working papers,
22, 23

Utah State Retirement System, 44, 47,
529-30

Utah Technical College at Provo, 273,
529

Utah Technical College at Salt Lake, 273,
529

Utica Junior College, Miss., 260, 496

Valencia Junior College, Fla., 249, 471,
472, 473

Valley Forge Military Junior College, Pa.,
27(

Vance County Technical Institute, N.C.,
512

Vanguard Technical Institute, 0., 267, 517,
519

Ventura College, Calif., 246, 461, 464
Ventura Junior College District, Calif.,

246, 461, 464
Vermilion State Junior College, Minn.,

259, 493, 494
Vermont College, 273, 563
Vermont Employees' Retirement System,

531
Vermont Technical College, 273, 531, 563
Vesting, 20-23; Advisory Commission on

Intergovernmental Relations, study, 22;
best available plans, 307-12 (tables)

Vesting provisions: in public retirement
systems, 40-43, 42 (table); in TIAA-
CREF plans, 54-55; in insurance com-
pany plans, 63; in church pension sys-
tems, 65

Victoria County Junior College District,
Tex., 273, 528, 580

Victor Valley College, Calif., 247, 461,
464

Villa Julie College, Md., 256
Villa Maria College of Buffalo, N.Y., 264,

563
Vincennes University, Ind., 252, 563
Virginia: community colleges, 274
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Virginia Highlands Community College,
274, 532

Virginia Intermont College, 274, 594
Virginia Supplemental Retirement System,

531-32
Virginia, University of, Eastern Shorc

Branch, 274, 532
Virginia Western Community College, 274,

532
Virgin Islands, College of, 564
Voorhees Technical Institute, N.Y., 264,

564

Wabash Valley College, Ill., 252, 477
Waiting periods: in retirement plans, 75-

76, 347-51 (tables); in group life in-
surance plans, 131-32 (table), 322-23
(tables), 324-26 (tables); in basic medi-
cal expense plans, 164-66, 165 (table),
183, 347-48 (tables); in long-term total
disability plans, 229-31, 230 (table),
429-34 (tables)

Waldorf College, Ia., 253, 564, 584
Walker College, Ala., 242, 564
Walla Walla Community College, Wash.,

275, 533, 534, 565
Walsh College of Accountancy, Mich., 564
Washington: community colleges, 15n3,

274-75
Washington Public Employees' Retirement

System, 150, 533-34
Washington State Tcachers' Retirement

System, 15n3, 534-35
Washington Technical Institute, Washing-

ton, D.C., 248, 469, 565
Washtenaw Community College, Mich.,

258, 492
Waterbury State Technical College, Conn.,

248, 466, 467
Waubonsee Community College, III., 252,

477
Waukesha County Technical Institute,

Wis., 276, 536, 537
Wayne Community College, N.C., 266,

512
Wayne County Community College, Mich.,

492
Weatherford College, Tex., 273, 528, 580
Webber College, Fla., 249, 565
Wenatchee Valley Community College,

Wash., 275, 533, 534, 565
Wenonah State Junior College, Ala., 242
Wentworth Institute, Mass., 257, 566, 574-

75
Wentworth Military Academy, Mo., 260,

582
Wesleyan Church, 595

Wesley College, Del., 248, 566, 595
Westark Junior College, Ark., 243, 457,

458, 566
Westbrook Junior College, Me., 255
Westchester Community College, N.Y.,

264, 507, 509, 557
Western Iowa Technical College, Ia., 253,

479
Western Piedmont Community College,

N.C., 266, 512
Western Wisconsin Technical Institute,

276, 536, 537
Western Wyoming Community College,

276, 539, 566
West Hills Junior College, Calif., 247,

461, 464
West Liberty State College, W.Va., Han-

cock County Branch, 275, 535
West Los Angeles College, Calif., 245, 459,

460, 463
West Shore Community College, Mich.,

258, 492
West Valley College, Calif., 247, 461, 464
West Virginia Teachers Retirement Sys-

tem, 15n3, 535-36
West Virginia University, Parkersburg Cen-

ter, 275, 535
Wharton County Junior College, Tex., 273,

528, 566, 580
White Pines College, N.H., 261
Widow benefits: under Social Security, 108,

III, 114 (table), 121, 122 (table); in
group life insurance plans, 121, 125;
in public retirement plans, 122, 123
(tables), 124

Wilkes Community College, NC., 266,
512

William and Mary, College of, Va., Rich-
ard Bland College, 274, 532

William Rainey Harper College, III., 252,
477

Williamsport Area Community College,
Pa., 270, 523, 566

Willmar State Junior College, Minn., 259,
493, 494

Wilson County Technical Institute, N.C.,
266, 512

Wingate College, N.C., 266, 594
Winston Churchill College, Ill., 252
Wisconsin Retirement Fund, 41, 45, 48,

49, 536-37
Wisconsin State Teachers Retirement Sys-

tem, 11, 41, 45, 48, 537-3a
Wisconsin State University, Richland Cam-

pus, 276, 536, 537
Wisconsin, University of, at Green Bay,

276, 536, 537
Fox Valley Campus, 276, 536, 537
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Wisconsin, Univ. of -Conn.
Manitowoc County Campus, 276,

537
Marinette County Campus, 276,

537
Wisconsin, University of, Center System,

276, 536, 537
Baraboo-Sauk County Campus, 276,

536, 537
Marathon County Campus, 276,

537
Marshfield Wood County Campus,

276, 536, 537
Rock County Campus, 276, 536, 537
Sheboygan County Campus, 276, 536,

537
Washington County Campus, 276,

536, 537
Waukesha County Campus, 276, 536,

537
Withdrawal from retirement plan before

retirement: forfeiture in, 20, 42; faculty
members, 21; under public retirement
systems, 42-43

W. L. Yancey State Junior College, Ala.,
242, 451, 453

Wood Junior College, Miss., 260, 566
Worcester Junior College, Mass., 257

536,

536,

536,
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Workmen's Compensation benefits, 115,
174, 195 (table), 207-9, 223, 226, 228,
418-19 (tables)

Worthington State Junior College, Minn.,
259, 493, 494

W. W. Holding Technical Institute, N.C.,
266, 512

Wyoming: community colleges, 276-77
Wyoming Retirement System, 539
Wytheville Community College, Va., 274,

532

Xaverian College, Md., 256
X-ray charges, 157, 159, 160, 1(1

Yakima Valley Community College, Wash.,
275, 533, 534, 565

Yavapai County Junior College, Ariz., 243,
456

Y.M.C.A. Retirement Fund, 596
York College, Neb., 261
York College of Pennsylvania, 270
Yosemite Junior College District, Calif.,

247, 461, 464
Young Harris College, Ga., 250, 566
Yuba College, Calif., 247, 461, 464


