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1. Rehires are excluded from the statistics as they returned to their respective Tiers upon reemployment. 
Average eligible pay at Hire is based on the same definition of eligible pay under the UCRP 2013 Tier 
(Health Science Faculty pay is based on X and X’ and does not include Y or Z income.) 

2. Projected using baseline eligible pay increase assumption described in Appendix E., Actuarial 
Assumptions/Methodologies. 

3. The profiles for LRF:  Assistant Professor and Health Sciences (HS) Assistant Professor are identical. 





*750 hours for employees in a “Non-Senate Instructional Unit (NSI) title 

Notes:    
• Safety members (395) are in a separate member classification and not included in figures above. 
• Benefit design under UCRP 2013 and 2016 Tiers is the same except for the Covered Compensation Limit 

(CCL) 
• CCL is grandfathered for those rehired July 1, 2016 and later with previous UC employment before July 

1, 2013. 
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1. These results are from the July 1, 2015 UCRP Actuarial Valuation and are based on the actual members 
in those Tiers. 

2. These results are estimated based on the demographics of non-represented members currently in the 
UCRP 2013 Tier, assuming new benefits recommended by the Task Force apply equally to all future UC 
employees. (See V., Task Force Recommendations.) 

3. Increase in Normal Cost due to adoption of the Modified 2013 Tier was around 3% of pay for UCRP 
Modified 2013 Tier members.  An increase in the member rate was negotiated for not only UCRP 
Modified 2013 Tier members but also UCRP 1976 Tier members in the same bargaining units.  This was 
so that UCRP’s projected funded status at the time of adoption would be approximately the same both 
before and after the change. 

4. Excludes the cost of initial choice and prospective second choice, as discussed later. (See Appendix G., 
Cost of Choice) 
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Dollar amounts based on 15-year average annual dollar amounts. 

In practice, these percentages and amounts may project out differently due to a variety of reasons. 
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(See F.7., Projected Pension Income for Selected Personas for benefit estimates under the UCRP 2013 and 
2016 Tiers and  each design recommended by the Task Force.) 

 

 

 

















*Reflects impact of forfeitures:  approximately 12% reduction in 15-year average cost and 6% 
reduction in long-term cost.  Note that the long-run cost is higher because more new hires are 
projected to have compensation above the CCL the farther out projections are made. 





Cost of combined program will be a blend of DC Choice and UCRP 2016 Tier + DC Supplemental Plan costs. 

#For comparison purposes, corresponding number based on UCRP 2013 Tier is 8.6%, with 15 year average 
annual dollar cost of $403 million. 













 













*Excludes cost of initial choice and prospective second choice, which is an additional 0.7% to 
0.8% of pay. 
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* Those who retire between ages 50 and 55 are eligible to enroll in UC-sponsored health insurance 
for retirees but will not receive a University contribution. 

An individual who leaves University employment and later returns to work at UC, will be subject to 
the eligibility rules in place at the time of rehire. 

Plan benefits and contributions are subject to change, based on available coverage and funding. 











Summer or equivalent term academic employees contribute 3.5% to the DC Plan. 



*Or 100% of participant’s compensation, whichever is less. 

Each Plan has a separate annual limit; eligible employees may participate in all three plans. 

Using the DCP Plan for DC Choice Plan B and the DC Supplemental Plan would allow an employee to 
separately contribute the maximum elective deferral amounts to the 403(b) and 457(b) plans. 

If the 403(b) plan were used for the DC Choice Plan B, those contributions would be included in the total 
contribution limit and reduce the amount an employee may contribute voluntarily. 

Mandatory employee contributions include such things as Safe Harbor, summer/equivalent term salary, etc. 
and are included in the DCP $53,000 limit. 

 

• 

• 



• 

• 

• 



– 

– 

– 

– 

– 

– 

– 

– 

– 

– 

– 



• 

• 

• 

• 

• 

• 

• 

• 

• 

• 

• 

• 



• 

• 

– 

– 

– 

– 

• 

• 

• 

• 

– 

• 



• 

• 

• 

• 

 

 

 

 

– 



• 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



 

 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 



 

 

 

• 
• 
• 
• 
• 
• 
• 
• 
• 

• 
• 





• 
• 

• 

• 

• 



• 

• 

• 
• 



DC account balance is converted to equivalent annual income stream. 



Shows the percentile ranking against the Comp 26 of the most valuable plan design choice (Plan A – 
UCRP 2016 Tier + 10% DC supplemental or Plan B – Flat 10% DC Choice).  A number higher than 
50% represents a plan design above the median and a number lower than 50% represents a plan 
design below the median. 

Comparisons assume 7.25% interest rate and 4.75% conversion rate assumption; the interest rate is 
consistent with Segal’s valuation assumptions for UCRP, and the conversion rate is closer to 
(although still somewhat higher than) the current rate an insurer would charge for an immediate 
annuity at the specified ages. 

Personas 8, 12 and 13 are represented employees.  We have assumed a 9% employee contribution 
rate.  The value of the Modified Tier early retirement subsidy is not reflected in the comparison of 
value at 10 years of service or at age 65. 



Shows the percentile ranking against the California Medical Providers and National Academic 
Medical Center comparators of the most valuable plan design choice (Plan A – UCRP 2016 Tier + 
10% DC supplemental or Plan B – Flat 10% DC Choice).  A number higher than 50% represents a 
plan design above the median and a number lower than 50% represents a plan design below the 
median. 

Comparisons assume 7.25% interest rate and 4.75% conversion rate assumption; the interest rate is 
consistent with Segal’s valuation assumptions for UCRP, and the conversion rate is closer to 
(although still somewhat higher than) the current rate an insurer would charge for an immediate 
annuity at the specified ages. 

Personas 8, 12 and 13 are represented employees.  We have assumed a 9% employee contribution 
rate.  The value of the Modified Tier early retirement subsidy is not reflected in the comparison of 
value at 10 years of service or at age 65. 



Shows the percentile ranking against the Comp 26 of the UCRP 2013 Tier Benefits.  A number higher 
than 50% represents a plan design above the median and a number lower than 50% represents a 
plan design below the median. 

Comparisons assume 7.25% interest rate and 4.75% conversion rate assumption; the interest rate is 
consistent with Segal’s valuation assumptions for UCRP, and the conversion rate is closer to 
(although still somewhat higher than) the current rate an insurer would charge for an immediate 
annuity at the specified ages. 

Personas 8, 12 and 13 are represented employees.  We have assumed a 9% employee contribution 
rate.  The value of the Modified Tier early retirement subsidy is not reflected in the comparison of 
value at 10 years of service or at age 65. 



Shows the percentile ranking against the California Medical Providers and National Academic 
Medical Center comparators of the UCRP 2013 Tier Benefits.  A number higher than 50% represents 
a plan design above the median and a number lower than 50% represents a plan design below the 
median. 

Comparisons assume 7.25% interest rate and 4.75% conversion rate assumption; the interest rate is 
consistent with Segal’s valuation assumptions for UCRP, and the conversion rate is closer to 
(although still somewhat higher than) the current rate an insurer would charge for an immediate 
annuity at the specified ages. 

Personas 8, 12 and 13 are represented employees.  We have assumed a 9% employee contribution 
rate.  The value of the Modified Tier early retirement subsidy is not reflected in the comparison of 
value at 10 years of service or at age 65. 
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