nalysis of 157
Group Annuity Plans
Amended in 1950-54

by
WELTHA VAN EENNAM

and
MARTHA E.PENMAN

U.S. Department of Health, Education, and Welfare
Social Security Administration - - -+ - - - Division of the Actuary

ACTUARIAL STUDY NO. 44
July 1956



ANALYSIS OF 157 GROUP ANNUITY PLANS
AMENDED IN 1950-54

Prepared by
Weltha Van Eennam and Martha E. Penman

Actuarial Study No. 44

U.S. Department of Health, Education, and Welfare
Social Security Administration
Division of the Actuary

July, 1956



TABLE OF CONTENTS

Section

B,
C.
D.
E.

F.
G.

He

I.

Foreword.sceeessecossescccssvsssssocescoscocscsosannacs
Introductioneeeccsooesosecsvosrsssssecssosssssssssscce
Summary of Major Amendmsnts.....}......;..............
Type of Plans...;................‘....................
Eligibllity.eeecesscsccccscccccsssscnssseconcssncccanse

Retirement Ageooooootooona.ooooonooocoooa-c-ouo-oooo.o
Normal Retirementesesssicesescersscssscecsercosconne
Early Rotirementecsessesscoccsceecscssencsscsccssrsss
Daferred Retiremonteeccecescenssecescsccsvsconnsscecs

Employee Cbntrihztions.-........-...-o............-...

Retirenant Benefits.........'.....0.'...'Q..‘.........
Future Service................‘.0..........'.....".
Past Serviclsscessccersssssecsssecsossscososssssscase
Minimum BenefitSececesessescconrccsscssccssssssescere
Maﬁm BenafitSseeecosevssesassccecescccconccsnrens
Disability Benerits...........'...‘.‘.‘.............

Vésting...;qcconit00000uac..o'ooa...oo..occo-oooco-ooo
Integrationi.l....louo0-00--.00.00o..o.0.----00'.0'000

Appendix
Plans of Honprofit OrganizatiOBSo...o..........o-..-

Actuarial Studies Available from the Division of the

Actuary........Oloootooococoovoooccoo.OOQO'nwoo.ioon

-(1)-

43



3e

Lo
56
6.

LIST OF TABLES

Plans Ravising Employee Contribution Rate Classified

by Change in Future Service Benefit Rat@eeescccccccsecs

Plans Classified by Minimum Bensfit Provision~-Including

OASI....'.“...QOQ‘.O...‘..."l...0...0‘....'..0'0...'

Plans Classified by Minimum Banefit Provision--Excluding

OASI....‘...O..O..Q..........l'.'.....l.l.'.'ll......’

Distribution of Plans by Type of Vesting Requirements...
Integration BBViSiOﬂS--oaooocnooncoouc-oo'nccoooo-ooc»ooo

Distribution of 157 Plans by Former and Revised
IntegratiQn Features.u.....n........u esesnesecsrnee

~(11)-

28

29
37
40



FOREWORD

This study, prepared by Mrs., VanEenam and Miss Penman presents
an analysis of amendments made in 157 group annuities following the
extensive 1950 legislative amendments to the Socdial Security Act.
The provisions of the amended plans are compared with those of new
plans that were underwritten during the period 1946-50 (Actuarial
Study No. 32). .

Since the benefits under these amended plans supplement old-
age beneiits under the OASI system, an attempt is made to evaluate
the changes in the light of the amendments.

Fobert J. Myers
Chief Actuary
Social Security Administration
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This study has besn prepared for the use of the
staff of the Social Security Administration and
for limitad cireulation to other persons in
administration, insurance, and research concerned
with ths subject treated. It has not baen sub-
mitted to the Commissioner of Social Security for
official approval,
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ANALYSIS OF 157 GROUP ANNUITY PLANS AMENDED IN 1950-5k

A. Introduction

This office has previously reported on studies of newly adopted
group annuity plans., The last such report analyzed 346 plans of the
1946-50 period (Actuarial Study No, 32). The present study analyzes
157 group annuity plans revised since the Social Security Act Amend-
ments of 1950, Comparisons are made with plans adopted during the
previous li-year period. '

The distribution of the 157 plans according to original date
and the date of last previous revision is as follows:

Date of Iast Previous

Period Origirial Date Revision
Before 1935 10% 1%
1935-39 16 10
19L0-LL L7 ‘ 30
After 194k 27 . 55
Unknown - k
Total 100 100

Throughout the study, the summaries of distribution relate to
number of plans and not to coverage, Thus, a plan covering only a
few hundred employees is given the same weight in the analysis as one
covering thousands of persons. .

In addition to the above, a less detailed analysis of the
revised retirement plans of 15 nonprofit organizations is given in
the appendix. These plans were revised upon the adoption of QASI
coverage, '



B, Summary of Major Amendments

In analyzing certain revisions of the 157 plans, a comparison
is made where possible with corresponding provisions of the former
plan, Since details of provisions previously in effect ars not
available in some instances, the comparison is limited.

A number of booklets indicate that liberalization of the
plan was necessary because of changing economic conditions, inflation,
the impact of union negotiations, the decrease in interest rates, and
the use of a more recent mortality table reflecting decreases in
mortality rates. Another significant reason for modification of the
plans is the 1950 and 1952 Amendments to the Social Security Act and
the desire to provide better integration.

iffectivs in 1951 the maximum annual wage base under OASI was
raised from %3700 to %3600 and in 1955 te #4200, This latter changs,
howsver, occurred after the revision of the plans of this study. In
revising the plans, almost % of them were designed to take the higher
wage base ($3600) into consideration in the future service benefits;
ieds, tie furiala is mors gsnerous for the portion of benefits bassd
on earnings in excess of this amount.

Considerable attention was also focused on providing a minimum
benefit, with about 2/5 of such minimums including the OASI benefit
as an integral part thereof. Throughout this analysis the temm
MOASI® relates only to the old-age benefit (payable to the retired
worker) and does not include supplementary benefits (for wives and
children), ' ‘

Considering the 157 revised plans together with other retire-
nent plans of the firms involved, the most significant characteristic
of the revisions is the increase in benefits at a decrease in cost to
employees, or at little or no additional increase. This is all the
more impressive since the CQASI benefits bad been increased appreciably
shortly before the plans were revised.

Following is & summary of the more important revisions. The
number of plans shown is, in some cases, slightly under-stated since
infommation relating to the provisions of the previous plan was
sometimes unavailableg

(1) Changing from a money-purchase (or pension trust) to a
definite benefit type--20 plans.

(2) Increasing the rate in the benefit formula--28 plans,

(3) Guaranteeing a minimum benefit--added in 29 plans and
increased in 4 plans.



(4) Delating or raising the maximum benefit--25 plans.
(5) Changing to a flat dollar-benefit per year of service--
7 plans, . ;
(6) Adding or increasing the special disability benefit—
9 plans,
(7) Adding a provision for increasing the banefit when retire-
ment is deferred beyond normal retirement age--12 plans,
(8) Eliminating or decreasing the employse contribution rate--
34 plans.
(9) Removing the sex differential in normal retiremsnt age-—
12 plans.
(10) Adding a prov151on for early retirement at employes
election instead of requiring employer consent--8 plans.
(11) Adding vesting provisions or providing more liberal re-
guirements--27 plans.

Of the 157 amended plans, some of the major characteristics are
as follows:

(1) Dafinite benefit type--90%.

(2) Contributory--67%.

(3) Most common eligibility requlrement-l year of service
and under age 65,

(4) Average employes contribution rate-—(a) on lower portion
of earnings, 2.5%; (b) on higher portion, h42%.

(5) Most common ratio of employse contributions to accruing
benefits--2,

(6) Most common future service bens fit formula per year of
service--1% of first $3000 of annual earnings; 2% on excess.

(7) Average future service benefit rate per year of service,
among plans basing benefits on earnings and length of service--(a) on
lower portion of earnings, l.1%;. (b) on higher portion, 1.8%,

(8) Plans with vesting—-93%. .

(9) Most common vesting requirement--5 years'! participation.

(10) Future service bensfits integrated with OASI--83%,



C. ‘Type of Plans

A number of changes occurred in the type of plan according to
its basic structure with the money-purchase type most significantly
affected, The changes indicate a trend away from this type; 17 of the
33 plans fommerly on a money-purchase basis changed to the definite ;
benefit basis, This is of particular importance to the older employees.,

Another revision noted is the change of 3 noncontributory plans
%o a contributory basis, with the employees sharing the cost, This is
the reverse of L other plans that changed from contributory toc non-
contributory, thereby eliminating employee contributions, One of the
latter was further liberalized by adding a supplemental noncontributory
portion covering earnings above $3600, while 2 others were expanded to
include all earnings--1 had previously covered the first $3000 and the
other those above that amount,

The study includes 1b plans that now provide a basic noncon-
tributory plan supplemented by a contributory portion., In L of these
all earnings formerly were included under a contributory type of plan.
As revised, 2 provide a noncontributory portion covering all earnings,
with 1 of them excluding the first $1800 of earnings under the contri-
butory portion. The other 2 plans eliminated employee contributions
on earnings below $3600. In 2 plans that were contributory, but
limited to earnings in excess of $3000, a noncontributory portion was
added applicable to all earnings in 1 plan and to those below $3600 in
the other. Buployee contributons on earnings above $3600 are now
required under 2 other plans that previously were noncontributory for
all earnings., Except for 1 plan that raised the point of integration
from $3000 to $3600, the 6 remaining plans made no change in the previous
provision~-4 are partial contributory with employees contributing at the
higher levels By conirast another plan is partial contributory in the
opposite direction in that contributory benefiis are provided on the
first $3000 and noncontributory benefits on the excess amount. The
sixth one provides both a contributory and noncontributory type
applicable to all earnings,

