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The plan de31gn for law enforcement provides for
retirement at age 55. It was noted in testimony

provided over the last several biennium’s that it is_
important for the public interest and safety to allow=this
transition out of the profession at this age due to the==
physical capabilities necessary to successful meet the
job requirements. A DC plan was consjd&red but last
session it was decided to use the DB plani="~
Also it should be noted that for the Highway:Patr
members that: A

iy [;Fovide thlS
would be to noirclude the law

pe of plan design an option

enforcement plah the DC plan

Would be the cost

of maintaining
the existing plan

Law
Enforcement | ®
plans
(Highway .
patrol, Law
Enforcement | o
and National
Guard
[ ]
° b
retirement plan wot
social security and if if it wou Siild require them to
start participating. Ifit drgid is"would an additional
trooper
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tfooper
The DB format is the optimum method to provide for an
age 55 retirement

.

Judges
Retirement
Plan

According to the Report of the Legislative Council
Retirement Committee that did the initial study
establishing the system “The deescalating multipiic
was adopted by the committee because it both
encourages mid-career attorneys to assumme posruons o
the bench because of its high benefit acéiiiakrate and it
encourages older judges to retiree because: ﬁtﬁinw
beneﬁt Accrual rate after 20 years of servmﬁ.,., =

If the goal ofithe state is to continue to

provide this type:of plan design an option
would to not incliid
plan

Would be the cost
of maintaining
the existing plan

Survivor
Benefit

provided including a lifetime benefit of 50%:of the accrt
benefit payable to the spouse forﬁhe. remaindemf their

they provide the|rgmployees emplow paid hf‘e:u%urance
that wnll help the spous& In North Da"kaia we provide

An alternative to providing survivor benefits
in the retirement plan could be to expand
the employer provided life insurance
coverage from the existing $1,300 to a
higher amount such as $50,000. This would
equal about $300 a month for 25 years or
about $460 for 12 years

$5.1 Million®

Disability

The PERS DB plan has a dlsabdt@/;‘«-_ﬁgggment benefit of 25%
of final average salary. The DC plaizénly benefit is that
account balance which for many members unless they are

An alternative to providing this in the DB
plan would be to add an employer paid
disability insurance as a benefit for state

$1.6 Million®

’
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account balance which for many members unless they are
older with many years of service would not be adequate.
Some employers have employer paid disability that insures
against this contingency

e

Adequacy &
Equity

1. PERS had Segal do a study of the adequacy of the
retirement benefit in the existing PERS defined °
contribution plan. The finding was that for most of t
DC members the projected benefit was less then 50%
the PERS DB benefit. To make the sysmgomparable
it was noted that contribution needed tﬂ,mom J:hen
doubled. S

2. PERS and TFFR have provided essentially tﬁ%&gme?
of beneflts to their membe -k B

e

$77 million®

Investor
Education

up their mvestfnenf =plan. In the DBZQLn that resmnsmlllty

is with the PERS Boaté:and the SIB. lh“:‘:the DC plan’the
members ability to refiree ee:and the typ'éféf retirement they
will be afford is directly re r““}ated to howiéffective they are in
establishing and mamtammg—ﬂé ir m.\i"estment strategy in
and age appropriate manner.

To provide DC member the resources to
manage their investments consideration
could be given to allowing each members
up to 4 hours per year of employer work
time to meet with their investment advisor,
participate in investment education
meetings and view on line education video’s

$1.9 Million*
(this is a soft
dollar cost)

Savings

The PERS plan added the PEP program to its plan design in

Since the DC plan does have a similar

$37 Million*
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Issues |
The PERS plan added the PEP program to its plan design in $37 Million*
the late 90’s. This provision enhances the portability of the
plan and also provides an incentive for members to engage
, in supplemental retirement savings in the deferred comp
Savings . . & )
. program by matching their contribution in the DB pla
Incentive
increased vesting in the employer contribution. Thisz
program has been very successful and since its initiatio
supplemental retirement savings has increased. The
proposed DC plan does not have a similar ificentive.
The states present process for providing re?"mgein;ugases is $9.3 Million
Ad Hoc adjustments. That is if the fund can supugorf%f““w lering and funding retiree increases
increase it is considered by the Legislature and“Gm/emor _may ne”“@:t_g be considered. One option
, and if passed will then take effect:=Given the retir,ement Sé
Retiree
Increases ~mecha*msm An example would be to put a
1% conu_tphtlon of all covered payroll into
the plan for such increases (this would need
a study to determine what would be
increase due tq memgggjgmy_gd declﬁae:m‘fﬁ'ﬁv' SFet-pay _appropriate) .
1, gt “1. Update the business system code 1. 540,500
. . , 2. The implementation date should be general fund
Administrati -
2. moved to Jan 2012 appropriation
on and plan . . .
design 3. 3. Have a returning member stay in the required
S Hybrid Plan to maintain continuity of 2. No Cost
DC bill would be lmplgmented = retirement plan 3. Minimal cost

...N.,\

Assumptions: 10,800 PERS State FTE & $926,151; QQW blennlmtpayroll

Higher Education. If only applied to DC plan members it would start lower and then grow as more members joined the plan. '
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1. Assumes the benefit is provided to all PERS employees at the same time, except for the life insurance which assumes all state employees including
Higher Education. If only applied to DC plan members it would start lower and then graw as more members joined the plan.

Would be the full cost at full implementation, that is when all employees are in the
All cost estimates are very preliminary and are only provided to give a very gen
upon estimated participation

Stem.
imate. Full cost is shown so it can be factored down based
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