Although 11% of the plans were changed from money-purchase to
definite benefit, the amended plans still include proportionately
twice as many of the money-purchase type as were in the earlier
study of 346 plans,

After amendments, plans show relatively fewsr of the contribu-
tory type than in the earlier study (67% as compared with 72%), while
' proportionately the noncontributory plans remained the same (25%).
Percentage-wise there are nearly three times as many of the partial
contributory type among the amended plans as in the earlier study,



The effect of the amendments together with a comparison of
the types of plans included in the two studies may be summarized
as follows:

Current Study Previous

Type of Plan Before Revision After Revision Study
Definite benefit 79% 90% 95%
Money purchase v 21 » 10 5
gontributory 71% © 674 2%
Partial contributory 3 8 3
Noncontributory - 26 25 25



D. Eligibility

The provisions relating to eligibility for participation in the
plans were amended in L3 group annuities--20 were liberalized, 16 be-
came more restrictive, and 7 were made more stringent in some respect
and less so in others,

0f the L3 plans with revised eligibility qualifications, 8 in-
creased or added a service requirement, while 1l either decreased or
eliminated such a requirement., There were & that reduced or eliminat
the minimum entrance age, while 1L increased or introduced a minimum
age. The maximum age at which an employee might enter the plan was
increased (or eliminated) in 4 plans (12 plans for women) and was
decreased (or added) in 10 plans (11 plans for women). No two plans
made identical changes., The effect of the revision in service re-
quirements is shown in the following table:

Years of Service Number of Plans
Requirement Before Revision After Revision
None 1 L
1 25 2l
2 N 5
3 1 5
5 12 5
Total L3 43

The effect of the changes in minimum age provisions is as follows:

Minimum Age Number of Plans
Requirement Before Revision After Revision
None 22 12
25 3 10
30 12 16
Others 6 5
Total L3 L3

Thus more weight has been given to an age requirement, while
the overall effect has been toward a lower period of service for
determination of eligibility for membership,.



411 except 16 of the 157 plans now require 1 or more years of
service, with 1 and 5 years predominating (65 and 37 plans respect-
ively). A few plans vary the service requirement according to age.

There are 82 plans with a minimum entrance age reguirement,
age 30 being the most common (L8 plans), followed by age 25 (22 plans)
and age 35 (8 plans). The remaining 5 plans require a minimum age of
less than 25, The most typical age beyond which membership is not
permitted is 65, appearing in 73% of the plans,

By far the most common entrance qualifications among the 157
plans as revised are:

1 year of service, maximum age 65 ~= } 25 plans
1 year of service, minimum age 30, maximum ©5 -~ 18 plans

As shown in the following tables the 157 amended plans tend
to have shorter service periods for participation than the 3L6 new
plans of the previous study and also a somewhat lower minimum-age
requirements

Number of Plans
Current Study

Service Before After Previous
Requirement Revisions Revisions Study
lone 6% 10% 6%
1 Lo L 29
2 10 10 11
3 13 15 21
L 0 0 1
5 31 2L 32
Other 0 0 a/
Total 100 100 100

a/ less than % of 1%.

The distribution of plans according to the minimum age
required for participation is as follows:

Number of Plans
Current Study

Service Before After Previous
Requirement Revision Revision _otudy
Lone 52% L8% L6
25 and under 12 17 17
30 29 30 29
35 7 5 8
Total 100 100 100



In addition to the age and service requirements, L5 of the
157 plans limit participation to salaried employees and 3 to hourly
workers. Membership is also limited to those with annual earnings
in excess of $3000 in L plans and of $3600 in 2 others. Most of
the firms represented in these plans are known to have separate
plans for the excluded groups.

Of plans limited to salaried employees under the group
annuity portion, 37 made no change in the salary status requirement,
L of which continued to cover only employees with salaries in excess
of $3000., Coverage was expanded in 3 others to include those with
salaries below $3000, Two plans that both before and after amendmen
included hourly and salaried workers, but which limited coverage to
those earning more than $3000, removed the limitation, Another con-
tributory plan, introduced a limitation at the $1800 level, but adde
a noncontributory portion covering all employees and basing benefits
on all earnings,

A further restriction of coverage relates to the union or
nonunion affiliation, Only employees in nonparticipating union
status are covered under the insured portion in 12 plans. There
are 3 plans that limit membership to union members.

When combined with other retirement plans of the fims in-
volved, the 157 amended plans show about the same relative mmber
limiting coverage to salaried employees as was found in the earlier
(3L6 plans) study--about 1L%. However, as noted above, the amendment
reveal a trend toward limiting the group annuity portion to salaried
employees (sometimes covering only earnings above $3000 and $3600),
with a basic noninsured plan covering all employees or in some cases
hourly employees only.



E. Retirement Age

Normal Retirement

The provision relating to the normal retirement age was
amended in 16 plans, with comparable data for 10 other plans not
available. The amendments affected both men and women in only 2
of the plans; in these a definite normal retirement age of 65 has
been set, replacing in each case a sliding scale beginning at age
65. Men only were affected in 1 plan, their normal retirement
age being reduced from 68 to 65, the samg as for women. The 13
remaining plans amended the normal retirement age for women--11
remved an age differential by raising the age for women from 60
to 65, or equivalent to that for men. The other 2 plans now pro-
vide 2 normal retirement age of 65 for men and 60 for women--one
narrowed the differential by raising the age for women from 55,
and the other added a differential by reducing the normal retire-
ment age for women from 65.

A11 but 2 of the 157 amended plans set age 65 as the normal
retirement age for men, with 25 of them retiring women 5 years
earlier. In 5 plans there is an auxiliary feature--l provide for
normal retirement on a sliding scale-~from age 65 to 70 (age 65
constant for women in 1 plan) according to the age at entrance;
the fifth provides benefits at attained age 65 upon completion of
15 years of service. There are 3 others that provide normal re-
tirement at age 65 under the contributory portion but combine this
age with a period of service (10 years in 1 plan and 15 years in 2
plans) under the non-contributory portion which has been added.
The mormal retirement age under the 2 excepted plans is €0 and 61,
respectively.

The principal effect of the amendments as regards normal
retirement age has been to remove the sex differ( 1tial. Of those
where a comparison is possible (147 plans), 25% had a differen-
tial before as compared with 18% after amendments. Considering
the 157 plans as amended, 17% have a sex differential in the normal
retirement age. This is still somewhat higher than among 3L6 new
plans adopted during the period 194650 where the ratio was only 12%.

Early Retirement

The early optional retirement provision was amended in 3L
plans (no comparable information is available in 13 others that
now have such a feature). The amendments resulted in liberaliza-
tion in all except 10 plans; restrictions in 6 of these were the



result of changing the age condition for women to agree with that
for men. It is quite significant that a provision whereby the em~
ployee may retire at his election rather than with company consent
was added or liberalized in 12 plans. In L of these plans the con-
dition under which an employee might retire before normal retire-
ment at his own option was liberalized, while in the remaining 8
plans employer consent for early retirement was previously re-
quired, but now such retirement is permitted at the employee’s op-
tion. Early retirement at company consent is generally conditioned
only on attainment of a given age (usually 10 years before retire-
ment age), whereas if it tskes place at the election of the em-
ployee, both a given age and service-requirement are imposed. The
most typical age requirement under the employee election feature
is 55 (10 plans), while the most common service period is 20 years
(5 plans).

In addition to the changes in the manner in which employees
are permitted to retire early, 27 plans revised the age or service
requirements (changes in 5 other plans relate to disability only).
The revision followed a corresponding change in the normal retire-
ment age in a mumber of plans, the purpose being to eliminate the
difference in retirement ages as between men and womsn. The removal
of the differential was achieved by raising the early retirement age
for women from age 50 to 55 in 6 plans, and lowering the age for men
in 4 plans--from 55 to 50 in 1 plan, from 60 to 55 in 2 plans, and
from 58 to 55 in the remaining plan. The result in 1 of these plans
permts of early retirement 15 years before normal retirement age.
One plan introduced a differential through lowering both the early
and normal retirement age for women by 5 years.

Disability is another criterion for early retirement--7 plans
introduced disability as a new feature and 1 liberalized a former
provision. However, 2 of these plans previocusly had no specific
requirements. Disability is now the only condition for early retire-
ment in 2 plans, 1 of which imposes 15 years of service. In 6 of
the 7 plans introducing disability as a criterion, conditions are
less stringent than for early retirement due to other causes. Under
3 plans, the age requirement of 55 is retained, but the service re-
quirements of 10, 20, and 25 years respectively are waived, while
3 other plans waive age requirements.

Not included in the following table are 2 plans that added a
basic non-contributory plan under which early retirement is condi-
tioned on age and service in one, and on disability only in the
other. The most important revisions may be classified as follows
(a few plans appear in more than one category):

- 10 -



Number
Revision of Plans

Addition of provision for early retirement without 8
employer?s consent

Liberalization of requirements for early retirement:

Without employer's consent L
With employer's consent L
Removal of age differential between men and women 10

Addition of or increase in age and/or service
requirement for both men and women L

Addition of or liberalization of disability
provision 8

After revision, 130 plans of the study (83%) provide early
retirement for men at are 55, with 21 of them also requiring a
specified period of service--ranging from 5 to 30 years. There are
23 plans (15%) that permit women to retire earlier than men--20
designating age 50, 2 age L5, and another age 55 (age for men varies
to age 60). Among the 109 plans using age 55 as the only condition
for early retirement for men (with employer consent), 7 either raised
the age condition to age 60 or added a period of service if the em-
ployee elecis retirement,

0f the 27 remaining plans (those having a requirement for men
other than age 55), 10 have no specified age or service conditions
that must be satisfied for early retirement, L require only a period
of service, 8 permit early retirement prior to age 55--7 specify
age 50 (L5 for women in 2 plans), while the 8th plan uses age 5l1--,
and in the remaining 5 plans, early retirement is provided at age
60, with 2 of them combining it with 20 years of service. Among the
10 plans with no specific requirements, 2 impose an age condition
(55) and 1 an age and service condition (age 55 with 10 years) if
early retirement takes place at the option of the employee.

Disability is present as a condition of early retirement in
21 plans of the study (13%). In 6 of them, any early retirement is
contingent upon disability, 1 of which requires completion of 15
years of service and L others attainment of a specified age--55 in
3 plans (50 for women in 1) and age 50 in 1 plan (L5 for women).
Of the remaining 15 plans, disability is an alternate provision with
conditions varying. An age 55 condition is walved in event of dis-
ability in 6 plans, although 2 of them then have a S5-year service
period. In 2 plans, a 1l0-year participation requirement is waived in
case of disability, while 1 plan reduces a 30-year service period to

- 11 -



10 years in such event, Under 5 plans, where early nondisability
retirement is contingent upon fulfilling both an age and service
requirement, the age factor is waived in case of disability in 2
plans and the service condition in the 3 others, In addition to
the 21 plans discussed here, 9 plans provide a special disability
retirement benefit.

Early retirement is conditioned upon the employer!s consent
in 118 of the 157 plans (75%). Under 39 plans, early retirement is
permitted at the employea's option, in 17 of which the conditions are
liberalized if the retirement is with company consent,

Of the 157 plans of this study (amended between 1950 and 195k)
25% provide early optional retirement at employee elections, This is
relatively more than twice the corresponding proportion (12%) for 346
previously analyzed plans (initiated between 1946 and 1950). There
is still a sex differential in the early age requirement in 15% of
the plans--as compared with 20% before revision. The corresponding
proportion in the previous study was 1ll%.

Deferred Retirement

The provision relating to retirement deferred beyond the
normal annuity date was amended in Ll plans (no comparative in-
formation is available in 1h others that now have such a feature).
0f these, 11 no longer make any mention of deferring retirement,
10 added the provision, and 23 revised a former one. Among the
33 plans of the last two groups, 7 now designate a compulsory
retirement age--70 in 5 plans, 68 (women 65) in 1 plan, and 66 in
another, At least 3 plans have added an automatic retirement age
later than 65 (68 in 2 plans and 66 in another) after which age
approval by the company is necessary for continued employment.

Most of the revisions were with respect to the time when
benefits begin in case of deferred retirement and to the amount
then payable, When retirement is deferred, the tendency is to
postpone the payment of benefits until actual retirement (or to
a specified age, if earlier) and then to increase the benefit
above that which was payable at the normal retirement age., All
but 3 of the plans amending this provision defer benefits, with
half of them increasing the benefit amount.

The previous practice regarding the deferred retirement age
is not always given, Some of the known changes in age provisions
are as follows: Among the 10 plans that added a deferred retire-
ment provision, 2 provide for compulsory retirement at age 70 and
another at age 68; the others d not indicate any compulsory or
automatic retirement age, but defement is with employer consent.
In 4 plans that formerly provided deferred retirement with con-
sent of the employer, a compulsory retirement age was added (age
66 in 1, and age 70 in 3 plans). In 1 other plan, an automatic
retirement age of 66 was introduced,

-12 -



0f the 10 plans that added the deferred retirement provision,
2 pay the immediate benefit at the normal annuity date and 8 post-
pons payment to actual retirement, In 7 of this latter group, the
deferred benefit is increased but is payable not later than a certain
age--70 in 5 plans, 66 in 1, and 68 (women 65) in the other. The last
one also continues contributions to this later age.

With 1 exception, the 23 plans revising the provision defer
the benefit (1 defers only a portion) to actual retirement, with 9
restricting payment to not later than a specified age (70 the most
common). When retirement is postponed, there is no increase in the
benefit in 9 plans, while 10 now provide for an increased amount.
In 1 plan the annuity derived from the employee'!s contributions is
payable at the normal retirement age and that derived from the
employer's contribution (with no increase) is payable at actual
retirement. The remaining 2 plans deferring the bene fit pemit the
employee to elect the immediate benefit at the normal annuity date
or an increased amount at actual retirememt, or at age 70, if
earlier. The excepted plan continues to provide that the benefit
beginz at the nommal retirement age, but adds an automatic retirement
age (68). '

Previously, all but 6 of the 23 plans revising the deferred re-
tirement provision provided for benefits to begin at the normal retire-
ment age. Under 4 plans, benefits were postponed until actual retirement,
only 1 of which increased the bemefit. Another plan permitted the employes
to chooss either an immediate benefit at the normal annuity date or an
increased amount at actual retirement or at age 70, if earlier. Under
the remaining plan, the normal benefit was payable at the nomal retire-
ment age and, upon approval by the company board of directors, employer
and employee contributions could be continued to actual retirement at
which time a supplemental annuity would be purchased to provide addi-
tional benefits,

0f the 157 amended plans, 107 definitely make provision for de-
ferred retirement (68%) while 50 (32%) make no mention of it, when
retirement is deferred beyond the normal age, employment usually is
continued on a year-to-year basis with contributions generally discon-
tinued at normal retirement age. Among the 107 plamswith a deferred
retirement provision, L3 always begin payment at normal retirement age
(of these, 9 mention offsetting wage adjustment). Under 56 plans, the
benefit is always deferred beyond the normmal retirement age while em-
ployment is continued (32 limit the defement period--most commonly to
age 70); 30 such plans increass the amount above that payable at the
nommal retirement age, while 26 pay only the normal benefit. Under the
remaining 8 plans, the employee who coniinues in service beyond normal
retirement age has the choice of the nommal benefit beginning at normal
retirement age or an increased amount beglinning at actual retirement;
in 1 such plan the increase relates only to the future service portion,

-« l3 -



Belatively fewer of the books of this study (68%) than of the
previous one of 346 plans (79%) mention deferred retirement provisions,
However, where it is mentioned, the tendency is not only to postpone
the benefit payment to actual retirement or to a specified age, if
earlier, but to increase the amount above that payable at the normal
retirement age. The average original date of the amended plans is
considerably earlier than that of the previous study, which may account
for the lower percentages among the amended plans., The following table
compares the distribution according to method of payment among plans
permitting deferment:

Amended Plans Previous

Category Before After Study
(1) Benefit begins at normal retirement age 63% Log L8%
(2) Benefit deferred and not increased 16 2k 42
(3) Benefit deferred and increased 1k 28 9
(4) Bnployee option as between (1) and (3) 7 8 1



F, Employes Contributions

The provisions relating to employse contributions are known
to have been amended in 56 plans., The prineipal types of revisions
in employee contributions are changes in the rate, shifts in inte-
gration peints, revisions in the amount of earnings subject to con-
tributions, and changes in the type of plan. A significant criter-
ion for measuring empleyes contributions is the relation thersof to
accruing future service benefits. Among the 56 plans amending this
provision, the most common practice is to establish an emplcyee
contribution at 2 times the rate at which benefits accrue. 4s an
example a plan calling for a contribution rate of 4%, would provide
a benefit of 2% of earnings for each year of service, Formerly, the
most common ratio was 25. This means higher benefits per unit of
employee contribution, with a larger proportion of the premium paid
by the employer.

Employee contributions were decreased in 34 plans (4 plans
eliminated them entirely, while another 4 partially eliminated them).
The employee contribution rates were increased on soms or all of the
earnings in 13 plans, and 5 other plans that previocusly were non-
contributory imposed contributions. Among the latter are 2 plans
‘that require contributions on only the higher portion of earnings,
while basing benefits on all earnings. Under another plan, the em~
rloyes contribution rates were decreased on the first $1,800, with
an increase on earnings above this amounts Finally, there are 3
plane with changes differing from those refarred to above,

The overall effect has been to lower employse contribution
rates~-5% of the amended plans, as compared with 15% before revision,
apply a rate of 4% or more to the first $3,000 (or $3,600) of amnual
earnings. On the excess amount, 24f of the amended contributory plans
use a rate equal to 5% or higher, in contrast with 33% before revision.

In the analysis of revisions in the employee contribution rate,
plans have beén classified according to the change made in the future
service benefit rate (Table 1). To round out the picture, there are
L7 plans that changed neither the employee contribution nor future
service henefit rate.

~15 -



Table 1

PLANS REVISING EMPLOYEE CONTRIBUTION RATE CLASSIFIED
BY CHANGE IN FUTURE SERVICE BENEFIT RATE

Employes Contributions Future Service Benefits Number of Plans
Decreased Decreased 7
Decreased No change 1l
Dacreaged Increased 12
Decreased Varying change 4
Decreased Changed to definite benefit 6
Increased No change 1
Increased Increased 8
Increased Changed to definite benefit 4
Eliminated No change 1l
Eliminated Increased 1l
Eliminated Changed to definite benefit 2
Introduced Increased I\
Introduced Changed to definite benefit 1
Miscellaneous A

Total 56

- 16 -



Of the 7 plans that decreased both employee contributions and
future service benefits, the decreases were proportional in 5. In
3 of these the reduction was merely because of a change in the point
of integration and related to only that portion based on annual
earnings between $3,000 and $3,600, thereby recognizing the 1950
Social Security amendments. A plan that formerly paid benefits with
respect to all earnings, but was contributory on earnings above
$3,000 only, now integrates at $1,200 and $3,600. Brployee contribu-
tions on earnings between $3,000 and $3,600 were eliminated and future
service benefits based on the portion below $3,600 reduced, In the
remaining plan, a proportionately greater decrease was made in the
contribution than in the benefit rate,

Among the 12 plans that decreased the employee contributions
while increasing the benefits are 3 in which the dscrease reflected
a change in the poinil of integration but which at the time increased
the benefit formulas throughout., Another added benefits with respect
to the first $3,000 and eliminated contributions except on earnings
above $3,000., Under still another plan, noncontributory benefits
covering all earnings were added, with the contributory portion
changed to cover only earnings above $1,800; no change was made in
this portion in either contribution or benefit rates as applied to
earnings above this amount,

Two of the k plans that reduced employee contributions with
varying changes in benefit rates are money-purchase plans, Previously,
the employee rate was 5%, with equal contributions from the employer;
as revised the employee contributions vary from 1 to 2%%, depending on
salary, while the employer rate now varies from 5%% to 10%. The effect
is to reduce the contributions for employees in the lower brackets
thereby providing a form of integration with social security. The
other 2 plans changed to partial-contributory. Under one the effect
is a decrease in the benefits for those earning between $3,100 and
$5,100, although there was an increase in contribution and benefit
rates on the portion of earnings above $3,600, The other reduced
benefits based on the portion of annual earnings between §1,800 and
$3,600, with an increase on the excess,

Where the type of plan is changed from the money purchase
plan to the definite benefit type, it is not possible to make a
categorical statement as to the change in future service baenefits;
the result is less variation in accruing benefits as between the
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older and younger workers, One of these plans raised the point of
integration to $3,600 and reduced the employee contributions on
earnings between $3,000 and 43,600, adding a noncontributory supple-
ment based on service only. Another that still bases contributions
and .benefits on earnings above $3,000 reduced the employee contribu-
tion rate from 5% to L%. In all, 11 plans in changing from the money
purchase <to the definite benefit type made & change in the employee
contribution rate. The remaining plan continued the same rate as
under the money-purchase contract, o ' o

0f the § plans that increased both the employee contribution
and future service benefit rates, 5 made proportionate increases., In
the other 3, contributions ‘were raised relatively less than benefits,
The plan that increased the employee contribution rate but made no
change in the bensfit fommula now uses a slightly higher rate than
fomerly on annual earnings between $1,800 and $3,000 (to agree with
the corresponding higher percentage used in the benefit formmula);
the ratio as between contributions and accruing benefits is now
unifom throughout,

Two of the lj plans that changed from contributory to non-
contributory also changed from the money-purchase to the definite
benefit type, Another made no change in the benefit formula, while
the fourth extended the plan to cover those earning below $3,000
with flat dollar benefits per year of service for all.

Under 3 plans that changed from noncontributory to ocontributory,
future service benefit fomulas were increased in one by 25%, in
another by 50%, and in the third by 567% on the lower portion and by
167% on earnings in excess of $3,600, Of 2 plans changing from non-
contributory to partial-contributory, one changed from pension trust to
a definite benefit type, while the other increased the beneéfit formula.

Among the L plans classified as miscellaneous, the effect of
the revisions in one was to decrease the contribution rate for those
earning less than $2,400, with an increase in the rate for those
earning in excess of this amount; the future service benefits were
increased throughout. The second plan was liberalized to cover
earnings below $3,000, with employee contributions om this portiom
of earnings a flat amount varying by attained age. This amount
doubled, tripled, and quadrupled for each additional 10 years in
attained age beyond age 4O. The third plan was extended to cover
earnings above $3,000, with both a lower employee contribution rate
and future service benefit rate on such earnings as compared with
those on the first $3,000--an unusual relationship (integration in
reverse), Finally, ons plan that changed from money purchase to
definite benefit decreased the contribution rate on the first
$3,600 by 25% and increased it by 123%% on the excess,
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Not included in the 56 plans are 2 money-purchass plans that
changed the incidence of employer cost for women., Fomerly, the
contributions were used to buy annuities deferred to age 65. At
retirement of women before age 65 (normal retirement age 60), the
employer made a single additional contribution to offset the amount
by which the benefit would be discounted due to the earlier retire-
ment. The revised plans call for an increase in the regular em-
ployer contribution such that the benefits will be funded by age 60,
No change occurred in the employee rate, which remains the same for
men and women,

In this study of 157 revised plans, 75% call for employee
contributions, This is relatively the same as amopg new plans of
the period 1946-50, Although the most frequently used contribution
fomula--2% of the first $3,000 (or $3,600) and L% above--remains
unchanged, the proportion of amended plans using it is somewhat
lower than in the earlier one--16% as compared with 19%. Under the
total plans after revisions, the average rate is slightly lower on
the first $3,000 of annual earnings than among those of the earlier
study--2.5% as compared with 2,6%, while for earnings above it is
slightly higher-«L,2% as compared with 4.,0%. However, among the
plans that revised the contribution rates, t he average on the higher
portion is now 4,0%, or the same as in the earlier study,
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G, Retirement Benefits

This section covers changes in normal retiremsnt benefits, with
future service and past service benefits treated separately. Future
service benefit changes are considered separately for the contributory
and for the noncontributory plans. Separate subsections deal with
minimum, maximm, and disability benefit provisions.

Future Service

Cf the 157 plans of this study, 117 were contributory or partial-
contributory (after revision). Among these, 59 (38%) made changes in
the normal future service benefit provision. . There was no change in
this provision under 50 contributory plans, 3 of which reduced the em~
ployee contribution rate. Under 8 plans the previous future service
formula is not known.

In the discussion of changes in benefits, reference is made to
the previous section on employee contributions. Of the 56 plans shown
in Table 1, 53 made changes in the future service benefit. In addi-~
tion to these plans that revised both employee contributions and
future service benafit rates, 6 other contributory plans revised the
benefit formula. Three of the plans were changed to a definite bene~
fit type and the remaining 3 made an Increase in the benefit formula.

After amendments, there were 40 plans of the noncontributory
type. Of these, 15 revised the future service benefit formula, and
3 others changed to a definite benefit type, resulting in a relatiw -
ly greater advantage to ths older employees. Among the 1% plans, one
formerly contributory and relating to annual earnings above $3000 now
provides all employees with a flat benefit per year of service, re-~
gardless of earnings. The future service benefit formula was liberal-
ized in all except 2 of the remaining 14 plans. One of the 2 excepted
plans made a 25% reduction in the formula but increased the monthly
minimum benefit (including OASI) for each year of service by $.15 in
recognition of the 1950 amendments to the Social Security Act. The
other made a decrease in benefits based on the first $3600.

In recapitulation, the results of the revisions may be classi-
fied as follows:

Contributory Noncontributory Al Plans

Type of Change Number _% Number % Nurber _ &
None 50 L3% 17 43% 67 43%
Benefit increased 31 26 12 30 L3 27
Benefit decreased 7 6 2 5 9 5
Varying 3 3 1 2 5 3
Changed to definite benefit 17 15 3 8 20 13
Previous formula unknown 8 7 5 12 13 9

Total 117 100 40 100 157 100
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Of the 144 plans with known previous future service bensfit
formulas, 77 (53%) made revisions. The plans with varying changes
increased the benefit based on the upper portion of earnings while
slightly decreasing the remainder. A change to a definite benefit
type usually resulted in increased average benefits. It may, there-
fore, be stated that in only 9 (12%) of the 77 plans that revised
the provision were the average benefits decreased, or in 5% of the
157 planse Furthermore, several of the 9 reduced only that portion
of the benefits based on earnings between the former and later points
of integration--$3,000 and $3,600, the result of changing the point
of integration, in line with the OASI 1950 amendments. Thus, although
the amendments to the Social Security Act increased the benefits under
that program appreciably, the benefit revisions in the plans of this
study, for the most part, provide a further increase.

In comparing future service benefit rates before and after the
changes, plans that were previously not of the definite benefit type
and those that chanred to a flat dollar amount per year of credited
service have been excluded; also one plan with a very low rate before
the change (3/20% on the first $3000 which was increased by 567%),
since its inclusion would result in distortion. One plan that pre-
viously covered only earnings above $3000 added a benefit based on
the lower portion, while the reverse was true of another; that is,
the plan was extendsd to cover earnings above $3000--these plans
are also omitted in the conparisonse Increases were made on the
lower portion of earnings only in 10 plans and on the upper portion
only in 21 plans. Among plans that increased rates on the lower
portion (including those that made an increase on both portions),
the increase ranges from 12i% to 100%. The range of increase on the
upper portion varies from 2i% to 100%. The most common increase is
335% on each portion.

Among the 157 plans are 4 that still cover only earnings above
$3000. At least 2 of these have a noninsured plan for all employees.
Only 2 plans are limited to earnings above $3600, one of which has a
noninsured plan for other employees. The other covers railroad em-
ployees and is thus supplementary to benefits from the railroad re-
tirement system.

The most common formulas among the 117 contributory plans are
as follows:

Formula Numbor of Plans Porcent of 117 Flans
1% to $3000-- 2% abova 18 15%
2% to $3000-~1i% above 10 9
1% to $3000~--1i% above 7 6
1% to $3600-~ 2% above 6 5
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Among the 40 noncontributory plans, the most usual formulas
are:

Formula Number of Plans Percent of 4O Plans
1% to $3000--13% above 5 12%
1% to $3600--2% above L 10

Considered as a whols, the following appear most often

Formuls Number of Plans Percent of 157 Plans
1% to $3000-- 2% above 20 13%
1% to $3000——1§% above 12 8
2% to $3000--12% above 11 7
1% to $3600-- 2§ above 10 3
1#% to $3000-- 2% above 7 4

Only 25 of the 157 plans now apply a uniform benefit rate for
future service (that is, apply the same formula to all earnings).
Included are 3 that provide for a flat benefit per year of service
with no supplementary portion. The amendments have resulted in
relatively fewsr plans with uniform formulas as shown by the following
table:

This Study 1946-50
Type of Plan Bafore After Study
Contributory 20% 13% 22%
Noncontributory 30 23 50
All Plans 23 16 31

The effect of the changes under definite benefit plans that base
benefits on earnings and credited service is shown below:

Average Future Service Formula
as_Percent of Earnings
Type Before After Increase

Applicable to Lowser Portion of Earnings

Contributory «92% 1.14% 2%
Noncontributory .98 1.19 2
Applicable to Upper Portion of Barnings
Contributory 1.55% 2,00% 29%
Noncontributory 1.48 1.94 34



In deriving the averages, no distinction has been made between the
plans integrating at 33000 and at $3600, Since a number changed to
the upper point, the percentages of increase on the lower portion

of earnings are slightly overstated. It seems guite significant

that among plans revising benefits, the average future service benefit
formula was made 22% more liberal as related to the lower portion of
earnings and 30% more liberal on the higher portion. In this connec-
tion it may be noted that the 1950 amendments resulted in a larger
relative increase on the first $1200 of earnings than on the earnings
between $1200 and $3000 and that such increases resulted in increasing
the variation in the benefit, as a percent of earnings, between the
lower paid and higher paid employees.

The following table relates to the total definite benefit plans
that base benefits on earnings and credited service, including those
that made no change in the future service benefit formula:

Average Future Service Formula as
Percent of Earnings
Typs of Plan Bafore After 1946-50 Study

Applicable to Lower Portion of Earnings

Contributory ' «96% 1.06% .98%
Noncontributory «86 1.06 <95
All Plans . 93 1. 06 . 97

Applicable to Upper Portion of Barnings

Contributory 1.58% 1.82% 1.52%
Noncontributory 147 1.59 1.33
A1l Plans 1.55 1.76 l.48

The average increase in formula applicable to the lower part of earn-
ings for definite benefit plans (revised and unrevised) was only 14%
as against 22% for plans that changed; the corresponding ratios re-
lating to the excess earnings are 14 and 30%, respectively. Strange-
1y, the noncontributory plans that revised the formula already had
more gaenerous formulas with respect to the lowsr portion of earnings
than those that were unchanged. The present formulas for those that
made revisions average considerably higher than for the plans as a
whole--about 8%% on the lowsr portion of earnings and 12% on the
eXCco839,

After amendments, the average rate on the lower portion of

earnings is about 9% higher than the corresponding rate among similar
plans adopted during the periocd 1946-50, while that on the higher
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portion is 19% higher. The ratio betwaen the average rate on the
higher portion is about 1% times that on the lower portion. This
corresponds with 13 times among the new nlans of 1946-50, The in-
crease in ratio probably reflects the 1950 increase in OASI benefits
(based on only the lower portion of earnings).

Before revision, only one of the 157 plans provided a flat
monthly bensfit per year of credited service (increased from $1.50
to $1.80). Seven others (probably union-negotiated) now have a
basi¢ plan of this type, 4 of which provide for a supplementary amount.
The formmlas are given below:

Monthly Amount Maxdi num
par Year of Credited
Plan Credited Service Years Supplement

1 $1.00 No limit None
2 1,80 25 None
3 200 30 None
I e 002/ 20 None
5 1450 30 Above $3600
6 1.75 30 All sarnings
7 20,00 No limit Avove $3600
8 v/ No limit Avove $3000

a/ Reduces to $3.50 after 25 years; venefit includes Social Security
old-age benefits.

b/ For service before age 40 amount is $.35, increasing by $.35 for
each successive 10-year age group up to age 60; for ages 6064,
it is $1.40.

In all except plans 1 and 8 the basic benefit is provided entirely by
the employer. The supplement is on a noncontributory basis only in
plan 5.

While money-purchase plans have been included in the previous
discussion, an over-all treatment may be of interest. Of the 16
plans that remain this type, 8 made no change in thes contribution
rates and hence no change in benefits. Information on former rates
is not available for 2 plans, while in the remaining 6 plans, changes
occurreds Two plans raised the employer rate for women only, accom-
panied by the removal of additional benefits previously provided by
the employer during the period of retirement betwean ages 60 and 65.
In another plan, an additlional 2% of earnings was added to both em-
ployee and employer contributionse Two others made no change in the
total contribution rate, but the employsr assumed a portion of the
former 5% employee contribution, varying from 4% on the lowest portion
of earnings to 24% on the highest, thersby effecting a slight increase
in monthly benefits (sinee the employer contribution is used to pur-
chase an annuity with no death benefits). In the 6th plan, whers the
contribution rate formerly varisd by age, the new formula calls for
employee contributions of 13% of earnings regardless of age, resulting
in an average benefit increase of about 12%,
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Of the 20 plans that changed to the definite benefit type,
17 had been money purchase plans. This change reduced the differ-
ential in the future service banefit between those entering at a
relatively high age and those entering at a lower ages Two of
these now base benefits on the average earnings during the last 10
yoars of service. In each case the formula includes OASI--under
the first, the formula is 1#% of final earnings times years of ser-
viee (maximum 25); under the second, a noncontributory portion pro-
vides 1% of final earnings times years of service, with the con-
tributory portion adding 1% of current earnings above $3600 for each
year of credited servics.

In addition to changes in the future service benefit formulas,
a number of plans have added a noncontributory supplement with
respact to elapsed future service (in effect making a portion or all
of the increase in future service rates retroactive). In a few plans
such benefits have been extended to cover the eligibility period.

Past Service

The provision relating to benefits for service rendered prior
to the establishment of the original plan was amended in 40 plans
(25%)s With 1 exception, all of these liberalized the benefite The
increase is generally in the form of a supplementary annuity, with
benefits computed retroactively for all or a portion of prior service.
About 71% made no change in the previous provision, while 4% (6 plans)
continued to make no provision for past service benefits,

Seven of the 40 plans introduced a basic benefit of a flat
amount per year of service (including past service). The additional
benefits under the other plans have been effected by various methods,
some of which are: the substitution of a higher past service benefit
formula, more liberal definitions of earnings or a shift to a later
(and generally higher) wage base, the inclusion of periods of service
previously excluded, and the raising or removal of the former maximum
limitation (annuity and/or salary base). Effective also under a
number of plans is the introduction of a2 minimum benefit based not
only on future service but on past service as well; this, however, is
not interpreted as amending the past service benefit provision.

Benefits for prior service are provided in 4 revised plans
that formerly credited only futurs service. In several plans, past
serviee benefits are made available to employees who formerly had
not elected to join the plan or who had joined and had later withdrawn;
however, credit for past service is contingent on the employes becoming
a member of the revised plan prior to a specified date., Generally the
revised plan indicates that the past service benefit will be at least
as high as under the previous provisions.

- 25 -



The effect of increasing the formulas is considerable, The
past service benefit formulas applicable to the lowsr portion of earn-
ings, where amended, average about 90% of the corresponding formulas
for future service and on the higher portion of earnings, about 70%.
The ratios under the new plans of 1946-50 were 75% and 60%, respective-
ly. As in that study, a larger proportion of the plans have a uniform
past service formula than is true of future service formilas.

Minimum Benefits

Unusual interest in providing a minimum benefit is apparent in
that 29 (18%) of the amended plans introduced such a feature, while
only 4 plans eliminated its Of the 9 plans with the provision both
before and after revision, 4 increased the minimum benefit, 2 made no
change in the amount, and for 3 others comparable information of the
previous provision is not available. The amendments tend not only to
emphagize a minimum benefit, but to include therein the OASI old-age
benefits (more recently a tendency to adopt minimums that do not in-
clude such benefits has been noted). There is also a trend toward
expregsing the minimum in terms of dollars rather than relating it to
earnings.

In one plan, the minimum monthly benefit (including OASI) after
20 or more years of service was increased from $100 to $115 with pro~
rata reduction (both before and after revision) for less years of ser-
vice. The secend plan, having eliminated a sex differential in the
normal retirement age, raised the minimum monthly benefit (including
OASI) for women from $50 to $60, the same as for men. Under the third
plan, the minimum benefit after 20 years of service (exclusive of OASI)
was raised from $50 to $55 a month, with a further $2 yearly increase
to $65 after 25 years of service. The remaining plan that increased
the minimum benefit formerly provided a monthly minimum of $33.33,
exclusive of OASI, after 25 ysars or more of service; this was changed
to $125 (including OASI), with further increases of $5 for sach addi-
tional year to a maximum of $200 after 4O years of service. The re-
vision also provides for a reduced minimum for service of less than 25
years, the reduction amounting to $1 per month for each lesser year to
a minimum of $110 with 10 years of service.

After revision, 38 of the 157 plans (24%) provide a minimum
benefit. The ratio among contributory plans is 28%; among noncontribu-
tory, 13%. In 32 plans a spscified period of service (25 years, the
most common) is imposed for the highest minimum. The majority of the
plans reduce the amount proportionately for less service but generally
stipulate a minimum number of years below which no minimmm applies.

In 32 plans, the minimm is expressed as a dollar benefit, while the
other g plans relate it to a percentage of earnings (either final or
career).
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Under 23 of the 38 plans, the minimum includes the OASI old-
age benefit. In all but 4 of these, the provision is more or less
patterned after that of the early union-negotiated plans, namely,
flat dollar amounts dependent upon years of service. The highest
wonthly minimum ranges from $100 per month after 25 years of service
to $200 after 40 years, with pro rata reductions for less service.
Several plans with the OASI offset in the minimum are of the partial
contributory types In one of these, the minimum relates to the
annuity derived from both the contributory and noncontributory por-
tionse In another, it applies only to the bsnefit provided by the
employer's contributions (both contributory and noncontributory
portions); this is supplemented by the annuity purchased with tie
employee's contributions. The minimums under the other plans of
this type relate only to the anmuity derived from the noncontributory
portion, with that purchased under the contributory part being
entirely independent.

Two plans that introduced a minimum of $100 a month after
25 years of service (with OASI offset and with pro rata reduction
for less service) also provide an alternative minimum--in one plan,
1% of the final 10-year average earnings times years of service
(including OASI) and in the second, $40 a month (excluding OASI)
after 25 years of service.

The 4 plans that do not follow the pattern of the negotiated
plans base the minimum (including OASI) on a certain percentage of
paye In 3 of these plans the percentage (2%, 2}% and 2§% respectively)
is applied to the final 10-year average earnings times years of ser-
vice with a maximum of 20 years in 2 plans and of 15 years in the
thirde Thus the highest miniwmum is 40% of final average earnings
under the first and third of these plans, and 45% under the second.
The fourth plan applies 2% to the total earnings during the period of
participation.

The characteristics of the minimum benefit of the 23 plans
that include the OASI old-age benefit are summarized in Table 2,

Among the 15 plans providing a minimum annuity independant of
the OASI old-age benefit, 10 1limit the period of credited service
to be used in determining the minimum. The service requirement is
generally longer for the highest minimum than that required under
the OASI offset type--most typical, 30 years (5 plans?? All except
2 of the 15 plans provide a minimum expressed as a dollar benefit,
with 10 of them ranging from a flat $20 a month with no service pro-
vision to $100 a month after 20 years (pro rata reduction for less
service). Under 3 plans, the minimmm benefit is expressed as a flat

-27 -



Table 2

PLANS CLASSIFIED BY MINIMUM BENEFIT PROVISION
(Including OAST)

Highest Minimmum Years of Service for:
Monthly Benefit Highest ProRata Number of
(Includes OAST) Minimum Minimum Plans

$60 20 0 1

1002/ 25 1-25 1

1l 25 10-25 1

1002 25 15~25 2

100 30 1-30 2

1o§ 25 15-25 2

11 20 120 1

1208/ 25 1525 1

125 20 15-20 1

125 25 10-25 2

1252 25 15-25 2

150 30 1-30 4 1

200 ko 25-l 2
Miscellaneous= ef e/ L

Total 23

g_/ Excludes benefit derived from the employee's own contributions.
_‘Q/ Excludes benefit derived from contributory portion in 1 plan.
¢/ 1 plan has an alternate of 1% of final 10-year average earnings

per year of service; the second of $L40 a month, exclusive of
OASI, with pro rata reduction for less years of service.

1 plan further reduces miniwmum $1 a month per year of service
less than 25 to a minimum of $110 with 10 years of service.
In 1 plan, minimm is 2% of average annual salary per year
of service; in 3 plans it is based on final 10-year average
earnings--1 plan applies 2%% per year of service, maximum

15 years; the other 2 apply 2% and 23% respectively per year
of service, maximum 20 years.
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Table 3

PLANS CLASSIFIED BY MINIMUM EBENEFIT FPROVISION
(Excluding OASI)

Highest Minimum Years of Service for:
Monthly Benefit Highest ProRata Number of
(Excludes QAST) Mindmum Minimum __Plans
$20.00 0 0 2
30.00 20 10=-20 1
37.50 30 130 1
12,50 30 £/ 1
60.00 30 15-30 1
6? .00 25 b/ 1
75.00 30 1-30 2
100,00/ 20 1-20 1
a/ 25 1-25 1
[Y4 15 1-15 1
Miscellsneousl/ £/ £/ 3
Totel 15
a/ Reduction is $3.50 for each of the 5 years of service less than

L &l

30 with further pro rata reduction for each year less than 25,
minimm 15 years.

Reduction is $2 for each year of service less than 25, minimum
20 years.

An alternate minimum is 2% of final 10-year average earnings
per year of service, maximum 25 years.

1i% of final 5-year monthly average earmings in excess of $100
® r year of service.

25% of average monthly earnings above $250 during the period of
participation plus ﬁ% of such average per year of participation.
$.50, $1.50, and $2.00 a month respectively times years of service
(last plan relates to years of participation).
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amount per year of credited service. The 2 remaining plans bass the
minimm on a percentage of the higher portion of earnings. The
characteristics of the minimum benefit in the 15 plans that do not
include therein the OASI old-age benefit are summarized in Table 3.

The minimm benefit is taken into consideration in determining
the discounted early retirement benefit in at least 9 plans and in
calculation of the vested deferred annuity in 4 plans.

Under at least 6 revised plans, qualified employees already
retired are eligible for the increased minimum benefit. Likewise,
a few plans indicate that the revised minimm is applicable to older
employees who had been members of a former plan.

The difference between the minimum amount and the normal bene-~
fit is generally provided through a purchased supplementary annuity
financed by the employer. However, in some instances direct payments
each month are made by the employer.

The significanee of the minimum benefit among the 157 amended
plans is reflected in a comparison with rlans of t%e earlier study
(346 plans). Proportionately 3 times as many of the plans in the
present study provide a minimum benefit; also, when there is a minimum,
relatively 2.8 times as many provids for an OASI offset (61% as com-
pared with 22% raspectively). Minimums are much more prevalent among
the contributory plans (28%) than among the noncontributory (12%).

Maximum Benefits

A maximum benefit under a group annuity may be effected by
limiting the earnings upon which benefits are based or by imposing
a stated maximum amount. Some plans embody both methods.

The provision limiting the amount of annuity that may be
credited was revised in 29 plans, resulting in a liberalization,
except in 3 plans that newly imposed this type of limitation. In
another, a maximum annuity of $12,000 was substituted for a salary
limitation base of $10,000. Of the other 25 plans that became
more liberal, 17 eliminated the maximum annuity nrovision entirely.

A contributory plan that provided a maximum of 60% of average final
salary (last 3 years) now excludes that portion of the annuity pur-
chased by the employee's contribution from such maximum; formerly, the
plan contained an alternate maximum of $15,000--now deleted. In 7
plans, the former maximum annuity was increased, such increase ranging
from 33% to 150%, with the revised maximums ranging from $4,200 to
$20,000. Formerly, the variation for this group was from $3,000 to
$15,000,

Under the 3 plans that added a maximum annuity provision, 1
plan 1limits it to $10,000 and the other 2 plans have a maximum of
75% of the highest earninegs. In each of these 3 plans, the maximum
annuity includes the OASI old-age benefit.
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In addition to the 12 plans mentioned above that either added
or retained a revised maximum annuity provision, 31 others now have
such a limitations In 22 of these, the maximm annuity remained un-
changsed, while in 9 others, no comparable information as to the pre-
vious plan is available. '

Among the 40 plans now providing a stated maximum annual dollar
benefit, the most usual is $12,000 or $12,500 (10 plans). Before re-
vision, among 47 plans with known maximwm dollar amounts, the most

common was $10,000 (7 plans), ' '

Among the 157 plans of this study, 27% of the plans now limit
the annuitye This compares with 16% in the previous study of 346
plans, Howsver, 62% of the plans with stated dollar maximum benefits
in the present study place the maximm at $10,000 or above, with
$12,000 the most typicals Tomparable figures for the earlier study
are 42% and $10,000, respectively. '

The limitation as to the amount of annual earnings that may
be credited in determining benefits was amended in 15 plans, The
trend was toward liberalization-~9 removed the maximum wage base
(ranging from $3,000 to $30,000) and 5 others et least doubled the
previous maximmm limitation of creditable annual earnings (ranging
from $3,000 to $15,120), 'A maximum salary of $20,000 was newly im-
osed in 1 plan, while for 2 others now providing a limitation of
15,600 and $50,000 respectively, no comparable previous information
is available, In general, under contributory plans the maximum base
for contributions follows that for benefits, Of interest is a plan
that has a maximm base for contributions ($20,000) but no correspond-
ing base for benefits. This means that noncontributory besnefits are
iven on the very high portion of earnings rather than as on the first
3000 or $3600 (usual in partial contributory plans), Among the 17
plans that now limit credited earnings, the average maximum of $18,820
is 42% higher than the comparable average among plans with known
maximums prior to revisions, Relatively fewer plans of the current
study than of the previous one restrict creditable earnings (11% as
compared with 15%). = st

~ In only 5 plans are benefits limited by restricting both
creditable earnings and the amount of annuities, no two plans having
identical limitations. Among the 157 plans are 54 (34%) that now
place a maximum on the retirement benefit--by limiting the earnings
base only (7%), by imposing a maximum annuity only (24%), or by both
methods (3%), Considering ornly the 146 plans for which information
as to previous provisions is available, the retirement benefit was
restricted in 43%, as against 35% of the 157 plans after revisione.
These ratios compars with 29% among 346 group annuities initiated
during the period 1946-50. As noted above, the maximums among the
amended plans tend to be higher than under plans adopted a few
years ago.
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Disability Benefits

Special provision for early retirement in event of disability
is now provided in 27 plans, while 5 others have similar provisions
outside of the scope of the group annuity contract. Disabled em-
ployees may, of course, be retired under the regular early retirement
provisions of a large number of other plans. In such cases the usual
benefit is actuarially equivalent in value to the deferred normal bene-
fit. Under 18 of the plans with recuirements for disability retire-
ment differing from those of othsr early retiremsnt, the benefits are
on the same basis, that is, are actuarially reduced. In several plans
the disabled employee has the option of taking the actuarially reduced
bsnefit or a fully vested deferred benefit.

The remaining 9 plans provide a special disabllity benefit.
In 3 of these a former such benefit was revised. In one, with pre-
vicus monthly benafit of $1.50 per year of service (maximum 25,
minimum 15), the benefit has been increased to a flat amount of $50
per month after 15 years of service. In the sscond, there is added
to the regular early retiremsnt benefit a temporary benefit payable
until age 65 equal to the estimated OASI old-age benefit. The minimum
disability benefit which previously was $33.33 a month exclusive of
social security--available after 25 years of service--has been changed
to $110 a month, including social security payable after 10 years of
service and increasing $1 per month for each additional year to $125
after 25 years of service, with further increases of $5 a month for
each year between 25 and 40 years to a maximum of $200 a monthe The
third plan increased the minimum disability benefit from $25 to §35 a
month, after 20 years of service. There was no change in the regular
disability formula as such~-1% of earnings times years of service
(maximum 4O years); formerly, the wage base was the average of the
last 5 years of service, but as revised, the largest of three averages
is permitted; (1) final, (2) career, and (3) last § years.

Special disabllity benefits wers added under 6 planse The
first provides 1% of the final 10-year average earnings per year of
service, actuarially reduced but with a minimm of $60 monthly; to
this is added an actuarially reduced benefit with respsct to the
supplementary contributory portion applying to earnings above $3600.
Under another, the disability benefit is the same as the normal re-
tirement benefit, but to this is added a temporary benefit to age 65
squal to the estimated OASI benefit (thus 2 of the 9 plans add a
temporary annuity payable untll age 65, the minimum age for OASI
old-age benefits). Another added a temporary disablility annuity of
$60 to age 65, Two others pay a minimum benefit of $50 a month after
15 years of service. The 6th plan merely states that the benefit
will be increased if disability 1s the causs of termination.
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H. Vesting

The amendments resulted in revision or addition of vesting
provisions in at least 35 plans, (omparative information is lacking
for 23 other plans that now provide vesting, Seven plans added the
provision as a new feature, and 20 plans liberalized previous con-
ditions. In 7 others, the requirements were made more restrictive;
another, in changing from contributory to noncontributory, elimina-
ted vesting of future service credits, Although the tendency of
the amendments 1s to add or shift to a period of participation,
service alone or in combination continues to be the most common re-
quirement., A shorter period of service (or participation) is
favored, with 62% of the amended group requiring 15 or less years
in contrast with 52% prior to revision,

0f the 7 plans that introduced vesting, 3 plans condition it
on completion of a period of participation or service and the oiher
L on satisfying an age and service requirement.,

A period of service and/or participation was increased or
added in 6 plans and decreased or removed in 10 others. Age as an
auxiliary condition was added in k plans and lowered or removed in
5 others,

Three of the 20 plans that liberalized a fomer provision
continued the age and/or service condition, 1 of which liberalized
the condition for benefits derived from the portion of eamings in
excess of $3600; another added vesting or past service benefits
(previously excluded); and the third increased the rate at which
benefits gradually vest. In 3 others the service (or participation)
requirement was reduced by half (1 plan to 5 years and 2 plans to 10
years); fomerly a service condition was required for vesiing of
future service benefits only in 1 plan and for an initial partial
vesting of both past and future benefits in another. There are 5
plans that were made more liberal by adding an alternative provision,
with 2 of them relating only to disability. In 4 of these plans no
change was made in the fomer condition-~l plan based it on completing
a period of service which was waived in event of disability; the others
conditioned it on age and service, with the fHmer removed and the
latter increased under the alternative provision, The fifth plan
reduced the age condition under the primary provision but retained
the former age and removed the service requirement under the disability
alternative,

Partial vesting was introduced in h liberalized plans and was

revised in a fifth--2 of them made no change in the 10-year service
requirement for vesting of future service benefits; as revised a
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portion of past service benefits also vests after 10 years, with
complete vesting after 20 years, Another retained the former oon-
dition for complete vesting (after 20 years of service) but reduced
by half the years for initial partial vesting, with service waived
entirely in event of disability. Still another plan reduced both
the age and service condition for complete vesting and provided a
lower age for initial partial vesting of past and future service
benefits than had fomerly been required for vesting of future
service benefits only. Under the fifth plan with partial vesting,
applying only to past service benefits, the age condition was lowsred
(from 55 to 50) for the vesting of both past and future service bene-
fits; an additional requirement of 5 years of service was added for
vesting of the 1atter.

Among the 8 plans that made vesting conditions more restrictive
(or eliminated them), all but 2 plans underwent other major changes in
the plan itself, such as extending coverage and changing from money
purchase to definite benefit. Under 2 plans that became noncontribu-
tory, 1 plan doubled the 10-year service requirement, and the other
eliminated vesting of future service benefits, Under 3 plans that
previously provided vesting after 5 years of participation (or
service), 1 plan added 10 years of service to the vesting condition,
and the other 2 plans raised the former requirement and added an
age condition, Another changed from gradual vesting after 5 years
of participation (complete after 20 years) to complete vesting at
age 50 after 25 years of- service; however, the deferred benefits are
now payable at the earlier optional retirement age (55), whereas
formerly they were deferred to the normal retirement age (65). 1In
still another plan, the 15-year service requirement was continued,
but a 10-year participation requirement was introduced. Under the
elghth plan, the former vesting provision (after 15 years of service)
still applies to contributions nade before the amended date; as
revised, an age condition (55) was added for vesting of contributions
subsequent to that specifiod date,

Among the 3k plans that changed the vesting provision (and
still provide vesting), the most common qualifications are 10 years
of service a.nd 10 years of participation (L plans each),

All but 11 (7%4) of the 157 amended plans provide some form
of vesting. Among the noncontributory plans, 10% do not provide
for vesting, and among the contributory, 6%. In 2 plans benefits
vest immediately, and in another on certification of disability.
Partial vesting is & feature of 20 plans (13%), with one of them
never attaining complete vesting--lh plans vest both past and
future sarvice benefits on a progressive basis, while under 6
plans full title to future service benefits is given upon
satisfying a minimum requirement, with past service benefits
vesting as further conditions are met,
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An alternative provision for vesting is provided in 25 plans
(16%), of which 6 relate only to temination of employment in event
of disability. Although the requirements in the alternative of the
others vary considerably, the required period of service is generally
decreased or eliminated as age increases.

Disability is present as a condition o f vesting in 7 plans,
In 1 plan, it is combined with a service requirement of 15 years and
in the 6 others it appears in alternative qualifications, Of the
latter, one plan waives a S-year participation period and another a
10-year service period in event of disability. In 3 plans a 10-
year service period is reduced to 5 years, while the Oth plan
retains an age 55 condition but waives a 20-year service require-
ment in event of disability. In 5 of the 7 plans, the same con-
ditions apply to early retirement as to vesting, In each case, the
benefit is actuarially reduced if taken immediately and in L of the
plans, employer consent is required for early retirement. Full
deferred benefits are provided under the vesting provisions of these
plans.

An age requirement must be met for vested benefits in 47
(32%) of the 146 plans with vesting provisions. Attainment of age
L0 or less is required in TLZ of the plans providing for vesting.
The distribution by lowest age requirement is as follows:

Number Percent of Percent of
Age of Plans 47 Plans 1k6 plans
35 | 1 2% 1%
40 7 15 5
L5 11 23 7
50 15 32 10
55 13 28 9
Total with age requirement L7 100 32
No age requirement 99 68
Total with vesting 16 100

There are 69 di ffering requirements for initial vesting (age,
participation, service, or combinations thereof)., The most usual are
as follows:
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Number Percent of

Requirement of Plans 146 Plans
5 years of participation 18 12%
10 years of service ik 10
10 years of participation 3 9
15 years of service 11 8
S years of participation; 10 years of service 9 6
20 years of service 7 5
Age 553 20 years of service , 7 5

A slightly lower proportion of the amended plans (93%) than
of the 1946-50 new plans (9L4%) provide vesting. . However, full
initial vesting is provided by 86% of the amended plans as against
80% of those of the previous study, with gradual vesting less preva-
lent, -Including alternative provisions, a period of service and/or
participation only as a condition of vesting, occurs in 57% of the
amended plans in contrast with hhg of those in the previous study.
An age reqQuirement as an auxiliary provision is used in 32% as
compared with 494 in the earlier study. A period of service or
participation ia thus relatively more important in the amended
plans, while attainment of a given age is relatively less so, The
anended plans are more liberal with respect to providing an alterna-
tive provision, in that relatively three times as many of them have
such a feature. Table 4 gives the distribution by type of require-
ment among the 157 amended plans and the 345 new plans of 19L46-50.

As in each of the two previous studies, 5 years of participa-
tion with no awxliary requirement is the most common vesting pro-
vision, When a stipulated age is a condition, age 55 after 20 years
of service is the most typical of the last two studies. Under the
amended plans, including alternatives, L% include disability as a
condition of vesting; this is in contrast with only 1% of plans in
the previous study.

Of plans with vesting, nearly all permit a reduced benefit

at the early optional retirement date in lieu of a full deferred
benefit at normal retirement date,
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Table 4

DISTRIBUTION OF PLANS BY TYFE OF VESTING REQUIREMENTS

Type of Requirement Amended Plans
Service Only 20%
Participation Only 20
Age Only —
Service and Participation 8
Service and Age 20
Participation and Age 3
Service, Participation, and Age 5
Alternatives 16
Imnediate Full Vesting 1l

Total with Vesting 93
No Veating 7
Total, A1l Plans 100

—37—

1946-50 New Plans
224
17
3

2
28

= ~30

94

100



I. Integration

The maximum wage base for benefit and contribution purposes
under OASI was raised from $3000 (for benefits weighted in favor
of the first $600) to $3600 (weighted in favor of the first $1200)
of anmal earnings as of January 1, 1951. The earnings base was
further increased to $4200 (weighted in favor of the first $1320)
effective Jamary 1, 1955; however, this change is not reflected
in the plans of this study. Although the 157 plans were amended
subsequent to the effective date of the 1950 Social Security legis-
lation, only 31% (L8 plans) use $3600 as a point of increase in
the formula for future service benefits. The integrating features
were revised in 54 plans (exclusive of those making integration
changes in the minimum and maximum benefits), while in 8 others
having such a feature no comparative information of the previous
provision is available. In revising this feature, the tendency is
toward integration which was added in 13 plans; 12 of these changed
from a uniform benefit formula to an integrated one and the other
adopted a formula with OASI offset.

Among the Sl plans revising the provision, L3 now apply a
higher future service benefit rate on the portion of anmual earn-
ings above $3600 (Table 5)., All except 8 of these plans apply a
uniform formula to the first $3600. In 2 plans there is an inter-
mediate increase at $1200 (the point of change in the OASI benefit
formula under the 1950 amendments); 2 plans omit the first §1200,
and 2 others omit the first $600. An intermediate increase occurs
at $1800 and $3000, respectively, in the remaining 2 plans.

The 9 plans that amended the formula without recognizing the
revised OASI base ($3600) still increase the future service benefit
rate at $3000, with 6 of them elso providing an intermediate in-
crease. Four of these 9 plans previously used a uniform benefit
rate both above and below $3000. Three plans covered only earnings
in excess of this amount, and another with "breaks" at $1200 and
$2000 now also breaks at $3000. Finally, 1 plan that previously
increased the rate at $3000 now makes an intermediate change at
$1800. A further increase is made at $6000 in 3 of the plans.

As shown in Table 5, the revisions resulted in extending
benefits to earnings below $3000 in 6 plans that previously covered
only earnings above this amount. Of the 13 plans with no previous
integration, 8 adopted $3600 as an integrating point, while L in-
creased the benefit formila on earnings above $3000. The remaining
plan changed from money purchase to a definite benefit type with
benefits of a flat amount per year of service including OASI.
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Under the 8 plans that were not compared because of lack
of information as to previous practice, 3 plans use $3600 as a
point of integration, with 1 plan omitting the first $600 of annual
earnings and another covering only earuings above $3600. One plan
has no integrating features, and the remaining L plans increase the
rate at $3000--1 plan excludes the first $900 of annual earnings and
2 plans break at $1200.

Among the 157 plans as amended, L8 (31%) integrate at $3600.
Of these, 37 plans use a uniform benefit rate to this point; an in-
termediate change occurs in 9 plans, while 2 others cover only
earnings above $3600. In 78 plans (50%), the benefit formala changes
at $3000; SO plans apply a uniform formula to this point, 24 plans
have an intermediate change, and Y plans cover only earnings above
$3000. Table 6 summarizes the integrating features before and after
revisions.

Integration algo appears in the minimum and maximum benefit
provisions. After revision, 23 of the 38 plans with minimum pro-
visions included OASI benefits in the stipulated minimum; previously
only L plans had such an offset. In L of the L3 plans which pro-
vide a maximum, there is an OASI offset, previously only 1 such plan
had this integrating feature.

Relatively more plans of this study (83%) than of the 346 new
plans of 1946-50 (69%) provide for integration of the normal group
annulty benefits with those of OASI. Also, a higher proportion re-
flect the weighted 0ASI formula by changing the benefit rate at a
point below $3000 or $3600. The distribution by type of integration
in the regular benefit under the plans of the two studies is sum-
marized below:

Point of Integration Amended Plans 1946-50 Plans

Number ¢  Number F4

Changes at $3000 or $3600 , 87 55% 183 53%
Changes below and at $3000 or $3600 33 21 b7 13
omits first $3000 or $3600 6 N 5 1
OAST offset in normal benefit 2 1 2 1
Miscellaneous integration 3 2 3 1
Total with integration 13 83 240 69
No integration 26 17 106 31
Grand total 157 100 346 100
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Table 5
INTEGRATION REVISIONS

Number of

Before After Plans
Changes at $3000 Changes at $3600 . 20
Changes at $L000 Changes at $3600 1
Changes below and at $3000 Changes at $3600 5
Omits first $3000 Changes at $3600 2
No integration Changes at $3600 7
Changes at $3000 Changes below and at $3600 2
Changes below and at $3000 Changes below and at $3600 5
No integration Changes below and at $3600 1

Total, revised plans integrating at $3600 b3
omits first $3000 Changes at $3000 2
No integration Changes at $3000 1
No integration Changes below and at $3000 3
Changes at $3000 Changes below and at $3000 1
omits first $300 Changes below and at $3000 1l
Changes below $3000 Changes below and at $3000 1

Total, revised plans integrating at $3000 9
omits first $3000 OASI offset 1
No integration OASI offset 1

Grand total 54
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Table 6

DISTRIBUTION OF 157 PLANS BY FORMER AND REVISED INTEGRATION FEATURES

Before

Changes at $30008/
Changes at $3600
Changes at $4000
Omits first $3000
No integration

No data available
Omits first $3600
No data available

Total plans integrating

Changes at 330009/

Omits first $3000
No dintegration

No data available
Omits first $3000

Total plans integrating
Omits first $3000

No integration
Miscellansou

After

Changes at $36009/
Changes at $3600
Changes at $3600
Changes at $3600
Changes at $3600%
Changas at $3600%
Omits first $3600
Omits first $3600

at $3600

Changes at 330002/
Changes at 23000
Changes at $30
Changes at $BOOO~/
Omits first $3000

at $3000
OASI offset

OASI offset
Miscellaneouaﬁ/

Total plans with integration

No datea available
No integration

Grand total

No integration
No integration

a/ 10 plans also change below $3000.
b/ 7 plans also chenge below $3600.
¢/ 1 plan also changss below $3600.
d/ 17 plans also change below $3000.
e/ 18 plans also change below $3000.
é? 3 plans also change below $3000.

respectively.

Number c¢f
Plans

w
rerwd B rrpvoner®

-3
xR

W

131

25
157

1 plan omits first $600 and 2 change at $1200 and $2400,



APPENDIX

Plans of Nomprofit Organizations

Not included among the 157 plans analyzed in this study are
15 revised group annuities covering employees of nonprofit organi-
zations who elected coverage under the OASI program. This is a
prerogative accorded members of such groups under the 1950 amend-
ments to the Social Security Act. Eight of the 15 plans now
provide benefits integrating with the OASI old-age benefits at the
$3600 annual wage level. In 5 of these, $3600 is the only point of
integration; in 2 others there is also an intermediate change at a
lower level, and in the eighth plan the first $2400 of anmal earn-
ings is disregarded in benefit calculations, The other 7 plans
have no integrating feature.

With 2 exceptions, these plans of nonpreofit organizations
are contributory, with 3 of them being of the money purchase type.

Four plans, 2 of which remain on the money purchase basis,
made no change in the future service benefit rates; 3 nonintegrating
plans increased the rates (by 25, 55, and 1331% respectively); while
5 plens decreased the rate on the first $3600 of annual earnings.
Another plen increased the portion of the benefit based on the annual
earnings above $3600 (by 333%) but eliminated the first $2L00 from
the base. The remsining 2 plans changed from money purchase teo
definite benefit integrated plans (1 of which decreased the employee
contribution rate).

A1) except 1 of the 15 plans provide vested rights upon
termination of employment prior to normal or earlier optionsl retire-
ment. Such rights are acquired upon satisfying a service and/or
participation condition in 10 plans and both a service and age
requirement in 3 others. The remeining plan provides immediate
full vesting. Under 2 plans the required period of service for
vesting was reduced, and another plan added vesting where formerly
there was no such provisgion.

Age 65 is the normal retirement age in all of the plans
(1 plan lowered it from age 70). Early retirement with the employerts
consent is provided under all plans; age 55 is general (age 50 in 2
plans). One plan that conditions early retirement on disability
has mo age requirement. In S plans, retirement may be deferred
beyond the normal age with increased benefits payable not later
than age 70. In at least 1 other plan retirement may be deferred,
but benefit payments begim at the normel retirement age. No pro-
vision for deferring retirement is indicated in the 9 remaining
plans.
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Long-Mnge Cost Estimates for Changes Proposed in the QAST
System by HeR. 7199, with Supplementary Estimates for Universal
Coverage -- March 195k,

Long-Range (ost Estimates for CASI 195k -- December 195k,

The Fimancial Principle of Self-Support in the (ASI System --
April 1955,
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